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ABSTRACT

REACTIONS TO SEXUAL HARASSMENT: A COMPARISON OF POLICEWOMEN

IN THAILAND AND THE UNITED STATES

By

Somvadee Chaiyavej

The study examined how female officers in law enforcement agencies in Thailand

and the U.S. react to sexual harassment. It was anticipated that Thai women would hold

more traditional beliefs about gender roles, have higher interdependent views of self-

construa1(collectivistic orientation) and lower independent views of self (individualistic

orientation). They were also expected to have lower participation in decision-making and

to be less likely to agree that their work organization’s policy clearly prohibits

harassment. These features were anticipated to lead to lower perceived severity of sexual

harassment and higher concerns about negative social reactions in using assertive

reactions, which in turn, would decrease assertive reactions in responding to harassment.

The population studied was comprised of 106 female law enforcement officers

from 5 police agencies in a mid-western state in the U.S. and 109 female law enforcement

officers from 4 police agencies in Thailand. Each study participant had experienced an

incident of sexual harassment by male coworkers within their organization at least once

within the past two years. A survey instrument was used to obtain the data. T-tests were

used to analyze national differences on study variables, while regression analyses were

conducted to explore the relationship between independent and dependent variables

separately for each group.



Results suggest that Thai women had more traditional gender role stereotype

beliefs, higher interdependent views of self, lower independent views of self, were less

likely to view that their organizational policy prohibits harassment, but there was no

difference in participation in decision-making. Although Thai women had higher concern

about social reactions as hypothesized, contrary to the predictions, in handling

harassment, they viewed harassment as more severe and relied more on assertive

reactions than American officers. Thus, findings give limited support to the idea that

Asian women would be more likely to trivialize harassment and to rely less on assertive

reactions. For the American sample, those who perceived sexual harassment events as a

violation of organizational policy viewed those events as more severe. Perceived

severity, in turn, was accompanied with assertive reactions. Those with a high

independent view of self and who felt they had high participation in decision-making felt

less concerned about social reactions. Concern about social reactions, in turn, was

associated with the use of passive responses. For the Thai sample, women with

traditional beliefs about gender roles viewed sexual harassment as less severe and

reported higher concern about social reactions. In addition, women with an

interdependent view of self showed higher concern about social reactions. Nevertheless,

concern about social reactions was not related to assertive reactions. The results were

interpreted by drawing on qualitative data on differences in circumstances in each setting

which fi’ame how sexual harassment is perceived and resolved.
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Chapter 1

Introduction

During the past four decades, there has been an increased participation ofwomen in

the labor force in both the U.S. and Thailand. Though more slowly than others, law

enforcement is one ofthe sectors in which the female utilization trend is growing (Brown

& Heidenshon, 2000). In the U.S., constant pressure fi'om the women’s liberation

movement targeting sex based discrimination in employment, court mandates, and the

assumption that women can bring positive qualities to policing have resulted in efforts of

police departments nationwide to recruit female officers (Martin, 1993). In 1975, women

represented 2.2% of the sworn personnel in municipal police department (Martin, 1980).

By 1990, women’s representation was 10.6%. In 1998, 13.8% of all sworn law

enforcement positions in the largest law enforcement agencies are occupied by women

(National Center for Women & Policing, 1999). In Thailand, although somewhat slower,

women’s representation in the police force has also increased. In 1991 , 5% ofpolice

officers were women (Savestanan, 1991). To date, approximately 7% ofthe entire police

force are women (The Royal Thai Police Department, 2000).

Against the backdrop of the increased participation ofwomen in the police workforce,

police administrators have faced a new set ofproblems associated with the changing

demographic make up of its employees. Among the problems for women at work, sexual

harassment has become an issue that has received much attention among organizational

administrators as well as social scientists. It has become one of the “hottest” issue in

human resource management. Although sexual harassment concerns originated in the

U.S., recently many other countries have started to recognize harassment as a social
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problem that warrants legal and managerial interventions. In fact, some countries go

further than the U.S.; sexual harassment is treated as a criminal offense in the Philippines,

Taiwan, Italy and Venezuela (Maatman, 2000a) and Mexico (Conway, 1998). In

Venezuela, the passage of the Violence against Women and Farnily act in 1999 opened

the possibility that harassers could go to prison from 3 to 12 months (Maatrnan, 2000b).

While sexual harassment is widespread in different types ofwork settings, it is

believed to be most common in male dominated occupations such as policing. Baker

(1989) examined women employed in non-traditionally female jobs and women employed

in traditionally female jobs and found that the former reported more occurrences of sexual

harassment experiences. In policing, several sources suggested that the problem is

pervasive and difficult to control. In the U.S., a study conducted by Martin (1990)

revealed that 63% of 72 women officers reported sexual harassment on the job. In Los

Angeles, women officers are harassed by organized groups ofmale officers called “men

against women.” The groups use intimidation and criminal activity against policewomen.

The department’s refusal to punish the perpetrators has resulted in the drop out ofmany

women (National Center for Women & Policing, 1999). In Great Britain, nearly every

female officer experienced sexual harassment from male officers. The data showed that

90% reported having heard sexually explicit comments or jokes about women, 60%

reported being a target of offensive comments based on appearance, 30% experienced

unwanted touching, and 20% reported pressure to become involved in unwanted dating

(Anderson, Brown & Campbell, 1993). Many female officers who stay are forced to

accept sexual harassment as a fact of life (Wong, 1984).

Despite the increased attention to sexual harassment as a shared problem in policing



across jurisdictions and around the world, little attention has been paid to the problem of

sexual harassment in Asian police organizations. Thailand is one Asian country where it

would be important to examine sexual harassment. While what has been defined as

sexual harassment in the North American context and European context may occur in

other countries, the absence ofrecognition of it as an organizational problem could act as

a barrier to or inhibit social changes that challenge the legitimacy oftraditional gender

subordination practices. In 1997, Thailand announced the acceptance ofthe new

constitution, which indicates a commitment to the protection of civil rights of all people

(East Asian Executive Reports, 1998). Under this new constitution, a Thai citizen,

regardless ofhis/her origin, sex or religion, shall be protected, and those whose

constitutional rights and freedom have been violated can apply the provisions of the

constitution in exercising judiciary rights in a court case. If future court rulings follow the

path taken in the U.S., whereby sexual harassment is interpreted as sex discrimination,

sexual harassment will increasingly be defined as an important issue that the Thai police

organization must address.

Recently, to conform with international standards in the workplace, the Labor

protection Law, an amendment to the 103 Revolutionary Committee order, was enacted

in 1997 (The Thai Labor Protection Act, 1998). The Thai labor law prohibits sexual

harassment against women and children in the public sector. Although this law does not

apply to governmental organizations, feminists’ effort to seek modification of civil

servants law is currently underway (Bhatiasevi, 1998). In the meantime, being aware of

the legal definitions ofunwanted sexual attention and legal protection seems to have

already resulted in increased awareness of civil rights from the Thai citizen including
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employee and non-employee. Recently, the Thai Airways International labor union

pressured the government to take a boarder view of sexual harassment by passing

legislation to protect flight attendants from sexual harassment by passengers

(Mahithirook, 2000). Thongbai Thongpao, a legal activist, called for government

officials to set a model by stopping asking female officials to serve tea and coffee

(Thongpao, 1998). Kathleen Gillogly (2000), a foreigner who had resided in Thailand,

upon observing the Thai society, indirectly addressed the importance of examining sexual

harassment in the Thai government agencies, when she wrote to a “post bag” column in

Bangkok post newspaper:

Who thinks that Thailand is not know for sexual harassment? Thousands ofThai

women know this, and they are as helpless to do anything about their attackers...

...Interestingly the police and the military were the most dangerous to deal with. . .The

only protection a women has is to always be surrounded by other friends and relatives, but

this is not feasible for women who choose to work in non-traditional jobs (p. 26).

Increased awareness ofwomen’s rights outside the Thai police organization is likely to

make Thai female officers more disturbed about incidents that they often assumed as

normal part oftheir career. Being able to label sexual harassment as deviant behavior can

have many negative consequences, such as increasing the perception that there is injustice

within the police organization. Because the Thai police organization has not developed

any formal policies targeting sexual harassment, it is crucial to document the nature of the

problem and to assess how policewomen view and respond to sexual harassment.



Research Needed on Women’s Reactions to Sexual Harassment

Previous research has taken several different approaches in examining sexual

harassment. Studies have examined the prevalence of sexual harassment, individual’s

interpretation of sexual harassing situations, individual and organizational consequences

ofsexual harassment, individual responses to sexual harassment experiences and

organizational responses to sexual harassment. Research on individual responses to

sexual harassment has lagged behind studies in the other areas. While we know with

confidence from past research that sexual harassment is pervasive, distressing and

subjected to wide interpretation, we know very little about how individuals react to their

sexual harassment experiences (Bingham & Sherer, 1993). Most ofthese research on

victim’s reactions was fiom the 19805 and 19905 (e.g., Thacker, 1996; Sullivan & Bybee,

1987; Summers, 1991). This is partially because earlier research has paid considerable

attention to the issue of sexual harassment victimization and subsequent research has built

on prior knowledge to develop a more sophisticated model of antecedents to sexual

harassment victimization and its effects on work related attitudes. Moreover, due to the

lack ofprecise definitions of sexual harassment, while there are certain behaviors that

most would agree are sexually harassing, there are also certain behaviors that are subject

to interpretation. Accordingly, many studies on sexual harassment still build upon how

individuals come to define certain behaviors as sexually harassing and limited research

has extended to individual’s reactions to these behaviors.

Unfortunately, what is known about how victims react to incidents ofharassment is

that assertive reactions (e.g., reporting to a supervisor, confronting the harasser), which

are believed to offer solutions to the problem ofvictims, are an exception rather than a
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rule. Sexual harassment victims often feel reluctant to report or disclose the incidents

because of fear ofretaliation, self-blame, or sympathy with their harassers. Many female

supervisors are reluctant to report harassment because of a belief that reporting might

undermine others’ perception oftheir capacity to lead. In many cases, sexual harassment

locks the targets in a losing battle. Minimization of incidents becomes a means to bear

the pervasiveness of sexual harassment among victims. As a result, the literature found

that individuals rarely report their experiences to authorities. For example, a study

conducted by Cochran, Frazier and Olson (1997) found that only 2% ofthe victims

reported sexual harassment to an authority, while 60% ignored the behavior. The passive

responses were especially common when the harasser was someone ofhigher authority

over the victim. However, research in this area is limited in the U.S. and has not yet

extended to Thailand.

Purpose of the Study

The purpose of the present study is to examine whether there are any differences in the

way the Thai and American female officers interpret sexual harassment and react to it.

Specifically, the study explores how two individual differences, gender role stereotype

beliefs and self-construals, and two organizational context factors, participation in

decision-making and perceptions of sexual harassment acts as a violation of

organizational policy, influence women’s reactions to sexual harassment by a male

oflicer. These four variables are expected to differ for women in Thailand and the U.S.

and influence their perceptions of incidents as serious and their concern about negative

social reactions for responding negatively, which in turn are expected to influence their

behavioral reactions, which include direct actions (e.g., reporting to an authority,

 



 



confronting the person) and indirect actions (e.g., ignoring the incident, going along).

Although the literature on victim’s responses to sexual harassment has not yet

examined differences in how Asians and Americans evaluate and react to sexual

harassment, pieces of information based on previous literature suggested the strong

possibility that their interpretations and reactions to the event would differ significantly.

Theoretical explanations of sexual harassment tend to highlight features sometimes

associated with Asian culture and that would make it unlikely that the women would react

assertively to sexual harassment. These features include values and norms that

discourage women fiom acting assertively, such as the clear differentiation ofwomen’s

from men’s social roles (Crittenden, 1991) and the cultural value ofbeing humble and not

being assertive in order to preserve harmonious relationships with others (Chu, 1987;

Markus & Kitayama, 1991). Moreover, organizational arrangements in the two countries

differ with regard to the hierarchical structure of decision-making and the existence of

sexual harassment policy. These two organizational differences are likely to influence

women’s reactions to sexual harassment. In Thailand, the organization is characterized

by a high degree ofvertical differentiation, in which a rigid conception oforder is

emphasized, and there is no formal prohibition against sexual harassment in

organizational policy. Thus, it is reasonable to expect that these two features ofthe

organization managerial practices additionally may work to disadvantages the Thai female

officers. In sum, the main research question is whether Thai and U.S. women police

differ in how they handle sexual harassment. The subsidiary research questions are as

follows:

1. Do the Thai and the American female officers differ in their levels ofbeliefs in



gender role stereotypes?

2. Do the Thai and the American female officers differ in self-construals in terms of

interdependent and independent views of self ?

3. Do the Thai and the American female officers differ in their perceptions of

participation in decision-making?

4. Do the Thai and the American female officers differ in their perceptions of sexual

harassment acts as organizational policy violations ?

5. Ifthere are differences in the way Thai and U.S. female officers handle sexual

harassment, to what extent can these differences be explained by beliefs about gender role

stereotype, self-construals, perceived participation in decision-making and perceptions of

sexual harassment as organizational policy violations?

6. Are the effects ofthe four independent factors-beliefs about gender role stereotypes,

self-construals, perceived participation in decision-making and perceived sexual

harassment as organizational policy violations-- on individuals’ responses to sexual

harassment incidents mediated by perceived severity ofthe events and concern about

negative social reactions?

Significance of the Study

There are three main contributions from the present study. First, in the police

occupation, in particular, there has been limited research on victims’ responses to sexual

harassment. Our current knowledge regarding the influence ofpolice organization

policies, climate and procedures on the women who have been harassed is unclear. In a

setting where female officers are embedded within a male dominated environment,

especially when the harasser is ofhigher organization status and has more extensive

 



social networks, women’s assertive responses to sexual harassment might be much more

risky, compared to their assertive responses in a gender mixed context such as university

settings or business organizations. Research is needed to explore whether the factors that

make it possible for women in other settings to tell others about their experiences of

harassment would be sufficient to enable female officers to disclose theirs. As such,

understanding women’s perceptions and reactions to sexual harassment can be beneficial

for police administrators as a basis for designing curriculum to sensitize internal

employees about certain constraints, fi'om women officer’s perspectives, facing the

victims in handling sexual harassment.

Second, most studies of sexual harassment and policing have been limited to western

populations. More recently, there has been an increasing concern among scholars and

practitioners about the scarcity of sexual harassment research and women police outside

the U.S.. Comparing the American and the Thai female officers should not only be

particularly revealing in providing information on whether the explanatory power of these

theoretical explanations hold true in both contexts, but also providing information on

whether similar or different sets of interventions would be required. Many Asian police

departments have adopted western styles ofmanagement practices, based on western

cultural assumptions. On the one hand, there might be differences in psychological

barriers ofwomen with different cultural background. Sensitivity to cultural differences

in reactions to sexual harassment is a must for making the problem ofvictim’s behaviors

more understandable and controllable. On the other hand, it would be premature to

expect that there should be differences. As Morash, Hoffman, Lee & Shim (1999) stated,

' it is very important to avoid accepting stereotypes or assumptions about Asian women



and about the Asian culture, as culture is not static, but over time there are many forces

that influence culture, such as legal changes. Without testing stereotypic views of culture,

it is impossible to know if assumptions about culture hold true. Police administrators

may be misguided and focused on the wrong kinds of intervention in encouraging victims

to cope with sexual harassment. The findings will not only be valuable for police

organizations in the east and in the west, but will also be informative for organizations

that operate overseas and organizations that utilize both Asian and U.S. women in their

workforce.

Third, the administration ofthe questionnaires describing different types of sexual

harassing experiences is itself a potential way ofraising awareness among female officers

about many workplace problems they and their fellow officers may encounter collectively.

They will have had a chance to ask themselves what they would do if those situations

actually happened to them or to their coworkers in the future. Giving them prior

knowledge about these situations may help them develop in advance a more prepared way

ofresponding. Because social support in the police environment of female officers often

largely depends on female coworkers, due to the human preferences to associate with

similar people and women’s exclusion fiom male coworker’s social networks, exposure

to these situations may also help them to be more sympathetic to other coworkers who

have encountered sexual harassment. Exposure to the experiences of others might also

enable them to reflect more on whether certain things they have tolerated in the past

should be accepted without challenge.

With the increased organizational reliance on female officers, continued research on

sexual harassment is important. This is because it involves organizational loss stemming

10



from the inability of organizations to make use of different attitudes, skills and abilities

women bring into the workforce and at the same time, the cost of turnover associated with

sexual harassment which involves cost in recruiting and training. Sexual harassment has

been associated with multiple adverse organizational and individual-level outcomes. At

the organizational level, victims of sexual harassment had lower work attendance, as

many are more likely to call in sick and absent from work (Gutek & Koss, 1993, Loy &

Stewart, 1984). The cost of absenteeism has been estimated to be nearly 9 million dollars

in 1988 based on results of a study of U.S. Army personnel and officers (Farley, Knapp,

Kustis & Dubois, 1994). For federal employees in the U.S. from 1985 to 1987, it was

estimated that the cost ofturnover due to sexual harassment is approximately 3 36.7

million, because 36, 647 federal workers quit their jobs because of sexual harassment

(USMSPB, 1988). Sexual harassment has also resulted in a reduction of the quality of

work and the ability ofwomen to work with others (Gruber & Bjorn, 1982). Victims of

sexual harassment exhibited poor attitudes towards the work group (Fitzgerald &

Shullrnan, 1993), and many isolate themselves fiom coworkers due to feeling of distrust

and betrayal (Vaux, 1993). They also experience decreased organizational commitment

(Schneider & Swan, 1994) and job satisfaction (Baker, 1989; Watsi, Bergman, Glomb &

Drasgow, 2000). Police organizations also suffer the costs ofdecreased morale and

performance when sexual harassment occurs. There is a cost due to limits on the

organization’s ability to utilize the skills of female officers. In the U.S., many women

officers decreased interest in patrol assignments, management positions and high career

goals (Martin, 1980). Litigation costs of sexual harassment are enormous due to the loss

ofwork hours, and disruption ofwork (Gutek, 1985). Moreover, punitive damages and

11



remedies associated with back pay, and attomey’s fees, are additional consequences of

sexual harassment that organizations can suffer.

Apart from economical rationale, police organizations could be held morally

reprehensible for failure to do something about sexual harassment, since the literature has

found several negative psychological and physical consequences associated with

harassment. For example, potential psychological impacts on female victims are

decreased self-esteem, anxiety, depression, anger, frustration and stress (Crull, 1982;

Gutek, 1985; Gutek & Koss, 1993; Koss, 1990). Victims of sexual harassment also

reported many physical symptoms including nervousness, teeth grinding, jaw tightness,

nervousness, sleep disturbance, nausea, headaches and loss of appetite (Gutek, 1985; Loy

& Stewart, 1984, Salisbury, Ginorio,Rernick, & Stringer,l986). These physical

symptoms may be correlated with poor coping such as the use ofdrugs and alcohol,

which can further deteriorate women’s medical conditions and involves medical costs.

Additionally, many men who work in organizations reported feelings ofparanoid that

anything they do with female coworkers may be interpreted as sexual harassment

(Markert, 1999). Accordingly, many men may minimize their interaction with female

coworkers, and limit sponsorship to only male coworkers, due to concerns about sexual

harassment accusations. Because of the importance ofsexual harassment, more research

is needed to understand what police administrator can do to prevent and contain the

problem of sexual harassment.

Basic Assumption

There are many definitions of sexual harassment in the literature. For the purpose of

this research, sexual harassment will be defined based on the typologies of the tripartite

12



model of sexual harassment, which has been developed by prior work in the United States

(Fitzgerald et al. 1988). In this model, sexual harassment is viewed as consisting of three

forms ofbehaviors: gender harassment, unwanted sexual attention and sexual coercion.

Gender harassment involves behaviors, either verbal or nonverbal that convey insulting,

hostile and degrading attitudes about women, while unwanted sexual attention involves

seductive behaviors and sexual offenses. Finally, sexual coercion involves solicitation of

reward or threat ofpunishment. Although details about different definitions will be

presented in the next chapter, it should be noted now that this definition of sexual

harassment was developed based on qualitative data of students and employees in the

. workplace who have described the sexual harassment events. This definition was selected

because first it was developed from victims’ perspectives, so it provides a broad range of

verbal and nonverbal actions that have direct link to organizational outcomes such as

potential conflicts in potentially sexual harassing situations, and work-related outcomes.

Second, this definition also touches upon the legal definition of sexual harassment in

the U.S. (Equal Employment Opportunity Commission, 1980), which views sexual

harassment as consisting oftwo types: hostile environment, defined as offensive sex-

related behavior that have the effect of leading to hostile environment and quid pro quo,

which involves coerced sexual exchange. Gender harassment and unwanted sexual

attention, therefore were parallel to the concept ofhostile environment, whereas quid pro

quo was parallel to the concept of sexual coercion. Accordingly, it is practical in terms of

legal implications (Fitzgerald, Swan & Magley, 1997).

A weakness ofthe use of the American’s social consensus definitions is that there may

be some forms of socio-sexual interaction defined by the Thai sample as harassing that
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may be missing from the analysis. However, given that first, the present study can be

considered as an exploratory study on sexual harassment in Thailand, without prior work

on the Thai women sample, prior conceptualization of sexual. harassment based on the

literature developing in the U.S., which had been conducted more extensively should

provide an authoritative baseline of information on which fiirther exploration can build.

Moreover, theoretically, sexual harassment is expected to be perceived to include a

broader range ofphenomena in a country where women’s emancipation is higher.

Accordingly, the American conceptualization should also allow us to explore a more

exhaustive list ofbehaviors, which will be valuable in exploring sexual harassment in

various forms.

Organization of the Dissertation

This dissertation is organized into five chapters. The first chapter, which is the present

chapter,'provides the rationale for investigating policewomen’s responses to sexual

harassment. Chapter two is divided into four subsections. The first section provides a

discussion about the historical development of sexual harassment and the definitions of

sexual harassment in the legal and academic context. The second section provides a

discussion ofthe nature of sexual harassment. Questions addressed are: Who are the

victims? Who are the perpetrators? and Where is sexual harassment most likely to occur?

The third section discusses what has been done regarding sexual harassment in police

setting. The forth section focuses on the issue central to the current study, which is

individual’s responses to sexual harassment. In chapter three, the methodology used for

investigating female officer’s reactions is presented. The results of the study are reported

in the forth chapter. Finally in chapter five, the discussions about the findings, policy
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implications, limitation of the research and recommendation for firture research are

presented.
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Chapter 2

Literature Review

Historical Review of Sexual Harassment

Although the term sexual harassment has been adopted not long ago, indeed it is

believed that sexual harassment existed and was experienced throughout human history

(Geare, 1998). Nevertheless, in modern times, sexual harassment as a turified concept has

emerged due to concerns that it is a key obstacle to women’s work motivation. The

recognition ofheterogeneous phenomenon covered by the rmified term “sexual

harassment” first appeared in the U.S. in the context ofthe women’s movement in the

1970’s (Mackinnon, 1979). Despite the increased numbers ofwomen in the workforce,

women still received the lowest paying and lowest status jobs. Many social activists

probed into various workplace difficulties that are responsible for sex segregation at

work. Among many obstacles, unwanted sexual attention was recognized as one ofthe

key barriers, as it is found to be widespread and extensive throughout the history of

women’s participation in the labor force (Bularzik, 1978). However, it was not until

1975 that The Working Women United Institute, an organization created to promote the

well-being ofwomen in the workforce, adopted the term “sexual harassment” for the first

time (MacKinnon, 1979). The challenge to behavior that had been considered as

normative occurred in connection with a case of a woman named Carrnita Wood, who

sought redress because she had to leave her job due to sexual advances from her superior

(Fitzgerald, 1990). In 1979, Catharine Mackinnon released a book providing arguments

that sexual harassment should be viewed as a form of sex discrimination for working

women (Mackinnon, 1979). The adoption ofthe term also resulted in some initial efforts
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in identifying the prevalence of sexual harassment in the workplace.

The pioneering survey was conducted by Working Women United Institute in New

York (MacKinnon, 1979). In this survey, 55 working women in the Ithaca area were

asked about their sexual harassment experience at work and their relationship with the

harasser. It was found that 40% reported being harassed by a superior, 22% reported

being harassed by a coworker, 29% were harassed by a client or person who was not in

their organization, 1% was harassed by subordinates, and the remaining 8% were

harassed by others. This study, while not providing extensive details, did highlight the

prevalence of sexual harassment, particularly acts in which superiors harassed

subordinates. Another study conducted by the Redbook magazine based on the responses

fi'om more than 9000 female readers found that 88% had experienced some form of

sexual harassment and 92% viewed it as a serious problems (Beirne & Messerschmidt,

1995; Lindsey, 1977; Oshinsky, .1980). Although this sampling was based on self-

selection, the result of the study was particularly revealing about the extent to which the

problem has become visible among women in the U.S.. In 1976, the United Nations Ad

Hoc Group on Equal Rights for Women examined sex discrimination of its employees.

The survey asked 875 employees whether they had experienced overt or subtle sexual

pressures by persons in positions of authority. About half ofthe female respondents

answered affirrnatively (Beirne & Messerschmidt, 1995; Farley, 1978).

Along with the development of societal awareness of sexual harassment as a social

problem, previously passed legislation, which had emerged earlier, became grounds for

sexual harassment prohibition in the Civil rights Act. In 1964, Congress passed new

employment legislation (Conte, 1997). Title VII of the Civil Rights Act of 1964 was
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enacted to prohibit all forms of discrimination on the basis of sex, race, color, religion

and national of origin in the workplace. This title stated that it is unlawful to refirse to

hire or discharge, or discriminate against any individual in compensation, conditions, or

privileges of employment or to limit, segregate or classify individuals in a way which may

deprive them ofemployment opportunities.

However, this law was not applied to sexual harassment right at the beginning. In the

early 19703, the courts viewed sexual harassment as a personal matter, which did not

constitute a civil rights violation based on sex and did not lie under the responsibility of

the employer (Livingston, 1982). It was in 1976, that societal awareness of sexual

harassment was heightened by the recognition of sexual harassment as a form of sexual

discrimination in an actual court case. In Williams, Vs. Saxbe (1976) the federal district

court first ruled that a female justice department employee who was fired due to her

refusal ofher supervisor’s sexual advances could bring the case to trial under sexual

discrimination allegations (Paley, 1982). In 1986, in Meritor Savings Bank, FSB Vs.

Vinson, a case where a black female bank teller was fondled and raped during and after

work by a supervisor, the Supreme Court ruled that sexual harassment as sexual

discrimination was guaranteed by Title VII ofthe 1964 Civil Rights Acts and proofof

economic loss is not necessary (Paetzold & O’Leary—Kelly, 1993). In Robinson Vs.

Jacksonville Shipyards, the presence ofobscene pictures and degrading remarks by male

employees resulted in the court-imposed sexual harassment policy (Connell, 1991). Ever

since, sexual harassment has become a topic of interest to many parties including

organizational administrators, psychologists, sociologists, and the legal professions,

because legal ramifications had confirmed the significance of sexual harassment.
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Although the first legal ruling regarding sexual harassment in the mid 19705 had

resulted in an interest in the topic in the late 19705, to date interest in sexual harassment

doesn’t seem to be diminished but on the contrary, continues to grow. In the early 19805,

the Journal ofSocial Issues devoted an entire volume to sexual harassment. The

significance ofthe topic still remained in the following decade. In 1993, the Journal of

Vocational Behavior also devoted an entire volume to sexual harassment. The interest in

sexual harassment in the last decade has extended to concerns by the academic world

when certain notorious cases have been portrayed by the media. In 1991, the Anita

Hill/Clearance Thomas hearings, a case involving a justice of the U.S. Supreme Court

allegedly sexually harassing Anita Hill, his former coworker, raised many questions about

sexual misconduct even among highly educated, well-trained professions (Shelton, 1999).

In a later year, in 1992, a scandal involving several male naval officers who pinched,

grabbed, and fondled female naval aviators at a convention, sexual harassment again

became a focus of the public (Beirne & Messerschmidt, 1995). The escalating numbers

ofcomplaints filed for sexual harassment in the last few years and the increased legal

costs associated with compensation awarded byjuries for sexual harassment victims

demonstrates that sexual harassment has not yet been a settled issue, and still requires

attention from organizational administrators.

Sexual Harassment Definitions

Despite the facts that there is a consensus that sexual harassment is a serious social and

organizational problem and it has received an explosion of inquiry, it appears that one

important difficulty in examining the sexual harassment phenomena lies in the definition

of sexual harassment itself. Fitzgerald (1990) noted that the definition of sexual
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harassment on the one hand, must be broad so that it could cover a variety of experiences

to which the construct refers, but on the other hand it requires specificity for practical use.

In her view, the conceptualization and measurement of sexual harassment is still in a

rudimentary stage. Unsurprisingly, several studies have adopted different definitions of

sexual harassment, which has generated varied estimates of sexual harassment

prevalence, and has limited theoretical development. This also stimulated many studies

to search for lay definitions of sexual harassment. These varied views nevertheless have

been part ofthe challenging aspects of attempts to tease out the complexities of the real

world phenomena that depend on individual’s subjective interpretation based on their

dispositions and situational context. Nevertheless, the shared consensus seems to be that

no matter how disarrayed our knowledge in this area is, it is better than leaving the issue

unnamed and unexplored.

Legal Definitions

One approach to defining sexual harassment is to use a legal definition. In compliance

with the Civil Right Act, The Equal Employment Opportunity Commission established a

formal guideline to prohibit sexual harassment, which is considered as unlawful, sex-

based discrimination (Equal Employment Opportunity Commission, 1992). It stated that

employers have to maintain a workplace free of sexual harassment and that employers can

be held liable for sexual harassment. This guideline made a distinction between sexual

harassment by supervisory personnel and other parties such as coworkers, visitors or

clients. It indicated that if sexual harassment involves the acts of supervisory employees,

the employer can be liable regardless ofwhether the acts were authorized or forbidden by

the employee and regardless ofwhether the employer knew or should have known about
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the acts. Ifthe harasser is a coworker or a non-employee, employers are held responsible

only when they knew or should have known ofthe harassment and failed to take

appropriate corrective action. In order to clarify what is sexual harassment, the

commission also provided a formal definition. This definition is important because the

Supreme Court has adopted this view as an interpretive guideline. Specifically, the Equal

Employment Opportunity Commission has established guidelines on sexual harassment

on part 1604.11, Title 29 of the U.S. code, which states that sexual harassment is

Unwelcome sexual advances, requests for sexual favors, and other verbal, or

physical conduct of a sexual nature constitute sexual harassment when (l) submission

to such conduct of a sexual nature is made either explicitly or implicitly a term or

condition ofan individual’s employment, (2) submission to or rejection of such

conduct by an individual is used as the basis for employment decisions affecting such

individual, or (3) such conduct has the purpose or effect of substantially interfering

with an individual’s work performance or creating an intimidating, hostile, or

offensive working environment” (Equal Employment Opportunity Commission,

1992, p. 203).

There are three main points that may be gleaned from this definition. First, sexual

harassment can be in either verbal or physical forms. Second, the term “unwelcome”

highlights that there exist welcome sexual advances, welcome sexual favor and welcome

verbal and physical conduct of a sexual nature which would not be considered as sexual

harassment. Accordingly, the definition seems to emphasize the requirements that the

target’s subjective interpretation that the experience as unwanted together with their

reactions that reflect such interpretation is necessary. The third point is that this guideline
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has been widely interpreted as viewing sexual harassment as consisting of two forms, in

which section (1) and section (2) is labeled as “quid pro quo sexual harassment, while

section (3) has been labeled as “hostile environment sexual harassment” (Swanson,

Territo, & Taylor, 1993). Quid pro quo involves harassment that is more overt and

directed at particular individuals, consisting of a sexual act that is imposed on individuals

for the exchange of a job benefit. In this type of sexual harassment, sexual favors may he

demanded or proposed in exchange for selection, assignments, promotions, dismissals, or

withholding job benefits. This type of sexual harassment often involves supervisor and

subordinate because supervisors can use power associated with their positions to perform

these acts. For example, ifthe applicant is not hired because of her/his refusal to engage

in sexual acts with the interviewer, this could be considered as quid pro quo liability. In

this case it is a plaintiff’s burden to establish links between such a condition and sexual

demands. Hostile working environment sexual harassment involves boarder forms of

sexual harassment such as lewd jokes, sexist comments, displaying of sexually suggestive

materials or repeated requests for sexual favors. In order to establish this form of

harassment, the act needs to be pervasive and repetitive (Conte, 1997; Van Wormer &

Bartollas, 2000).

While the concept of sexual harassment based on a legal definition is worded at a high

level of abstraction so that it could cover many types of incidents that may occur at work,

this guideline is too limited for practical purposes. Because in real life the incident is

ambiguous and allows opinions to influence perception ofthe event, different court

decisions have interpreted the same case differently. This limitation may be less salient

in quid pro quo sexual harassment, but becomes more evident in hostile environment
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sexual harassment (Yoder & Aniakudo, 1996). In the former, there seems to be shared

consensus ofwhat experiences can be evaluated as sexual harassment because there is

specificity in the nature of social exchange between the actor and the target, with career

repercussions if targets do not comply. On the other hand, the guideline language on

hostile environmental climate provides too vague a definition for interpreting what

specific behaviors can be viewed as constituting a hostile environment.

Scholarly Definitions

Because there is no clear cut criteria regarding how sexual harassment should be

defined, in examining sexual harassment phenomena as a part ofworkplace problems,

many researchers have developed their own definitions of sexual harassment. While most

ofthese definitions were similar to the legal definition in adopting a general view that

harassment must be unwanted, unsolicited, and one-sided (Farley, 1978; Lafontaine &

Tredeau, 1986), several authors also emphasized the unequal power in the relationship of

the harasser and the victim. For example, putting the emphasis on the nature of sexual

harassment that involves women as the harassed, Farley (1978) viewed sexual harassment

as “unsolicited non-reciprocal male behavior that asserts a women’s sex role over her

function as worker’’(p. 14). Consistently, Lafontaine and Tredeau (1986) viewed sexual

harassment as “any action in the workplace whereby women are treated as objects ofthe

male sexual prerogative and all such treatment is seen to constitute sexual harassment,

regardless ofwhether the victim labels it as problematic” (p. 435). Other scholars

emphasized the consequences of sexual harassment to the victims. For example, Skrocki

(1978) viewed sexual harassment as “any sexually oriented practice that endangers a

women’s job-that undermines her job performance and threatens her economic
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livelihood. . .” (p. 43). These types of definitions describe the nature ofthe behavior of

sexual harassment which is formed based on the theoretical orientation ofthe researcher,

and accordingly they trade off the opportunity to take a social consensus view for the

specificity of the phenomena investigated.

Because the definition of sexual harassment at a high level of abstraction may be

ambiguous for practical purpose in investigating sexual harassment, many studies have

explored how lay people come to perceive “socio-sexual behaviors” as sexually harassing

(Shelton, 1999; Sperry & Powell, 1999). Social-sexual behavior has been defined as non-

work related interaction having a sexual component (Gutek, Cohen & Konrad, 1990).

These behaviors may range from ambiguous to blatant acts that few people would

consider as sexual harassment such as positive verbal comments about appearance to

gross sexual imposition (Sperry & Powell, 1999). In this approach, the researcher

provides respondents with a series ofbrief stories or vignettes of social-sexual behaviors

of interests and asks them to make ajudgment regarding observer’s perceptions of the

behaviors (e.g., offensiveness, appropriateness), and/or whether they view the behavior as

sexually harassing. In some cases, vignettes were manipulated so that the effects of

situational factors can be examined. This approach has the advantage ofproviding

information on what situational factors or individual factors might influence perceptions

of sexual harassment. Because self-report sexual harassment victimization data is tied to

subjective interpretations ofthe experiences, it is unknown to what extent respondents

who might have had been recipient ofwhat others considered as “sexual harassment” did

not report it because they did not even recognize it as such. Fitzgerald et al. (1988) found

that many women who had experienced blatant instances of sexual harassment failed to
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recognize their experience as sexual harassment. Thus, the scenario based approach

provides complimentary information about the decision making process of the targets as

well as observers that may not otherwise be captured by a survey of actual experiences.

However, the weakness ofthis approach is that because it is not possible to examine all

types of incidents within any single study, the degree of generalizability to others forms of

sexual harassment may be limited to the vignettes examined. Moreover, because of the

nature ofpeople’s responses to written scenarios, the extent to which it could be

generalized to real life situations is viewed as another disadvantage.

Beside the use of social situations, others scholars prefer to use lists ofmore specific

and more concrete behaviors to define sexual harassment. Initially, research that used

behavior-based definitions started out by directly asking the respondents about their

sexual harassment experience, and left it to victims to identify harassment. Later on,

there was concern that some experiences that could be viewed as harassment, but were

not construed so by the respondents would be left unexplored. In dealing with the

problem, two approaches have been taken. In the first approach, the researcher develops

a list of acts that individuals may encounter at work that are sexual in nature, all ofwhich

are assumed to be undesirable and are considered sexual harassment by researcher. These

behaviors were then provided to respondents. For example, Adams, Kottke, and Padgitt

(1983) categorized sexual harassment into 8 categories: sexist comments, undue attention,

body language, verbal sexual advances, invitations, physical advances, explicit

propositions and sexual bribery, and determined whether the respondents had experienced

the behaviors on the list, rather than directly using the term sexual harassment.

Another approach is to develop a social consensus view of sexual harassment
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behaviors. In this approach, a sexual harassment definition is derived from empirical data

based on the public’s definitions. Till’s pioneering efforts (Till, 1980) are a major

contribution to this approach. Using data based on qualitative interviews about the

experiences of college women students and university staff, Till (1980) developed very

extensive categories of sexual harassment. In this work, the respondents were asked if

they had ever experienced sexual harassment and then ifthey said so they were asked to

describe the events. The content analysis of the data based ofthe events reported yielded

5 categories of sexual harassment: gender harassment, seductive behaviors, sexual

bribery, sexual coercion and sexual imposition. Gender harassment involves sexist

remarks, and behaviors involving insulting, hostile and degrading attitudes towards

women. Seductive behaviors includes inappropriate and offensive behaviors such as

pressure for dates, suggestive looks, and whistles but no threats for noncompliance.

Sexual bribery involves sexual activity demanded in exchanges for rewards such as

promotion. Sexual coercion involves sexual activity demanded with a threat of

punishment, such as demotion, in order to gain compliance. Finally sexual imposition

involves attempted or completed acts oftouching, fondling, grabbing, kissing and rape.

Till’s classification system has been widely accepted and adopted by many studies

(Fizgerald et a1, 1988; Welsh, 1997).

In an attempt to establish the content validity of an instrument to measure sexual

harassment, building on Till’s five typologies of sexual harassment, Fitzgerald and et al.

(1988), developed a SEQ questionnaire (Sexual Harassment Experience Questionnaire)

and ran a pilot study with 468 students at a university in the mid-west. Based on the

feedback of these students, the instrument was then revised to include 28 items. The
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inventory was later administered to a new sample of 1395 university students. Their

results identified three rather than five factors. Sexual bribery and sexual coercion were

collapsed into one factor, while seduction and sexual imposition was also collapsed into

one factor. This resulted in three factors labeled as gender harassment, unwanted sexual

attention and sexual coercion respectively. Recently, the SEQ has also been validated

cross-culturally and across settings (Fitzgerald, Gelfand & Drasgow, 1995). The tripartite

model of sexual harassment to date is the most widely use in the sexual harassment

studies.

It seems evident that to date conceptual definitions and operational definitions of

sexual harassment are diverse and far from satisfactory, as each has their own limitations.

For the purpose ofthe present study, the definition of sexual harassment will be adopted

from Fitzgerald (1990) and Fitzgerald, Swan and Magley (1997), which states that.

Sexual harassment consists of sexualization ofan instrumental relationship through

the introduction or imposition of sexist or sexual remarks, requests or requirements,

in the context of a formal power differential. Harassment can also occur where no

such formal differential exists, if the behavior is unwanted by or offensive to the

women (Fitzgerald, 1990, p.38). Instances ofharassment can be classified into the

following general categories: gender harassment, unwanted sexual attention

(seductive behavior and sexual offenses) and sexual coercion (solicitation of sexual

activity by promise ofreward or threat ofpunishment and sexual

imposition or assault) (Fitzgerald et al., 1997).

While this definition of sexual harassment may not be perfect in capturing all forms of

sexual harassment (e.g. it does not address male victims), it integrates both theoretically
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based-definitions and empirical-based definitions of sexual harassment that result in a

middle range approach to define sexual harassment. Accordingly, it is not too board or

too specific for research purposes. The definition allows integration ofthe social-sexual

behavior approach by providing guidance about the different types ofbehaviors that

should be considered in research. Attention will be now turned to the circumstances

surrounding sexual harassing phenomena in the workplace.

The Amount of Sexual Harassment ofWomen Working in organizations

Although researchers have not yet reached consensus about definitions of sexual

harassment, several studies have attempted to establish the pervasiveness of sexual

harassment in the workplace among working women in various organizations. Generally,

the pervasiveness of sexual harassment victimization is difficult to establish because of

the wide variety ofmeasuring technique and different definitions of sexual harassment.

Unsurprisingly, there are conflicting views in estimating the incidence. According to

Gruber (1990), the prevalence of sexual harassment among women, including employees

and students ranges between 40% to 90% in different studies. The components which

often differ across studies are the operational definitions of sexual harassment used (e.g.,

providing victims with abstract definitions of sexual harassment, the mention of the term

sexual harassment or providing lists of specific behaviors), sampled population (blue

collar workers, pink collar workers), sampling methods (self-selection or not), time frame

(e.g., 12 months, 24 months, working career), and the perpetrator’s status (e.g. , whether

supervisor, coworker, clients included). Nevertheless, these studies identify some

common findings about who is at risk, who are the offenders, and the settings in which

harassment is likely to occur.
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Victim Characteristics

A consistent finding in sexual harassment research is that women are most likely to be

targets (Gutek, 1985; Maypole & Skaine, 1982). A study conducted by Gutek (1985)

interviewed 827 working women and 405 working men whose residential phone

numbers were listed in Los Angeles county, and asked them whether they had

experienced sexual harassment in their entire working careers. It was reported that 53.1%

of female respondents and 37% ofmale respondents had experience sexual harassment.

Maypole and Skaine (1982) examined the sexual harassment experiences of 164 male and

160 female workers in manufacturing plants by asking them if they had been sexually

harassed. Thirty-six percent ofthe female respondents and 8% ofthe male respondents

responded positively the question.

In general, the relationship between other demographic characteristics and sexual

harassment vulnerability revealed certain profiles of female victims, as women in lower

positions, single and young and are at higher risks. For example Bularzik (1978) found

that during the 19th and 20th centuries, most victims were unskilled workers who held

low status jobs. Another study noted that single uneducated females holding menial jobs

who had a child to support are prone to sexual harassment victimization (Tangri, Burt &

Johnson, 1982). In typical profiles, victims were between the ages of20-35 and were

single or divorced, and held non-supervisory positions (Baroni & Petrini, 1992).

However, women in authority also experienced sexual harassment, but they were

subjected to less blatant forms of sexual harassment such as verbal remarks, while those

who held lower positions may be subjected to both physical and verbal harassment

(Backhouse & Cohen, 1981). It should be noted that sexual harassment appears to be
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common, regardless ofwomen’s physical attractiveness; many working women believed

that unattractiveness did not decrease the likelihood ofbeing a target of sexual advances

on the job (Collins & Blodgett, 1981 ).

Other demographic characteristics such as race/ethnicity, level ofeducation and

organizational tenure showed inconsistent patterns. Some studies indicated that

harassment was found to be more common among black women, than white women

(Gruber & Bjorn, 1982; Mansfield et a1, 1991), but others found that whites are more at

risks than blacks (Niebuhr & Boyles, 1991). Some forms of sexual harassment may be

influenced by a groups’ racial composition that produces complex intergroup dynamics

unique to the setting. Tenure effects also produced mixed findings, which may be due to

the different types ofpopulation examined. A study of sexual harassment among military

personnel and police officers found that those female officers who had lower tenure were

more likely to be harassed (Wong, 1984), but a study conducted with women who worked

in the U.S. telephone industry reported that women with higher tenure were more at risk

than women with lower tenure (De Coster, Estes & Mueller, 1999). Given that military-

like organizations tend to value seniority, it is possible that women with low

organizational tenure may be at high risk for being harassed. Education also provides

mixed results; Bails (1994) found that education had no effect on sexual harassment

victimization, while De Coster, Estes & Mueller (1999) reported that women who had

high education are more likely to be at risk for sexual harassment. Part of the

inconsistency may stem fi'om the fact that education may influence risk ofboth

victimization and perceptions of sexual harassment (ifone interprets the situations as

sexual harassment) at the same time, which makes it difficult to estimate sexual
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harassment victimization. Women with high levels of education may be at less risk for

being harassed, but may be more sensitive to sexual harassment than women with less

education, which may have resulted in the null effect. Nevertheless, the inconsistency of

these demographic characteristics and likelihood ofvictimization seems to suggest the

possibility that women, regardless of their demographic characteristics, seems to be at

risks for sexual harassment.

Perpetrator Characteristics

In an effort to better understand sexual harassment, researchers have also attempted to

identify perpetrator characteristics. The study by the Merit Systems Federal Protection

Board found that 95% ofwomen who were sexual harassed reported that their harassers

as a man and that most harassers tend to act alone, rather than in group. These harassers

were somewhat older; approximately 68% ofwomen sexually harassed in federal

workplace are younger than their harassers (USMSPB, 1981). The modal age ofthe

harassers was between 40—49 (Gutek, KaKamura, Gahart & Handschurnacher, 1980) and

had below average physical attractiveness fi'om the perspective ofthe victims (Gutek,

1985). A majority ofharassers are married and are more likely to have a reputation for

harassing other women at work (Gutek, 1985; USMSPB, 1981), as 43% indicated being

aware oftheir harasser’s bothering others, while 3% ofthe women respondents were not

sure if their harassers also harass someone else (USMSPB, 1981). Most victims had

known the harassers for quite some time before the incident; as Gutek’s data (1985)

indicated, approximately half of the victims have known the harassers for over six months

before sexual harassment took place.

The findings regarding the relationship of the harassers and the victims appeared to be
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mixed and provide a less clear cut picture. Earlier study found that supervisor harassment

constituted the primary type of sexual harassment. For example, the study of sexual

harassment in New York conducted by The Working Women United Institute in New

York (MacKinnon, 1979) found that 40% reported being harassed by a superior, 22%

reported being harassed by a coworker. Later studies tend to reveal that a majority ofthe

harassers do not tend to have formal authority over the victims. A study conducted by the

National Merit Systems Protection Broad (1981) reported that only 37% reported being

sexually harassed by their immediate supervisors or higher level supervisors, while the

rest involved other types of relationships. Consistently, Gutek (1985) found that

coworkers constitute a majority group ofharassers; 56% of the victims reported being

sexually harassed by a coworker. Perhaps, the relationship between status ofthe

harassers and sexual harassment may reflect the changing societal definitions of sexual

harassment. In earlier period, sexual harassment interpretation may be based on narrow

definitions of sexual harassment, in which more severe forms of sexual harassment

constitute a core definition. Quid pro quo sexual harassment, for example, tends to

involve supervisor initiated sexual harassment because positions of formal authority play

a significant role in the use ofthreats or premises that affect job conditions. In the later

period, when sexual harassrnent’s definitions have been broadened to include different

kinds ofbehaviors including gender harassment, respondents may report more behaviors

that were enacted by coworkers as sexually harassing. Moreover, from the probability

statistics, there are more coworkers than supervisors, hence, under a boarder definitions

of sexual harassment, coworkers may be more likely to constitute a majority of sexual

harassment perpetrators. However, it should be pointed out that although sexual
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harassment by supervisors did not constitute a majority, sexual harassment by supervisors

tends to constitute a more severe form of sexual harassment which includes actual or

attempted rape and sexual assault (USMSPB, 1981). Consistently, the severity may also

have more repercussions for victims. A review of the data on sexual harassment

complaints (Coles, 1986) and the history ofwomen who sought therapy found that most

ofthese women who file complaints and sought therapy respectively had been harassed

by a male supervisor (Crull,l982).

Occupation/Organizational Characteristics

Studies have also explored sexual harassment victimization across settings. Women

whose work is in male setting where there is increased opportunity for contacts with men

reported higher experiences of sexual harassment than women in gender neutral setting.

A study at Pennsylvania State University examined sexual harassment ofwomen in three

jobs; tradeswomen, transit workers and school secretaries. Tradeswomen, which is a

traditionally male job, reported experiencing higher sexual harassment than transit

workers and school secretaries (Mansfield et al. 1991). Work routine also affects sexual

harassment victimization. Gutek , Cohen and Konrad (1990), in an examination of

working women in Los Angeles county, found that as working women’s opportunity for

contact with opposite-sex coworkers increases, their likelihood ofencountering sexual

harassment increases. In an examination ofwomen and men in the military, it was

reported that gender composition of the work group, supervisor gender context and nature

ofthe work space significantly affected employees’ risk ofharassment, with those who

worked in male dominated work groups, who had male supervisors, and who were

required to work in a common space rather than private spaces reported higher levels of
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sexual harassment than their counterparts (Firestone & Harris, 1994). Consistently, using

a composite score ofjob gender context based on gender tradition of the job, gender mix

ofthe workgroup and supervisor gender, Mclnnis and Fitzgerald (1997) reported that men

dominated job gender context increased the likelihood of victimization among federal

female workers.

Another classification ofjobs has been based on the combination ofjob prestige and

whether the job is traditionally female or male jobs. White collar jobs such as

management have been viewed as traditionally men’s job and highly prestigious. Blue-

collar jobs are jobs that are thought to require masculinity and have relatively low

prestige. Pink collar jobs are low in prestige and are associated with feminine roles

(librarian, teacher, secretary, waitress). Ragins and Scandura (1995) compared women in

white-collarjobs and blue-collars job and found that women in blue-collar jobs reported

encountering more sexual harassment than women in white-collar jobs. The former

group was also found to respond to sexual harassment more passively. The authors

attributed passivity ofwomen in blue collar jobs in the efforts to prove themselves to be

one ofthe boys. Baker (1989) compared blue-collar and pink-collar women and found

that those in pink collar jobs reported greater levels of sexual harassment than in blue

collar jobs. Nevertheless, Fiske and Glick (1995) argued that for women in pink-collar

jobs, sexual harassment may be more motivated by intimacy-seeking or sexual attention,

while for women in blue collarjobs, sexual harassment may be more motivated by

hostility towards women.
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Sexual Harassment of Policewomen

The literature on sexual harassment suggests that those who are subordinates, those

who are women, regardless of their ethnicity, or educational level, are at risks of sexual

harassment. Moreover, those who are in male-dominated professions tend to be more

bothered by sexual harassment due to the nature of sexual harassment in the forms of

hostility towards women, in addition to unwanted sexual attention. Policing is one

occupation where sexual harassment would be problematic because women in this

occupation tend to be predominantly in non-supervisory positions, and work in the

presence ofmany men who have hostility towards them. Currently what we know about

sexual harassment in policing comes from the literature on western nations in which

women were utilized in firnctions that are traditionally male work, such as detective or

patrol work. However, most studies have not focused on sexual harassment as a key

issue. Accordingly, information about sexual harassment in policing is‘still largely

limited.

In the U.S., there is substantial evidence that policewomen have become a target of

sexual harassment since the inception ofthe utilization ofwomen in policing (Brown &

Heidensohn, 2000; Schulz, 1995). Earlier accounts ofwomen in policing have identified

the media as a main culprit in sexual harassment against policewomen, beginning with

comic book and news reports in the early 19005. The forms of sexual harassment during

the early era revealed that society’s rejection of the professionalization ofwomen or the

defernininization ofpolicewomen was blatant and well publicized. Policewomen were

portrayed as masculine, ugly, or simply as sexual objects. Officer Wells, a pioneering

police officer experienced sexual harassment. Upon appointment to be a policewomen
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by the Los Angeles Police Department, she was depicted byjournalists as “a bony,

masculine person, grasping a revolver, dressed in anything but feminine apparel, hair

drawn tightly in a hard little knot at the back of the head, huge unbecoming spectacles,

small stiff round disfiguring hat, presenting the idea in a most repellent and unlovely

guise” (Schulz, 1995, p.103). Other women were represented as Amazons wearing

helmets and holding clubs (Brown & Heidensohn, 2000). Policewomen are referred to as

“police beauties” (Appier, 1998). This portrayal of female officers was not unique to the

American Experience. In England as well, sexist joke about policewomen were common.

For example, in 1933, there was a cartoon in Punch, in which two male offenders were

making offwith fur coats, while a policewomen with a smiley face stood and watched.

The caption states “and whatever will you rascals be up to next, eh?” (Brown &

Heidensohn, 2000).

Over the years, when the utilization ofwomen in policing became more familiar in

western society, these forms of sexist jokes and images in the media lessened, but sexual

harassment against policewomen continued to be a problem and become even more

visible than in the past, partly due to the increased routine encounters ofwomen with

their colleagues, including male coworkers and male supervisors (Brown, 1998; Martin,

1990; Wong, 1984). Harassment has emerged as a unique workplace problem that

influences stress at work among women (Morash & Haarr, 1995). With the emergence of

legislations, court rulings and social condemnation of sexual harassment, several studies

since the 19805 began to examine the sexual harassment experiences ofwomen in

policing.

Currently, most studies ofpolicewomen that addressed sexual harassment have largely
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focused on prevalence. An examination of 135 female police officers fi'om several places

including the New York City Police department, New York State troopers, New York

area, Connecticut, New Jersey and San Diego found that 68% ofwomen indicated having

experienced sexual harassment on the job and that young officers are particularly at risks

for sexual harassment (Janus et a1, 1988). Martin (1990) examined the experiences of

sexual harassment by policewomen in five major police agencies in the U.S.. When

asked whether they have experienced sexual harassment, based on a sample of 71 female

officers, approximately 75% of female officers indicated that they had experienced sexual

harassment, and 49% ofsexual harassment involved having been pressured for sexual

favors by either a supervisor or fellow officers. Another study examining sexual

harassment among females in small town police agencies found that approximately 53%

ofpolicewomen in the study reported having been victims of sexual harassment (Bartrol

et al., 1992). Sexual harassment is a highly salient issue for policewomen in various

organizational settings, regardless of size and locations, as the proportion ofwomen who

identified themselves as targets is relatively high compared to other organizations.

Women officers in the U.S. also seem to identify themselves as victims of sexual

harassment more than elsewhere. Brown and Heidensohn (2000) compared sexual

harassment experiences of 804 female officers from 35 countries, which are largely in the

Western and Eastern Europe, and North American countries. The majority ofthe sample

is white women (89%) in their 305 (49%), who work in patrol (35%), and includes equal

proportion ofconstable and supervisor levels. This study asked the respondents to

answer the questions, “Have you experienced any sexual harassment from officer

colleagues at work from male officer colleagues?” and “Have you experienced any

37



sexual harassment from officer colleagues at work fiom female officer colleagues?”

Seventy seven percent ofthe sample reported having been harassed by male coworkers

and 24% reported sexual harassment by female coworkers. It was also found that women

officers in a country where there is greater emancipation in the police role (e.g.; England

and the U.S.) and countries with colonial histories which adopted the ideas ofpolicing

from the U.S. and England (e.g., France, Canada, New Zealand), reported having

experienced sexual harassment on the job more frequently than women in those countries

where policing is rooted in an authoritarian system (e.g., Germans, Belgium and

Luxembourg) and those countries with a totalitarian system (e.g., Poland, Hungary).

However, because sexual harassment is subjected to interpretation, it is unclear whether

higher reports ofwomen in the former two groups come from higher awareness in these

countries, actual resistance ofmale coworkers in their respective organizations, or both.

Being in police settings seems to contribute to sexual harassment for both female

officers and female civilians. However, the nature of closer contacts of female officers

with male officers appears to be associated with even highest risk of sexual harassment.

Brown (1998), compared the experiences of 1802 women officers and 164 civilian

women from five forces in the United Kingdom in terms ofpersonal experience of sexual

harassment either as a target or a bystander. The female respondents were asked whether

they ever had been exposed to the following acts (a) heard comments about women’s

physical appearance, (b) heard sexually explicit jokes, (c) heard comments about their

own physical appearance, ((1) been persistently asked out on unwanted dates, (e) been

touched, stroked or pinched, and (0 been subjected to a serious sexual assault in the

preceding six months. Policewomen experienced these acts more often than female
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civilians. About 99.1% ofpolicewomen and about 88% of civilian women reported

having heard comments about women’s physical appearance. Hearing sexually explicit

jokes was also common in this sample. For this category, 98.9% ofpolicewomen and

approximately 87% of civilian women reported that they had encountered such

experiences in the preceding six months. Having heard comments about their own

physical appearance revealed a large gap between policewomen and civilian women.

About 72% ofpolicewomen and 56% of female civilians reported having heard

comments about their own physical appearance. Unwanted sexually physical contacts

appeared to be the next most common types of sexual harassment for women in police

organization; about 62% ofpolicewomen and 38.2% of female civilians reported having

been touched, stroked or pinched on their job. Pressure for dates was experienced by

53.2% ofpolicewomen, and 35.8% of female civilians. Finally, sexual assault happened

to 5.1% ofpolicewomen, and 1.3% of civilian women.

Further evidence ofpolicewomen’s harassment is found in ‘patchy” verbal accounts of

policewomen from qualitative research, which provide more descriptive details. In these

studies, three types ofharassment have been described: gender harassment, unwanted

sexual attention and sexual coercion. Accordingly, based on both quantitative and

qualitative findings, the discussion which follows will address sexual harassment based

on these three categories (Fitzgerald, et al., 1997). The gender harassment category

involves sexist and hostile behaviors and attitudes, while unwanted sexual attention

involves sexual advances such as staring and leering, touching, and pressure for dating

and sexual impositions such as sexual assault and rape. Finally, sexual coercion involves

behavior like extortion, and bribery to obtain sexual cooperation.
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Gender Harassment

Gender harassment includes “generalized sexist remarks and behavior not necessarily

designed to elicit sexual cooperation, but to convey insulting, degrading or sexist attitudes

about women” (Fitzgerald, 1990, p. 33). This form of sexual harassment has been

extensively reported in the western women policing literature and found to be more

common than unwanted sexual attention or sexual coercion (Brown, 1998; Martin, 1978).

The motive for gender harassment on the part ofmale officers is more hostility-

motivated, rather than motivated by paternalism. Martin (1980) explained men’s motives

for gender harassment in counties like the U.S., where women’s role in policing is

extended to include traditionally men’s work. She explains that policemen were

concerned that the utilization ofwomen would reveal to the public that the “man of

action” image ofpolicing work in the media and the public was not true. Because police

officers primarily have been working class men, there is some adherence to a macho

image, and the presence ofwomen presents a formidable threat to the glamorous view of

the occupation. Moreover, some men are concerned that the increased representation of

women would disadvantage male officers. Because ofwomen’s potential to use their

sexuality to gain what they want, women who enter policing may change the rule of

equity held by male officers. Well intended programs to increase representation of

women in police work and in supervisory positions have led many male officers to feel

that they are victims ofdiscrimination in police work (Martin, 1994). Martin (1980)

argued that the concerns that some policewomen might do less work but receive greater

organizational rewards also upset some men. In addition, in policing, the sense of

solidarity is based on common experiences based on both shared prior backgrounds and
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based on shared work situations. Some men think this might disappear because female

officers can create conflict among male officers who compete for sexual attention.

Accordingly, the presence of female officers creates potential anxiety among male

officers and the men respond by using various means to limit women’ role. The potential

loss ofpersonal resources within the organization and the use ofbiological sex as a basis

of categorization seem to further facilitate the devaluation ofwomen and make gender

harassment trivial and habitual. Other scholars have echoed the view that male officers

feel threatened by the presence of female officers and therefore react to women with

hostility. Wexler and Logan (1983) argued that the policemen were aware of negative

public attitudes towards police, and when policewomen performed well, this posed a

further threat to their own masculinity. The loss of status led policemen to express their

frustration by scapegoating female officers.

Several studies have pointed out that verbal forms of gender harassment appeared

throughout women’s police career. The terms used to address women in policing have

been associated with words that could elicit discomfort for women, by isolating them

from the group, signifying their incompetence or highlighting their sexuality. In the

police academy, the instructors often referred to cadets as guys or men and ignored

women cadets (Pike, 1992). Martin (1978) found that men also used different labels to

categorize women into various types such as lady, broads, girls, lesbian, bitch, which

connote the degree to which men can control these policewomen and to lower women’s

worthiness as human being. Terms like “lady" cast women as dainty, demure and proper

women, who deserve respects from male officers because they act consistently with sex-

role expectation. Policemen who view policewomen as ladies often limit their
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opportunities to learn skills necessary to their jobs. The term “girl” has been used to

signify women officers as irresponsible and incompetence. Those who do not fall into

these categories were those whom policemen cannot control, hence, they are called

lesbian or bitch or broad.

Apart from sexist name calling, policewomen also constantly encounter sexist

statements and behaviors that question their level ofcompetency and challenge their

presence in policing. Women who gained some small favors from supervisors have been

subjected to crude comments from male officers such as “Who’d you sleep with to get

Sunday and Monday off ?” (Martin, 1978, p. 52). On the job, some policemen were

straightforward in directly telling female officers that they are not wanted. Overtly hostile

statements when a male police officer found out that he had a female partner such as “Oh

Shit, another fucking female” were not uncommon (Martin, 1994, p. 390). When

individual women failed to act professionally on the job, men police officers are quick to

blame women as a group by pointing out that the failure is due to being a woman (Wexler

& Logan, 1983).

Display of sexual. explicit materials and suggestive materials is also common in police

culture. Such display is usually done anonymously in an accessible place. Wong (1984)

described harassing cartoons on bulletin boards ofmany station houses. Beside the

display of inappropriate materials, when women officers shared locker rooms with men,

they often discovered cartoons or suggestive notes posted on their locker doors.

Contraceptives and women’s stocking in locker rooms may be left in mailboxes.

Occasionally, female and male officer’s names would be attached to these cartoons to

characterize a relationship. While most female officers feel annoyed by these acts, they
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could not pinpoint a perpetrator.

Nevertheless, the experience of gender harassment ofpolicewomen is varied,

depending on the type of assignment. Gender harassmentmay be more prevalent among

women who are assigned to work in the area that has been viewed as men’s territory. In

police organizations, feminine work has been associated with formal rules, management,

paper work, and masculinity has been associated with informal rules, street cops and the

crime-fighting frmctions (Hunt, 1990). It seems that women who violate men’s

sanctuaries are pushed back to their zone by gender harassment.

Unwanted Sexual Attention

Unwanted sexual attention has been defined exactly as sexual attention through verbal

and non-verbal behaviors that is unwelcome and offensive and unreciprocated (Fitzgerald

et al.1997). This form of sexual harassment occurs when there are no threats or the offers

ofjob-related rewards. It tends to co-occur with gender harassment (Fitzgerald, et

31,1997). This category ranges from mild acts of sexual advances such as whistling,

cheers, and howls to severe forms of sexual advances including sexual assault.

Making sexual advances is one way to display masculine prowess and validate a

man’s sense ofmasculinity. In police organization, men ofien flirt with women. An

instructor may make embarrassing comments, such as telling a female recruit in front of

class that they have to stop making eye contact because others may think that there is

something going on. Groups ofmen in a male dominated department may direct sexual

attention at women for entertainment during the dull and boring hours. Martin (1980),

found that leering at anatomical features ofwomen with sexual connotations was also

common. Sometimes, the forms ofteasing go so far as a crude comment in presence of
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many people. What is troubling is that in most cases, the harasser did not seem to be

inhibited by the presence of other officers, and harassers are sometimes supervisors.

Unwanted sexual advances in a form ofpropositions and pressure ofdates has become an

inevitable part of lives of female officers and become a game among male officers. Most

women felt that since their first few days at work, policemen were testing them to see

how easily they could be conquered (Martin, 1980). In one court case, a female officers

sued the precinct because male officers betted on who would be the first one to have sex

with her (Detroit news, 1990). Wong (1984) indicated that policemen thought that

women who come to police work should also welcome personal challenge to men as well,

accordingly most women would be given propositions for many months or even years,

until they are successful or until it is clear to them that it would never be successfirl.

Some women who were openly homosexual indicated that despite lcnowing

her sexual orientation, men keep on flirting with her (Wexler & Logan, 1983).

In Wong’s study (1984), most ofthe women do not generally face retaliation for

refusing sexual advances, nevertheless, most ofthe young, and inexperienced women

officers were so afiaid ofretaliation that they felt little control over advances. Concerns

- about being cut offfiom the social network ofthe department made them tolerant.

Female officers often found that their fellow female officers were unreliable, because

some ofthem thought that women subjected to sexual advances had asked for it.

Commanding officers often do not help, and may be harassers themselves. In Detroit, a

women officer was repeatedly subjected to unwanted sexual advances from ranking

officers. She was shown an erotic book and kissed by her superior, and later told her that

they should have an affair (Detroit News, 1990).



Deliberate sexual physical contact is also common in the police workplace. Martin

(1980) argued that physical touching is a way to convey intimacy while at the same time

to symbolically represent the power of the actor over the person being touched. In her

study in Washington DC, she found that men’s putting an arm around women was quite

common, especially among rookie female officers. Sometimes, this also occurs as a mean

to undermine women’s authority. In one instance, a woman who was typing in the office

was kissed on the back ofher neck by a male coworker in front of the prisoner. Most of

these female officers although feel uncomfortable with these experiences, were reluctant

to report the incident to an authority.

While severe forms ofunwanted sexual attention such as sexual assault and rape are

considered as rare, unfortunately, female officers also reported this type of experience. A

rookie women officer in New York City police department was raped at grmpoint by a

male officer (Segrave, 1995). In one study, it was found that at least in England,

approximately 5 % offemale officers reported having been sexually assault by fellow

officers (Brown & Heidensohn, 2000). Although in these incidents, there was no

indication ofthe circumstances surrounding sexual assault ofpolicewomen, it is possible

that many ofthese cases occur in the context ofa social gathering outside police settings,

where women may have prior relationship with the person, which makes female victims

concerned about being blamed for the assaults by other coworkers. Because police

officers often socialize in bars or homes after work in order to exchange job-related

information, many female officers, especially rookie officers are eager to participate in

order to be accepted in networks and learn more about the organization. Unfortunately,

this kind of gathering is dangerous for policewomen. Wong (1984) reported that in the
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U.S., there was this type of incident that a male officer and female officer went home

together after both were joining after work drinks and then a female officer placed

charged against the male officer for raping her. Although, the male officer admitted that

he had raped her, the supervisor viewed that it is more of the case ofrelationship turned

sour and they perceived that the policeman should not have admitted the wrongdoing and

should have said that it was just an affair gone bad.

Sexual Coercion

Sexual coercion has been used to refer to quid pro quo type of sexual harassment. It

involves the use ofpremises or threats relating to job conditions in exchange of sexual

cooperation (Fitzgerald et al. 1997). Most supervisors in a position to influence the

conditions ofwork are men. Thus, the typical instances ofthis type ofharassment tend to

include harassment ofa male supervisor to a female subordinate. This type of sexual

harassment is considered as related to unwanted sexual attention, because it requires

sexualcooperation on the part of female officers. The difference, however, lies in

whether the harasser implicitly or explicitly indicates to the victim that the lack of

cooperation may result in a reward or a punishment related to work.

While it is believed that sexual invitations in exchange for promises ofrewards and

punishment exist in police organization, the actual reporting ofthis type ofharassment in

the literature is rare. First, because immediate supervisors are involved, women may be

reluctant to reveal these incidents. Second, some women who experienced these types of

harassment may comply with the harasser’s requests and accept the offer. Third, this type

ofharassment would not usually occur in the presence ofthe audience, and the lack of

witnesses may make female officers reluctant to claim this type ofharassment.
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Still, there is some evidence that quid pro—quo harassment occurs in policing. As

already indicated, Martin (1990) found that approximately 49% of female officers from

five police agencies reported that they had been pressured. for sexual favors by a

supervisor or fellow officers. In the Santa Clara County Sheriff department, a male

officer demanded that women in the unit engage in sexual relationship with him in

exchange for positive work reviews. This leads to a federal district court award of $2.7

million to three female sheriff’s deputies in 1990 (Segrave, 1995). In some cases, by

turning down a supervisor’s and coworker’s sexual attention, policewomen face

numerous forms ofgender harassment at work. Wong (1984) described a young, black

officer who had been propositioned by both her commanding officers and fellow officers.

Upon refusing these sexual advances, she constantly faced sexual remarks and

innuendoes. Another study indicated that a woman who had not respond positively to her

sergeant’s sexual attention was later subjected to reprimand while she was talking with

another male coworker (Martin, 1978).

Policewomen’s and Other Victims’ Responses to Sexual Harassment

While it appears that policewomen encounter many forms ofharassment at work, upon

encountering sexual harassment in the workplace, women do not response to sexual

harassment in the same way. In the observation ofwomen in policing globally, Brown

and Heidensohn (2000) indicated that while most women use more problem-oriented

methods (e.g., tell the harasser, report to a supervisor), a significant proportion of female

officers adopted “emotion-focused coping responses” (e.g., joking, avoiding). They

asked female officers to answer the question “how have you personally coped with

discrimination/harassment ?” It was found that 64.2% used assertive responses, 59%
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used joking, 54.6% said nothing, 27.8% used complaining, 23.6% respond aggressively,

and 12.2% relied on the union. Noting that some women do not leave but tolerate

harassment, the authors argued that in some cases, the policewomen are similar to

battered women who adopt passive strategies despite the fact that they feel that the acts

were hostile. Many of these women displayed what they called “Antagonistic co-

operation” (p. 125).

Martin (1990) examined how policewomen perceived sexual harassment and reported

that while there is a wide variety of responses, there were two main patterns. There are

women who felt powerless and pressured to tolerate the behaviors of their male

counterparts. These women accepted that their circumstances happened as part ofbeing

in the men’s world and came to accept it and focused on modifying their own responses

to improve the situation. For example, many women indicated that they avoided sexual

harassment by minimizing their interactions with male coworkers. This holds true for

both work and non-work contacts. Wong (1984) indicated that many policewomen

avoided informal gatherings. If they had to, some would take their own cars so they

would not have to leave with anyone. Many women avoided contacts with male officers

and limit their contacts to just work-related, and tried not to act warm and friendly.

For other women, the responses involved resentment and seeking help to modify the

circumstances. Many policewomen refused to “put up with it ” and verbally indicated

their strong negative attitudes toward their harasser. For example, some women used

strategies such as slapping when being touched by a male partner and some made

comments like, “Don’t speak to me, and I won’t speak to you” (Martin, 1980, p. 145). In

several cases, self-identified victims went to external authorities to seek remedial
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damages and to ask courts to force the police department to do something about it

(Detroit News, 1990).

The literature on victim behavioral responses to sexual harassment in organizations in

general and in academic settings has examined several strategies ofresponses. These

responses include ignoring the incident, joking, confronting the harasser, confiding to

others or reporting to formal authorities, (Charney & Russell, 1994; Gruber & Bjorn,

1986). Research has tried to conceptualize responses on two dimensions; passivity and

assertiveness. Passive strategies involve indirect actions that focus on modifying the

circumstances but not modifying the behavior ofthe harasser, while assertive strategies

involved direct actions with a purpose oftargeting the behavior of the harasser.

A particularly robust finding is that passive responses are more common than assertive

responses. Ignoring the behavior has been found to be the most common responses to

sexual harassment (Gruber & Bjorn, 1986; Loy & Steward, 1984). In 'Gruber’s and

Bjom’s study (1986), less than 26% ofthose female workers who were victims of sexual

harassment reported using assertive responses, while 29% adopted passive responses

(ignoring, walking away, pretending that it was not happening, and 45% used defective

responses (humor, stalling, telling friends). Passive responses appear to be the most

common even in the academic settings. A majority of students, faculty and staffwho

reported unwanted sexual attention said they used passive responses; approximately 60%

reported ignoring the behavior, 45% avoided the harasser, 45% talked to others about the

harassers. Assertive responses such as confronting the harassers were used by only 25%

ofthe victims and only 2% indicated that they formally reported the incident to

authorities (Cochran et al.1997). Although one study of policewomen found that 51%
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, used assertive responses (Brown & Heidensohn, 2000), there is a reason to believe that

passive responses are most common and assertive responses may be overestimated. In

the Brown and Heidensohn’s study (2000), the respondents were directly asked how they

respond to harassment and discrimination, which might suggest only severe and salient

events. Passive responses might have been more common if subjects were thinking of a

greater variety of harassing behaviors.

The “Silence Reaction of Sexual Harassment Syndrome” is believed to perpetuate the

destructive cycle of sexual harassment, and to contribute to possible severe psychological

symptoms for all organizational members, including primary victims and bystanders who

are secondary victims (Marin & Gudagno, 1999). Gosselin (1984) argued that victims of

sexual harassment are caught in multiple incompatible emotional reactions, which could

result in poor mental health outcomes. When the victims feel bothered by the

harassment, and at the same time do not have confidence in adopting assertive c0ping,

they may feel caught between the feeling of anger and fear. Inability to do something

about a stressful environment can lead to the experience ofpowerlessness and influence

an individual’s perception of control and interfere with job performance. Bystanders too

suffer from harassment; as they have reported experiencing depression (Luzio, 1993).

Those who see a fellow female coworker’s suffering but are not in a position to provide

help may feel bad about themselves and see the workplace as an unjust world that makes

no sense. Women’s lack of assertiveness can perpetuate the cycle, by sending a message

to inexperienced female coworkers that keeping silent is the expected behavior.

To identify factors that could impact individuals’ perceptions and reactions to sexual

harassment, the next section explores plausible determinants ofvictims’ responses. Figure
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1 depicts the theoretical model. National group membership is expected to influence

gender role stereotype beliefs, self-construals, participation in decision making and

perceptions of sexual harassment acts as a violation of organizational policy, which in

turn influence victim’s perceived severity of sexual harassment events and concern about

negative reactions in responding to those events. These two factors are then expected to

influence reactions to sexual harassment. The presentation will begin with the

discussions of antecedents ofperceived severity and concern about social reactions along

with why these factors are expected to differ between Thai and U.S. female officers.

Then, the discussion about how perceived severity and concern about social reactions

might influence victim’s reactions to harassment will be presented.
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The Sociolcultural Model: Gender Role Stereotype Beliefs

Because women are usually sexual harassment victims and men are the perpetrators,

several authors have explained that existing patterns ofmale dominance in society

influence victims’ responses (Brooks & Perot, 1991; Tangri et al., 1982). The

sociocultural model of sexual harassment explains that victims’ responses to sexual

harassment reflect the differential status ofwomen and men in society in both the

political and economic sphere (Tangri et al., 1982). In this view, society reinforces male

dominance and female subordination by rewarding aggressive behaviors for men and

passivity and acquiescence for women. This would make most women powerless to

respond to sexual harassment and less likely to expect that an organization would help

them. This hypothesis was tested with the U.S. Merit Systems Protection broad data

collected in 1980 from a sample of 10,644 women and 9,439 men. Tangri et a1.

speculated that most women would report powerlessness due to their sexual harassment.

However, they found that while almost halfofthe women adopted avoiding responses,

only 10% reported a sense ofpowerlessness, and 61% saw no need to report it. The

authors concluded that the evidence provided mixed support for the model.

A limitation ofthe sociocultural model is that all women are not subjected to equal

forces of socialization to cultural values ofmale dominance (Brooks & Perot, 1991).

Several processes explain the link between being in a male dominance culture and

harassment victims’ passivity. Gender role stereotype beliefs are one predictor that is

consistently related to victims’ perception of sexual harassment and reactions to sexual

harassment (Brooks & Perot, 1991; Malovich & Stake, 1990). Gender role stereotype

beliefs result from gender role socialization, defined as “rule governed learning about
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how to be an appropriate female or male within society” (Worell & Remer, 1992, p. 55).

Sexual script theory provides a basis for expecting that gender role stereotype beliefs

are related to reactions to sexual harassment. In this view, sexual scripts are “cognitive

representations ofthe typical sequence ofevents in a sexual encounter which act as

guidelines for an individual’s expectations and behaviors” (Krahe, Scheinberger-Olwig &

Kolpin, 2000, p. 313-314). Women who endorsed traditional gender role beliefs, when

encountering sexual harassment situations will use different sexual scripts than women

who hold liberal gender role attitudes. These scripts influence interpretations about

events in terms ofinferences about what is occurring, why is it occurring, and what

should be happening. Accordingly, it can influence individual’s evaluation ofwhat they

should do following harassment. According to traditional sexual scripts, men should be

the initiator of sexual contacts, and women should be the recipients. Also, women should

not behave assertively in socio-sexual situations and should remain reserved about their

true feelings, while men can behave assertively and open about their desires. Thus,

women are not expected to hold the male initiator of sexual coercion accountable for

what happened. In socio-sexual situations, including sexual harassment, women who

endorsed traditional gender role stereotypes beliefs will expect that it is natural for men to

harass women and may feel responsible for what happens, and at the same times, are

more likely to feel bad about behaving assertively with men. This places the women even

more at risk ofvarious forms ofsexual coercion (Byers, 1996).

Although prior research on sexual harassment has not yet examined how national

differences in gender role stereotypes beliefs might affect reactions to sexual harassment,

gender role stereotypes beliefs have been viewed as different across cultures due to
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different kinds ofgender relations specific to each culture (Belk et a1, 1989; Millham &

Smith, 1981; Smith & Midlarsky, 1985). It is possible that women in different culture

such as Thailand and the U.S. may use different sexual scripts in interpreting sexual

harassment. Thailand and the United States have different social arrangements that may

generate differential role stereotypes ofpolicewomen in the two societies. The U.S. has

been cited as generally more liberal than many societies in Asia (Ganguly, 1997; Matsui,

1995). While the arrangements and practices ofmost societies, to a certain extent,

reinforce male dominance and female inferiority, Asian societies often differ in the

expectations regarding the roles and responsibility ofwomen. In an examination ofAsian

Pacific women, Lai (1985) explained that these women were socialized in to subservient

roles and that family responsibilities and husband were the main dimensions that women

used to form their sense of self. They placed high emphasis on self-effacement and tend

to be non-assertive.

Consistently, as other Asian cultures, Thai culture is typically depicted as a more

patriarchal culture, with a hierarchical social organization in which men have more power

and privilege than women. Asymmetrical gender role differentiation among men and

women is attributed to the influence of Chinese and Indian cultures, with their emphasis

on Buddhism, have exerted an influence on Thai women’s role throughout history

(CWAWRD, 1981). The Indian influence is reflected on the dependency ofwomen on

men throughout their life cycles. In this view, when women are young they are protected

by a father, once they become adults, they are protected by the husband and as they are

older, their sons become their guardians. The Chinese cultural influence is based on the

idea that women are considered as disgraceful objects hanging on the house roof, which
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can bring disgrace to the family. Wasigasin and Hemaprasit (1996) examined perceptions

ofThai citizens regarding the values ofThai society and found that most respondents

viewed that the Thai society still holds many double standards in terms of expectations of

women and men.

The implication is that if Thai women and American women have differential beliefs

about gender role stereotypes, their interpretation of sexual harassment may be different.

Research on the acceptance of violence against women provided some evidence that as

these people socialized into American society, they are more likely to shift fiorn

traditional gender role beliefs to more liberal views and become less tolerant ofviolence

against women. For example, in wife battering research, Ganguly (1997) found that the

longer the Indian respondents in the United States received education in the United

States, the more they endorsed egalitarian gender role attitudes, which in turn contributed

to less permissive attitudes towards wife-beating. In another study, Mori' et al (1995)

compared rape attitudes of 302 Asian and Caucasian students and reported that Asians

were more likely to endorse rape supportive beliefs than American students. In addition,

they found that acculturation ofthe Asian respondents also contributed to the decrease in

rape supportive attitudes by decreasing gender role stereotype beliefs.

Several studies on sexual harassment in the United States found that gender role

stereotypes influence how sexual harassment was perceived. For example, when given

sexual harassment scenarios, the respondents who endorsed traditional views ofwomen

were less likely to blame the perpetrator, were more likely to blame the victims, and were

less likely to recognize the negative consequences of sexual harassment (Malovich &

Stake, 1990). Rubin (1991) found that respondents with traditional views were more
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likely to believe that (a) sexual harassment is not serious enough to report, (b) reporting

would not be taken seriously and would not be believed, (c) they would feel ashamed, ((1)

they did something to caused it, and (e) sexual harassment is a routine part of life. Some

field studies have started to examine the link of gender role stereotype beliefs to victims’

reactions to sexual harassment. For example, Brooks and Perot (1991) found that

compared to liberal women, those who endorsed traditional gender role beliefs were less

likely to evaluate sexual harassment experiences as offensive, which later made them less

likely to report sexual harassment to organizational authorities.

Jensen and Gutek (1982) examined the relationship between gender role stereotypes

and victims’ behavioral reactions to sexual harassment fi'om a self-blame attribution

framework proposed by Janoff-Bulman ’5 research on rape (1979). They hypothesized

that women with traditional gender role stereotype beliefs would be more likely to

interpret sexual harassment as their own fault, and then less likely to respond to sexual

harassment assertively. Following prior work, they made the distinction between

characterological self-blame and behavioral self-blame. The former refers to the victims’

evaluations in terms ofwhether the incident is caused by their own character and the

latter refers to the extent to which victims think their own behaviors contribute to the

incidents. While both are viewed as harmful and positively associated with traditional

gender role beliefs, the former is expected to be more strongly associated with inward

directed emotional responses such as sadness, and guilt and lead to more passivity, than

behavioral self-blame. Behavioral self-blame can be viewed as counterfactual thinking

which has been used to reestablished control (What could I have been done to avoid this

incident?) Hence, it is considered healthier than characterological self-blame. However,
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assertive responses are expected to occur most often when a victim ofharassment uses

neither type ofblame. The results reveal that traditional women were more likely to use

behavioral self-blame and characterological self-blame. Victims who blamed their own

behaviors were less likely to report sexual harassment to an authority or to discuss the

harassment with a friend, a coworker or family, than women who do not blame their own

behaviors. It was argued that the lack of a significant effect ofcharacterological self-

blame may stem fiom high correlation ofthese two types ofblame.

Although gender-role attitudes may influence perceptions of sexual harassment and

responses, the magnitude ofthe impact also depends on the type ofharassment examined.

When harassment scenarios involved innocuous incidents, doing nothing may be more

likely, regardless of gender role stereotype beliefs. Baker et al. (1990) presented their

respondents with 18 sexual harassment scenarios, ranging from mild forms such as

graffiti not directed at the individual to severe forms such as rape. For acts that few

individuals would consider as harassment, respondents reported that ifthey became the

recipient ofthese acts, they would adopt passive responses (e.g., doing nothing),

regardless of their gender role attitudes. For more intrusive situations such as proposition

without threats, women with liberal views were more likely than traditional women to use

physical or verbal responses. However, the effect was not found in terms of severe forms

ofharassment such as rape. In this case, most of the respondents indicated that they

would leave the field. It is possible that for obvious and intrusive situations or very mild

situations, individuals may behave similarly, regardless of gender role stereotype beliefs.

It is when the acts are ambiguous that gender role attitudes come into play.

Thus far, only one study has examined the effect of gender-role stereotypes on
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reactions to sexual harassment in an Asian sample. The effect of gender role stereotypes

is consistent with findings in the United States. Matsui et al. (1995) had Japanese college

women read scenarios ofmen to women’s sexual harassment. The scenario involves a

man who walked behind a women and physically touched her, while saying “Hurry up,

you will never get everything done today. The scenarios varied in the status of the

harassers (a supervisor or a coworker), prior relationship between the two (closed or

distant) and the body part touched (back or fanny). The respondents were asked about the

degree of inappropriateness and intimidation and then to indicate what they thought

would be the most appropriate reactions ofthe target. It was found that the part ofthe

body touched is the only contextual factors that influenced victims’ responses; when the

man touches a woman’s fanny, the respondents were more likely to view the act as

inappropriate, sexually intimidating and anticipated more assertive responses from the

woman than when the man touches the woman’s back. Additionally, liberal women were

more likely than traditional women to evaluate the act as inappropriate and anticipated

assertive coping from the women (e.g., protest implicitly, protest explicitly and report to a

supervisor or others).

While research has suggested that gender role stereotype beliefs influence victims’

responses based on their evaluations ofthe sexual harassment event, prior work has also

identified the possibility that gender role stereotype beliefs can lead victims to become

more concerned about negative social reactions associated with confronting sexual

harassment. As mentioned earlier, sexual script explanation also posits that traditional

gender role scripts proscribed women should feel bad about behaving assertively in

sexual coercion situation (Krahe, et a1. 2000). When women feel bad about asserting
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themselves, they also projected that others would not approve ofthose acts as well. Smith

and Self (1981) argued that women who endorse traditional views may differ in their

beliefs about their personal relationships with men. For egalitarian women, they are more

willing to sacrifice the relationship for social inequality, while traditional women may be

reluctant to sacrifice the loss ofthe relationship. Consistently, Jack (1991) explained that

when culture formulates prescriptions offemale behaviors in terms ofpassiveness,

inhibiting self-expression, and placing high value on pleasing others, these women may

be willing to sacrifice their own feelings for the sake ofmaintaining the relationship.

Accordingly, they deny their own needs and feeling in the process of self-silencing and

experience a loss of self and self-denial, which can generate hopelessness, helplessness

and depression. Because assertive behaviors such as reporting to authorities, confronting

the harassers and telling coworkers can be viewed as responses that can disrupt the degree

ofharmony in the relationship betweenthe victim and the harasser and may generate a

poor reputation ofthe victim in the eyes of other coworkers, when individuals place high

value on relationship maintenance, especially with men, these victims may feel

ambivalent towards the use of assertive strategies due to fear of loosing social

relationships. Based on the above arguments, these hypotheses are formulated:

Hla. The Thai female officers will endorse more traditional gender role beliefs than

the American female officers.

Hlb. Beliefs about gender role stereotype will be positively related to perceived

severity. Specifically, female officers who endorse traditional gender role beliefs will

more often view sexual harassment as more severe, than women who endorse

egalitarian gender role beliefs.
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ch. Female officers who endorse traditional gender role beliefs will show more

concern about negative social reactions than female officers who endorse egalitarian

gender role beliefs.

The Self-Construal Model: Interdependent View of Self and Independent View of

Self

Because assertive reactions to sexual harassment victimization can have potential

effects in creating loss ofreputations and jeopardize interpersonal relationships of the

victims and the harassers, and between the victims and others, one perspective that has

not been yet explored, but that may be useful in explaining victims’ reaction to sexual

harassment in Thailand and in the United States is the self-construal fiamework (Markus

& Kitayarna, 1991). Self-construal is a psychological construct that focuses on self-

orientation as opposed to other-orientation and may be useful for examining

victims’reactions. The concept has its root in cross—cultural research that has considered

collectivism and individualism. Hofstede (1980) has described collectivistic culture as

placing emphasis on group rather than individual goals. On the contrary, individualistic

culture is characterized by concern for personal fate and emphasis on personal over group

interest. Although cultural level variables explain aggregate outcomes, like the crime rate

or the rate ofeconomic growth, they do not explain individual behavior. Therefore,

individual-level variables that mediate the effect of culture have been adopted to provide

explanatory power for individual level behaviors (Oetzel, 1998a). Self-construal has been

viewed as a psychological construct that was intended to serve that function. Given that

the Thai society has been defined as high on collectivism and low on individualism and

Americans have been viewed as low on collectivism and high on individualism (Sorod,
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1991), self-construals should be a useful concept in comparing reactions to harassment of

Thai and U.S. women.

The basic assumption of self-construal theory is that individuals’ sense of self in

relation to others is crucial in determining social behaviors and that the derivation ofthe

sense of self is heavily influenced by national culture. In collectivistic culture such as

Japan and China, an interdependent view of selftends to be fostered. Interdependent

view of self involves a configuration of selfwhich focuses on interconnections with

others, the blending of the self/other boundary, and affiliating with others (Singelis,

1994). Markus and Kitayarna (1991) argued that for interdependent view of self, the

meaning of self is modified by social context, according to the social situation one is in.

In this type of self, the emphasis is on promoting social harmony, compliance, loyalty to

groups, and downplaying individual’s uniqueness. On the contrary, in individualistic

culture such as the United States, the socialization process and social arrangements tend

to promote the independent view of self. This self-construal, involves a cognitive

configuration, which highlights the uniqueness ofpersonal trait attributes and less

sensitivity to external situations. Internal abilities, thoughts, and desire to express

oneself, promote one’s goals and value personal freedom, rather than social obligations.

People with independent self-constr'ual are autonomous, self-contained and their

behaviors are influenced by their own internal thoughts and feelings, rather than social

situations. Previous research has found that people who come from collective cultures

have a higher interdependent view of self but weaker independent view of selfthan

people in individualistic cultures (Singelis et al., 1999). Therefore, given that the Thai

society has been defined as high on collectivism and low on individualism (Sorod, 1991),
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while Americans have been viewed as low on collectivism and high on individualism,

one would expect to find that Thai women will show higher interdependent view of self,

while American women will show higher independent view of self.

Prior works have addressed several consequences of self-construal. For example, Lee,

Gardner and Aaker (2000) explain that because people with interdependent view of self

define themselves based on social relationships, in regulating the behaviors, external

standards will be a focus and lead individuals to be constantly attentive to negative

information about oneself so that they can modify themselves to fit in with the needs and

desires ofothers in their social unit. Hence, positive self-perceptions will not be fostered

or even attenuated for people with this type of self-construal. On the other hand, in the

individualistic society, due to the emphasis on uniqueness and separateness, individuals

' will generally attempt to positively distinguish themselves from others, resulting in the

focus on positive aspects of oneself. In this self-construal, negative information about

selfmay be negated because the goal is to emphasize one’s uniqueness and positive

qualities. As a result, members of a collectivist culture, for example in Japan, have been

viewed as constantly engaging in self-depreciation, while

Americans are more likely to engage in self-enhancement (Kitayama et al., 1997).

Apart fipm the tendencies ofmembers of an individualistic culture to view

themselves in a positive light, independent self-construal appears to be associated with a

high degree of control over various life events. Since an independent view of self

establishes a person as separate from others and autonomous, this also reinforces the

perception of seeing themselves as less bounded by situational constraints, allowing them

to perceive themselves as they having a high sense ofpersonal control (Taylor & Brown,
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1988). On the other hand, people with interdependent view ofthe self, generally do not

feel that they are always capable ofmodifying circumstances. Consistently, research on

locus of control also found that native born Chinese were higher on external locus of

control than Chinese Americans, while Americans have the highest scores on internal

locus of control (Hsieh, Shybut and Lotsof, 1969). In the context ofnegative life event in

general, such as the aging process, American elderly reported more perceived control than

Asian elders (Wong et a1, 1999). Taking a different perspective on the traditional concept

ofcontrol used in western literature, Chang, Chua and Toh (1997) explained that when

encountering stressfirl life events, individuals may perform two types of control

appraisals; one has to do with the beliefs that one can enhance their welfare by

influencing existing circumstances, while the other one involves the beliefs that one can

change one’s own cognition, affect and behaviors to accommodate existing realities. They

~ argued that while people in the western world view control as modifying the external

circumstances to fit one’s own needs, the Asian world view tends to favor the latter

concept ofcontrol, which is consistent with the nature ofhierarchical social structure in

which things are determined by situational circumstances, rather than factors internal to

individuals. The concept and practices ofBuddhism also contribute to the latter concept

ofcontrol by focusing on a person’s manipulating her or his own thoughts. As such, in

adjusting to stressful life event, Westerners may experience a high sense of ability to cope

by actively changing the situation, while Asians feel confident in their abilities to

modifying themselves to fit in with the situations (e.g., hoping firings will change,

thinking about what they learned out of the situation).

In addition to the sense ofpersonal control, self-construals appear to be associated



with different assumptions about humans capabilities in controlling their own behaviors

in general, which have implications for inferences drawn in interpreting life events.

Markus and Kitayarna (1991) argued that for people with interdependent view of self,

behaviors are often determined by social context. Accordingly, people with

interdependent view of self are more likely to be sensitive to social context cues when

they try to make sense ofvarious social events. On the other hand, in the independent

centered world, behavior is determined by one’s own internal attributes, therefore,

observers in this culture will attribute the cause of events to the actor’s internal

characteristics. Research conducted in attribution ofnegative events supports this

explanation. Americans and members ofmore collectivistic culture differ in the way they

explain causes ofnegative events; Americans focus on the personal characteristics of the

actor, while members of collectivist culture are more likely to focus on contextual cues.

For example, Morris and Peng (1994) analyzed articles about murders in a Chinese and

an American newspapers. They found that American reporters more often attributed

murders to personal dispositions ofthe murders, while the Chinese reporters attributed

them to external factors. Miller (1984) had American and Indian respondents read about

a motorcycle accident, in which the passenger’s head was struck on the pavement. The

driver was on his way to work, and just took the passenger to court and then went to work

himself, after which the passenger died. The respondents were asked about the reasons

for the driver’s behavior. Americans attributed the driver’s actions to personal qualities

such as irresponsibility, while Indians explained the events based on contextual factors.

A study conducted on family problems also found that American students were more

likely to attribute their family problems to factors that are stable, and internal to the
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character ofthe person, while western Samoan students are more likely to make

attributions based on situational circumstances such as emotional state ofthe actor at the

time (Poasa, Mallinckrodt & Suzuki, 2000).

Having posited that at least three psychological processes differ among individuals

with different self-construals, (a) self-criticism tendency, (b) the sense of self-

deterrnination, and (c) the assumption ofhuman’s ability to control their own behaviors,

there are theoretical reasons and some empirical data to expect that self-construals as

linked to these processes may influence evaluations of seriousness of sexual harassment,

which in turn influence reactions to sexual harassment. First, due to their sensitivity on

negative feedback about oneself, which comes as a result ofthe need of social approval,

peOple with an interdependent view of self, might have more readiness to perceive sexual

harassment as less offensive since their self-critical tendency to fit in with others may

lead them to internalized negative messages about oneselfdue to sexual harassment.

Landrine and Klonoff, (1997) explains that avoidance coping to sexist discrimination

such as quitting, the job, happened because victims has internalized its insidious

messages. On the other hand, people with an independent view of self, due to their

tendencies to view themselves in a positive light, may be more likely to engage in

defensive reactions to negative feedback about oneself.

Second, because self-construals appear to influence individuals’ confidence in their

ability to control external circumstances, it is possible that their styles ofcoping with

problematic events such as sexual harassment may be different. Psychological reaction

theory suggests that expectations of control would influence perception of loss of control

(Greenberger & Strasser, 1991). Individuals with high expectations of control may
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experience more 1055 of control due to the discrepancies between their initial expectations

of control and the realities ofbeing harassed. Accordingly, they may experience higher

level of dissatisfaction and be likely to engage in self-protective behaviors to restore their

sense ofcontrol. Hence, ifpeople with an independent view of self have a high level of

control, they may experience higher loss of control when they are harassed.

Alternatively, the interdependent view of self is associated with the belief that external

events exert much influence on one’s life. Then, negative life events such as sexual

harassment may be evaluated as not much different from some other life events that

cannot be controlled, which should lead people to react less defensively. Consistently,

prior research found that locus of control, which refers to the extent to which individuals

believe that what happens to them is determined by factors within by factors within their

control or is the result of external circumstances such as faith or behaviors of others

(Rotter, 1990) appears to influence victims’ reactions to sexual harassment. A study

conducted in a clinical setting found that women with high perceptions of control were

more likely to recognize their experiences as sexual harassment and dealt with it, while

those who have external locus of control were more likely to deny it (Goldfarb, 1985).

This provides another reason to expect that self-construals will be related to perceived

severity of sexual harassment.

Moreover, if self-construals influence how people generate causal explanations about

the social events, it is possible that when encountering sexual harassment, women with

interdependent view of selfmay attribute the event to factors that are situation specific,

rather than to the harasser’s internal attributes (e.g. “it is because he was moody today,

rather than because he is sexist”). This might reduce the perceived seriousness of the
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event, due to the fact that the negative impact created by the event would be temporal (it’s

just today as opposed to more would be coming), that the event is uncontrollable by the

actor and may not have been caused by the actor (e.g., “It is because of his socialization

or it is because ofmy fate”). Weiner’s attribution theory (1985) also explains that when

encountering negative events, people search for the explanations ofthe cause ofthe

events by considering three dimensions. They consider locus of causality by evaluating

the extent to which the event is caused by factors internal or external to the actor. They

consider stability or the extent to which the event is viewed as fixed or likely to change

over time. Finally, they consider controllability, or the extent to which the act could have

been controlled by the person. When individuals attribute responsibility to the actor’s

character, it is possible that they are more likely to view the event as stable, as caused by

factors internal to the actor, and as possibly controlled by the person. According to

Williams et al. (1995), these judgments could lead to negative emotional reactions such

as anger. Emotional state such as anger in turn could influence accessibility of available

social constructs relevant to interpreting the sexual harassment event, such as viewing it

as offensive. People who judge acts as due to the person are more likely to evaluate

harassment as more severe. Alternatively, people with an interdependent self-construal

focus on contextual factors, so they may evaluate harassment as transient, stemming fiom

factors beyond the actor’s control, and therefore react less negatively.

Beyond the influence of self-construals on perceptions of sexual harassment, self-

construals could influence victims’ concern about social reactions directly, which in turn

influence victims’ assertive responses. Concern about social reactions can be viewed as

outcome expectations individuals have regarding assertive responses in the situation,
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which are jointly determined by both individuals’ beliefs about the likelihood of

achieving certain outcomes and valence attached to those outcomes. Expectancy theories

ofmotivation (Vroom, 1964) postulate that individuals will choose to behave so that the

instrumentality of such actions will be maximized. Applying this principle to reactions to

sexual harassment, Stockdale (1996) explains that victims would not act if they believe

that the course of action would be futile. Possibly, people with positive self-concept also

believe that others would also view themselves favorably and hence responsive to their

needs. For people with an interdependent view of self, their evaluations of self as

problematic, their lack ofpersonal control beliefs and assumptions about the inability of

humans to control their own behaviors may lead them to be pessimistic that their assertive

responses will lead to desirable outcomes. Negativeself-evaluations seems to influence

individuals awareness of a cure for harassment, by focusing on changing oneself to

correct the problems, while the lack of personal control may limit individuals’ beliefs

about their ability to influence others to improve the situations. The assumptions that

people have limited self-determination may also makes the prospects of achieving success

based on acknowledging sexual harassment become less likely, as others may also have

limited control over these circmnstances. Therefore, for them, modifying their own

behaviors and thoughts to fit the external realities, are associated with more benefits than

attempting to seek support form others. On the other hand, for people with an

independent view of self, positive self-evaluations, the beliefs in personal control, and the

beliefs that others including the perpetrators and organizational members can control

external circumstances should also make them feel optimistic that their assertive

responses would lead to desirable outcomes.
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Although research has not yet considered the possibility that sexual harassment victims

with different types of self-construals might respond to sexual harassment differently,

prior research on self-construals and communication also supports the notion that self-

construals influence interpersonal communication strategies. Singelis et al. (1999)

explained that because people with interdependent self-construal were sensitive to others’

views, they constantly felt concerned for negative self evaluations, which resulted in high

awareness ofone’s own public image. Kim and Sharkey (1995) also suggest that self-

construals influence relationship maintenance goals and therefore influence preference for

different communication strategies in social situations. They argued that in Asian society,

where the collective goal is emphasized, the goals of saving one’s face and the other’s

face is more important in interpersonal commtmication than in Western society. In

individualistic cultures, due to high emphasis on one’s own internal attributes and self-

definitions as autonomous and unique, the need to display one’s own internal thoughts

and feelings should lead to the need for being direct in communication rather than

suppressing their view for the sake of the social relationship. In support of this argument,

their study found that in social dilemma situations, such as when someone who did poorly

asked individuals how they did, an interdependent view of self leads individuals to place

high importance on communication goals of avoiding negative evaluation by one’s

conversation’s partner, and avoiding hurting the hearer’s feelings, while an independent

view of self leads to the emphasis on communication clarity, rather than face

maintenance. Self-construals also influenced how individuals managed interpersonal

conflicts. People with an independent self-construal preferred dominating styles, while

those with an interdependent self-construal preferred conflict avoidance, obliging and
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compromising (Oetzel, 1998a). Independent view of selfwas associated with competitive

tactics, while the interdependent view of selfwas positively correlated with cooperative

tactics in group processes (Oetzel, 1998b). Given that assertive reactions to sexual

harassment can lead to social rejections of the victims, people with interdependent view

of self, due to the need of social approval, may feel more apprehensive about being

rejected and hence become less willing to adopt assertive responses. On the other hand,

people with a high independent view of self validate their sense of self-worth by their

internal evaluations rather than through social approval. Therefore, to them negative

social reactions may be less important, while other goals such as expressing their actual

feelings about the situations and seeking justice may be perceived as important. Based on

the above arguments, it is anticipated that

H2a. The Thai female officers will be higher on interdependent view of self than the

American female officers. On the contrary, the Thai female officers will be lower on

independent view of self than the American female officers.

H2b. Self-construals will be related to perceived severity of sexual harassment such

that female officers who are high on interdependent view of selfwill view sexual

harassment as less severe than female officers who are low on interdependent view of

self. On the contrary, female officers who are high on independent view of selfwill view

sexual harassment as more severe than female officers who are low on independent view

of self.

H2c. Female officers who are high on interdependent view of selfwill show more

concern about negative social reactions in responding to sexual harassment than female

officers who are low on interdependent view of self. On the contrary, female officers
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who are high on independent view of self will show less concern about negative social

reactions in responding to sexual harassment than female officers who are low on

independent view of self.

The Organizational Model: Participation in Decision-Making

Another framework which will be used in explaining reactions to sexual harassment is

the organizational model of sexual harassment (Gruber & Bjorn, 1986; Tangri, Burt and

Johnson, 1982). In this view, reactions to sexual harassment are influenced by

differential status and power ofwomen and men in the workplace. Structural aspects of

organization including the hierarchical nature, sex-ratio and the nature ofjob tasks and

requirements have been viewed as crucial in placing women in situations where they have

limited resources (Rospenda, Richman & Nawyn 1988). Women who are in these low

status positions, due to their dependence on others, could not afford to resist harassment

(Thacker, 1996).

Most studies that are conducted under this model have focused on examining the

relationship between structural positions ofwomen, and findings seemed to reveal mixed

results. In support of this view, prior research that found that women who worked in a

male dominated work group and women with low job skills tend to experience sexual

harassment more frequently and are more likely to respond to sexual harassment in a

passive manner (Gruber & Bjorn, 1986). Research in academic settings also found that

both students and staffwho were harassed by someone with higher authority over them

were less likely to report to organizational authorities (Benson & Thompson, 1982;

Cochran et al., 1997; Till, 1980). Thacker (1996) reported that passive reactions such as

avoidance and going along were often used in responding to harassment from higher-level
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supervisors and coworker harassers. However, a study conducted by Gruber and Bjorn

(1986) did not find the effects of harasser’s status, victim’s job status, nor victim’s

organizational tenure on victim’s assertive reactions. Research on contrapower sexual

harassment as well suggested that sexual harassment ofwomen by lewer status

perpetrators was not uncommon (Rospenda et al., 1998).

Although most organizations have many structural features that limit the status and the

influence ofwomen in organization, it is possible that other organization factors such as

managerial practices may play a role in modifying power dynamics in the workplace.

Some organizations that take interest in low status employees, for example giving them

job autonomy and emphasizing fairness over hierarchical positions, and informal

coalitions, may be able to reduce status discrepancies ofmen and women in organization,

and help victims feel less concerned about career repercussions associated with reactions.

One dimension ofmanagerial practices seemed to be different in the East and the West

and that may be able to explain differential reactions to sexual harassment ofU.S. and

Thai female officers is participation in decision-making. Given that this concept can

provide direct practical implication for managers, it might be useful to expand the

framework ofthe organizational model by examining this concept and its relations to

reactions to harassment.

The literature has conceptualized participation in decision-making in two ways: the

managerial practices approach and the motivational approach. In the first, perspective,

decision-making is seen as management behavior, which involves the extent to which an

organization gives employees the ability, authority and power in making task-related

decision and allows them to have freedom in coping with the workplace environment.
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For example, Neumann (1989, p.184) defines participation in decision making as

"structures and processes for organizing individual autonomy in the context of group

responsibility and linked to system-wide influence". Spreitzer (1996) viewed

participation in decision-making as organization environments that encourage innovation

rather than organizational control. In the second view, participation in decision-making is

seen as individuals’ interpretations of their opportunities to participate in making

decisions relevant to organizational outcomes or their own individual work outcomes.

For example, Denton and Zeytinoglue (1993), in examining perceptions of faculty in a

university setting, viewed participation in decision making as individuals’ awareness of

their opportunity to influence critical issues in their department and the university. White

and Ruh (1973) conceptualized participation in decision making as individuals’ autonomy

in making decisions affecting their work. For the purpose ofthe present study, the fist

approach will be taken because victims’ passiveness has been posited to be influenced by

organizational practices that fail to disperse power and authority in decision-making

(Knapp et al., 1997). Participation in decision-making will be conceptualized as intended

effort ofpeople at higher levels ofthe organization to provide opportunities for peOple at

lower level to have a voice in performing their jobs. Participation in decision-making

may influence how the recipients form the expectations and react to harassment.

The idea that participation in decision-making may differ in Western and Asian

organizations have been explained by the concept ofnational differences on power

distance. Hofstede (1980; 1986) argued that one important dimension that cultural differ

is power distance, which is “the extent to which the less powerful persons in a society

accept inequality in power and consider it as normal” (Hofstede, 1986, p. 307).
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According to this view, in a culture with high power distance, relationships are shaped by

hierarchy, and status differentiation. Chen & Ditomaso (1996) argued that supervisors

with high power distance were more likely to see their role as commander, authority and

expert, and supervisors with low power distance are more likely to view their role as

coordinator, facilitator or an advisor. Empirical data suggests that these differences were

perceived by employees of organization in different countries. One study found that

leaders from high power distance cultures were seen as less approachable, less likely to

communicate with subordinates, and less likely to delegate decision latitude to

subordinates (Offermann & Hellmann, 1997). It is highly likely that cultural differences

based on power distance value may affect opportunities for female subordinates to

participate in organizational decision-making.

Current practices of organizations in the United States and Thailand seemed to reflect

differences in the degree ofparticipation in decision making organizational superiors are

willing to give to subordinates, which may be due to the influence ofdifferences in

national culture. In the U.S., police organizations are changing to a community policing

philosophy that requires low ranking subordinates to participate in making decisions and

to develop role innovations (Radelet & Carter, 1994). Additionally, court rulings against

gender discrimination (1972 Title VII Amendment to the Civil rights Act of 1964)

increased U.S. police departments’ awareness about the working conditions of female

officers (Van Wormer & Bartollas, 2000). On the contrary, in Thailand, centralized

decision-making still predominates. Innovations are not encouraged and disciplinary

emphasis based on the chain ofcommand is particularly strong. Although women occupy

some higher ranking positions, in practice, for women, promotion simply means
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increased rank and salary and has had little bearing on women’s opportunity to influence

organizational outcomes.

Participation in decision-making seemed to be associated with positive outcomes for

employees. Spreitzer (1996) argued that in participative organizational environments

where acknowledgment, creation and liberation are valued in contrast to top-down

control, employees will develop these four cogrritions of empowerment; (a) meaning, (b)

competence, (c) self-determination, and (d) impact. Spreitzer (1995) explained that

meaning refers to perceived fit between work requirements and a person’s values, beliefs,

and behaviors. Competence involves self-efficacy, that is the belief that one can do the

job. Self-determination involves the ability to choose in initiating and regulating actions.

Finally, impact refers to perceptions that one can influence strategic administrative or

Operating outcomes at work. Once formed, empowerment cognition helps individuals

cope with the demands of a work situation and increase the ability of .

individuals to perform work effectively (Mishra, & Spreitzer, 1998; Spreitzer, 1996).

By encouraging participation in decision-making, an organization can also increase the

sense ofcommitment ofindividuals to the organization. Because participation in

decision-making can be viewed as one form of social support from the organization, it

can signify organizational concerns about an employee’s point ofview. From a social

exchange perspective, an organization that shows commitment to employees will lead

individual employees to feel obligated to reciprocate by engaging in activities beneficial

to the organization (Armeli, Fasolo and Lynch, 1998). Salancik (1977) argued that

comrrritrnent can result in felt responsibility. In the whistle blowing literature (Victor,

Trevino & Shapiro, 1993), perceived role responsibility in turn, has been found to be a
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good predictor ofreporting wrongdoing ofpeers (Victor, Trevino & Shapiro, 1993),

which can be viewed as a form ofprosocial behaviors for the sake ofone’s group.

Moreover, participation in decision-making can also contribute to the perception of

fairness of an organization. Organizational justice theorists have recognized two kinds of

justice: distributive justice and procedural justice. Distributive justice involves perceived

fairness ofoutcomes, while procedural justice involves perceived fairness ofprocess used

to generate the outcomes (Witt and Myers, 1992). Procedural justice has been linked to

participation in decision-making. Thibaut and Walker, (1975) wrote that the “voice” or

the opportunity for control in the decision making process can enhance perceptions of

procedural justice. Witt and Myers (1992) argued that because participation in decision

making itself can be viewed as an opportunity for employees to have input or control over

process, participation in decision-making contributes to perception of fairness of the

organization system. Employees who had an opportunity to participate perceived the

organization as fair in making personnel decisions. Perceived fairness is viewed as

important for the intention to report unethical behaviors (Victor et a1. 1993).

Participation in decision-making may influence how victims define sexual

harassment. First, because participation in decision-making is correlated with

psychological empowerment, which reflects the sense ofcontrol in the environment,

those who participate more in decision making should also experience greater loss of

control in sexual harassment situations, as psychological reactance theory suggests that

higher perceived control leads to higher perceived loss of control (Greenberger &

Strasser, 1991). Given that participation in decision-making can help signify how much

an organization allows individuals to influence their environment, those who have high
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participation in decision-making may use this information to generate expectations that

others would treat one with respect, resulting in higher expectations than their

counterparts. When experiencing sexual harassment, individuals who have high

participation may think that the treatment they received could have been better compared

to individuals who have lower participation in decision-making, who may think that it

could have been worse. Thus, those who participate in decision—making would view

harassment as more serious because of a larger difference between their expectations and

their actual experiences.

Moreover, participation in decision-making fiom superiors should also decrease

victims’concem about negative reactions fiom other coworkers. Because participation in

decision—making can create a sense ofempowerment (Spreitzer, 1996), empowerment

. should lead individuals to reduce their dependency on other members in sustaining

successful work outcomes. Second, as participation in decision-making can increase felt

obligation (Salancik, 1977), those who do participate would feel obligated to report

organizational misconduct and thereby to preserve the organization. This should lead

individuals to prioritize goals by putting organizational benefits (exposure ofwrong

doing) above and before concern about how others would view themselves. Hence, they

should feel less concerned about being evaluated negatively. Moreover, because

participation in decision-making contributes to perceived organizational fairness (Witt &

Myers, 1992), perceived fairness should also motivate individuals to expect that

organizational authorities would be responsive to their complaints and prevent them from

retaliation. Based on the above arguments, it was expected that

H 3a. The Thai female officers will be more likely to perceive that they have lower
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level participation in decision-making, compared to the American female officers

H 3b. Perceived participation in decision-making will be positively related perceptions

of sexual harassment such that female officers who perceived higher level ofparticipation

in decision-making will view sexual harassment as more severe, compared to female

officers who perceived lower level of participation in decision-making.

H 3c. Female officers who perceived more participation in decision-making will report

less concern about negative social reactions, compared to female officers who perceive

lower level of decision-making in organization.

The Organizational Sexual Harassment Policy Model: Perceptions of Sexual

Harassment as a Policy Violation

' Another source of variability of perceptions of sexual harassment may be formal

organizational norms regarding sexual harassment. Previous research has identified

important features of sexual harassment differently. For example, Livingston (1982)

identified four core components ofresponsiveness policy, (a) definition ofunacceptable

behavior, ranging from general to specific instances of sexual harassment, (b) a statement

conveying disapproval ofthe acts, (c) a discussion of the negative consequences of sexual

harassment, and (d) a corrective or disciplinary sanctions that will be followed. Connell

(1991) argued that components of effective sexual harassment policies should include (a)

statement ofprohibited conduct, which provides examples of sexual harassment, (b)

specific schedules ofpenalties for each behavior, (c) clear complaint and investigation

procedures, and (d) establishing training and education that acknowledges sexual

harassment. Rowe (1996) recommended that policies should define sexual harassment,

describe management responsibilities, address options of the victims and address the role
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ofcomplainants, respondents, supervisors and bystanders.

Although there are many components oforganizational policy that may affect victims’

responses, most researchers emphasized the need to buildshared definitions ofthe acts as

wrong, through providing meaningful sanctions to the perpetrator, which helps employees

to develop less tolerant attitudes toward sexual harassment and inhibits them from

committing sexual harassment (Connell, 1991; Livingston, 1982). Erickson (1966) wrote

that formal prohibition ofthe acts can establish and maintain social norms and help

regulate members’ behaviors. From the standpoint ofthe victims, the prohibition ofthe

acts and specification of sanctions would contradict “myths of sexual harassment” and

“victims blame attitudes” and motivate victims to confront sexual harassment. O’Meara

(1989) argued that cross-sex interaction rules are generally ambiguous, when norms are

unclear, vague, confusing and opened to interpretation. The ambiguity can lead many

victirrrs to feel concerned for how others might take it (Popovich, 1988; Livingston,

1982). The inability to determine precisely what acts deserve attention may increase

victims’ unwillingness to trust their own feelings. In this respect, organizational

initiatives that attempt to establish shared definitions are important for facilitating

victims’ disclosure behaviors (Popovich, 1988; Livingston, 1982).

Results from research that examined the role ofpolicy was consistent with the view

that policy may regulate group norms regarding sexual harassment and lead to more

favorable organizational outcomes. For example, Zlotnick (1994) analyzed data obtained

from 91 schools in the U.S. during 1990 to 1991 and found that schools where

organizational policies had been in existence the longest, had the most means of

disseminating sexual harassment education and information to members and used more
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disciplinary sanctions in formal procedures in sexual harassment cases, had higher

complaint rates. Similarly, Gruber and Smith (1995) found that when the organization

developed more extensive methods for dealing with sexual harassment, women were

more likely to respond assertively.

The police organizations in the United States and Thailand differ clearly in terms of

sexual harassment policy. In the United States, the vast changes in women’s opportrmity

in the workplace and awareness ofwomen’s rights have resulted in legal changes that

require organizations to consider the needs ofwomen, including the consideration of

sexual harassment. As a result ofEEOC guideline which place the responsibility of

sexual harassment on organization and previous lawsuits regarding sexual harassment in

a series of court cases, most organizations in the U.S. have been forced to establish

organization sexual harassment policies and grievance procedures in accordance with the

law. Accordingly, these organizations are required to establish definitions of sexual

harassment and communicate them to employees. In Thailand, although sexual

harassment has received some attention, it has not yet been defined explicitly and has not

yet become an issue in government agencies. Individuals are left to define those

harassing behaviors by using their own views. Therefore, it is very likely that

organizational response to cross—sex interactions will differ for Thailand and the U.S.

Even though previous research on organizational policy found that policy may help

facilitate victims’ disclosure behaviors, no research has examined whether policy might

Operate through victim’s perceptions. Jocobi (1999) argued that victims oftentimes

experienced role conflict and role ambiguity between their own feelings and

organizational roles with conflicting expectations (e.g., I feel angry, but my role as a
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subordinate is to be polite to my supervisor). Such conflicts, then can lead victims to feel

confused about what to make out ofthe situations. Thus, when organization policy

exists, it may help victims validate their own feelings andlevaluate the behaviors more

critically. In addition, given that policy is designed to limit the problems ofharassment,

victims in organization where policy exists may feel strongly bothered by sexually

harassing behaviors in their organization since the existence ofpolicy should be

associated with the expectations that these behaviors should not have happened.

Consistently, in the ethical decision making framework (Jone, 1991), formal prohibitions

ofbehaviors can affect social behaviors due to the fact that formal prohibition can

heighten moral intensity cognitions. Moral intensity cognitions can further lead to the

likelihood that one will evaluate certain acts as morally reprehensible, which is viewed as

important for deterrrrining the likelihood that one would refrain from these acts, would

intervene with those acts, and would help the recipients and condemn. the wrongdoer.

Moral intensity involves judgments based on six dimensions; (a) social consensus, which

refers to perceptions of social disapproval ofthe acts as wrong, (b) proximity, which

refers to the feeling ofnearness with victims ofthe act, (c) the magnitude of

consequences ofthe act, which refers to harm done to the victims, ((1) concentration of

effect, which refers to the numbers ofpeople affect by the acts, (e) probability of effect,

which refers to probability that the act will actually occur and that it will cause harm, and

(Otemporal immediacy, which refers to the length oftime between the present and the

onset of consequences ofthe acts. When the acts are formally prohibited, moral

cognitions become salient and individuals are more likely to disapprove ofthe behaviors.

Victirns’ awareness that organizational policy prohibits sexual harassment might make
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them more likely to interpret the event as severe.

There is also a reason to expect the link between organizational policy and victims’

concern about social reactions. Organizational policy has been viewed as helping others

to view sexual harassment from the victim’s perspective (Kulik, Perry & Smidtke, 1997).

Thus, supportive reactions may be anticipated in the place where organizational policy

exists. In prior research conducted on military settings, when organization policies and

procedures took several steps to deal with sexual harassment (e.g., having penalties

against the harassers, providing training for personnel, publicizing how to file complaints

procedures), sexual harassment complainants also indicated that organizational

authorities were more responsive to their complaints (Dubois et a1, 1999). This suggests

that policy can lead to more positive social reactions to the victim and help reduce

concern about negative social reactions. Thus, it was hypothesized that.

H 4a. The Thai female officers will be less likely to perceive sexual harassment as

prohibited by organizational policy, compared to the American female officers.

H 4b. Female officers who perceive sexual harassment acts as prohibited by

organizational policy will view sexual harassment as more severe than those who do not

perceive sexual harassment acts as prohibited by organizational policy.

H 4c. Perceptions of sexual harassment acts as prohibited by organizational policy will

be negatively related to concern about negative social reactions.

Perceived Severity

Given that varying attitudes ofwomen and the organizational context in which they are

located are expected to influence individual’s interpretations of sexual harassment in

terms of its severity, the remaining question is how perceived severity might influence
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victim’s reactions to sexual harassment. The explanations for the links ofthe two can be

viewed from the stress-coping literature. Research that has considered perceived severity

of sexual harassment in explaining victim’s responses generally behavioral responses of

the victims as reactions to stressful event, or what is called coping responses (Fitzgerald

et al., 1997; Lazarus & Folkrnan, 1984). In this view, subjective experience with the

event that is responsible for how individuals react to it. Upon encountering negative

events, including events in the context of social relationships, individuals spend time

calculating how problematic the event is for them. In so doing, individuals do not make

the decision in a vacuum, but bring with them goals, assumptions and expectations

(Nurius et a1, 2000). Lazarus and Folkrnan (1984) explained that in this process,

individuals may engage in three types ofjudgrnents including (a) to what extent the event

facing them is relevant or non relevant, (b) to what extent the event is benign-positive,

and (c) to what extent the event is stressful. First, when individuals. have no stake in the

outcomes, the stimuli are viewed as irrelevant. In this case, reactions to the events may

not occur. Second, when individuals appraise the event as positive, the stimuli are

viewed as benign. In this case coping might not occur since the stimuli is not viewed as

aversive. Finally, in making a decision about how stressful the stimuli is, individuals

engage in three sub-process of evaluating harm/loss, threat and challenge. We calculate

the impact of costs that results from the event in terms ofwhether the situation touches

on social-esteem, self-esteem, and moral values. In harms/loss analysis, we evaluate

damage that had been done. For threat appraisal, we calculate future costs. Ifthe event

has not yet damaged an individual’s self or social esteem but may create potential damage

to the person in the firture, the event would be construed as constituting a threat. Finally,
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when threat appraisals occur but individuals view that it could offer them the opportunity

to learn and increases their sense ofmasterly, the event could be interpreted as a

challenge. In this case, positive emotions might be experienced. Along with these

processes, Nurius et al (2000) explained that when negative outward focused emotion is

experienced, it tends be associated with the decision to deal with the violators

defensively.

Psychological reactance theory also has been used to explain how perceived severity

might influence victim’s responses to sexual harassment (Moore, 1995). Psychological

reactance theory maintains that peOple prefer a sense of control (Worchel & Brehm,

1971). Greenberger & Strasser (1991) explained that control refers to “an individual’s

belief at a given point in time, in his or her ability to effect a change in a desired

direction” (p. 11). Loss ofpersonal control can be externally induced. Externally

induced loss ofcontrol may occur when one is denied freedom of action, when the

envirOnment posts constraints upon the individuals and when the event is salient. In these

situations, when personal freedom is threatened, individuals will evaluate the magnitude

ofoutcomes that are forced upon them. When loss ofcontrol is experience as severe,

motivational arousal will be strong, and individuals will be more motivated to engage in

behaviors aimed to reestablish control in the situation. However, this theory also argues

that when we enter the situation, we bring in differential expectations ofcontrol. Those

who have higher expectations of control may experience more 1055 of control due to the

discrepancy between expectations and the limited control induced by the situation. For

example, people with trait anger and self-esteem are more likely to experience

psychological reactance than their counterparts, and hence more likely to engage in
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» defensive reactions (Hong & Giannakopoulos, 1994).

IfThai women are anticipated to have more traditional gender role beliefs, higher

interdependent view of self, lower independent view of self, less participation in decision

making and less likely to perceive sexual harassment acts as prohibited by their

organizational policy and these features are anticipated to be associated with perceived

severity, it is not unreasonable to expect that Thai women will view harassment as less

severe. Moreover, since in the Thai society, social awareness about sexual harassment is

Iirnited, it is possible that Thai women will feel less negative towards harassment as they

may bring with them lower standard ofmen’s behavior when making judgment about the

behaviors. In support of this view, the literature suggested that people in countries where

social awareness regarding sexual harassment are less extensive appear to be least

sensitive to the harmfulness of sexual harassment. For example, Brazilian students more

Often viewed several acts that could be construed as harassment by professors as harmless

than did U.S. students (DeSouza, Pryor & Hutz, 1998). Neale (1991) compared

Perception of sexual harassment of Asian students (students fi'om China, Taiwan, Korea,

Vietnam and Japan) and American students and found that when presented with scenarios

0n a video, American male and female students more often found the scenes to be more

inappropriate, threatening and difficult to handle.

Studies that examined reactions of sexual harassment to harassment showed that

PErceptions ofthe behaviors was an important factor in determining reactions to

harassment (Brooks and Perot, 1991; Welsh, 1997). Using a scenario approach, Sullivan

and Bybee (1987) examined the connection ofthe severity of an event to victims’

definition of the event, which in turn was expected to influence victims’ responses. They
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constructed scenarios depicting sexual harassment of a male instructor against a female

undergraduate student. Scenarios described mild harassment (reading a pornographic

magazine, staring at the student’s breasts, posting offensive poster on the door), moderate

harassment (unwanted touching, making sexual remarks about the student’s appearance

and private life and suggestive looks), and severe forms ofharassment (physically

touching, threats of failing the students or not accepting the student in graduate schools if

she was not sexually cooperative). Rather than asking the student respondents how they

would react, the respondents were asked about the likelihood that a female student would

report the incident to an authority. Objective severity was correlated with perceived

severity, which in turn influence the respondent’s expectation that the female student

would report sexual harassment to an authority.

A study conducted by Brooks and Perot (1999) also highlights the importance of

perceived severity ofharassment in explaining the effects ofmany victim’s characteristics

on victim’s responses to sexual harassment. The researcher hypothesized that women

who are older, married, and who endorse feminist ideology (holding more liberal views of

women) and women who had been frequent targets of sexual harassment, would perceive

their sexual harassment experience as more severe, which in turn leads to a higher

likelihood ofreporting. It was found that perceived severity, measured in term of

offensiveness, accounted for most ofthe variance in the model. Perceived offensiveness

ofthe experience also mediated the relationship between feminist ideology and reporting,

as well as victimization frequency and reporting. Although perceived offensiveness could

not explain the effects ofage and martial status on victim’s responses as expected, the

authors speculated that it is perhaps because these two factors were highly correlated with
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feminist ideology. Based on the theoretical rationale and the existing empirical data, it is

expected that

H5a. Thai female officers will evaluate sexual harassment as less severe, compare to

American female officers.

H5b. Perceived severity of sexual harassment is positively related to female officers’

use of assertive responses and negatively related to female officer’s use of passive

responses.

Concern about negative social reactions

In addition to perceived offensiveness, concern about social reactions should also be

crucial in determining reactions to harassment. Knapp et al. (1997) suggested that

individuals’ expectancies concerning outcomes associated with reporting sexual

harassment should influence reporting. Costs stemming form negative social reactions

has been cited as an importance factor that inhibits victims from adopting direCt strategies

for handling sexual harassment (Martin, 1978; Wong, 1984). Unfortunately, assertive

responses tend to be associated with various costs or no benefits for victims. About 33%

of victims who took formal action in the USMSPB’s study indicated that it made things

worse for them, while 66% indicated that talking to someone made no difference

(Livingston, 1982; USMSPB, 1981). Actually, several victims who had reported sexual

harassment to an authority were subjected to further harassment (Benson & Thompson,

1982) and perceived the organization as even less fair than those victims who did not

report (Adams-Roy & Barling, 1998).

Several authors explained why people may not be responsive to the victims and

evaluate the victims negatively. Lerner (1971) wrote that observers are motivated to
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assign blame to victims in order to preserve their view that the world is in order and that

people get what they deserve, which could let them maintain the sense that the world is

predictable. Other scholars (e.g., Somers & Clementson-Mohr, 1979) explain many

people endorsed sexual harassment myths. Sexual harassment myths are beliefs that; (a)

sexual harassment is a personal matter, (b) women asked for it, (c) sexual harassment

charges were used to get back at men when relationships turn sour, ((1) sexual harassment

does not happen frequently, (c) it is a natural attraction between men, and (0 women can

simply ignore it. Myths have been viewed as contributing to lack of sensitivity towards

victims of sexual harassment. Marin & Guadagrro (1999) argued that when women

responded assertively they were blamed, because gender role expectations are that women

are passive and affiliative, not assertive and independent. Accordingly, women who

behave assertively are generally subjected to public scrutiny, in addition to being blamed

for being harassed. Littler -Bishop et al.(1982) in a simulated study provided the

respondents with scenarios involving a women who had been subjected to harassment and

found that women who had experienced more severe forms ofharassment were evaluated

by the respondents as less likable and less desirable than those who had experienced

milder forms ofharassment. Observers also perceived women who reported sexual

harassment as less trustworthy, less feminine and less likable (Marin & Guadagno, 1999).

Especially, when the parties involved have been engaged in competition for a job, and

when the complainant was viewed as having a feminist orientation, the female

complainants were judged as having negative motivation for reporting sexual harassment

(Summers, 1991).

In a male dominated organization such as policing, it is not unreasonable to expect that
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members would not be supportive ofthe victims. According to Shaver’s defensive

attribution theory (1970), observers will attribute causality to events in a way that

minimizes the possibility that they would be held at fault. Because sexual harassment

usually involves female victims and male perpetrators, men, who are typically accused of

harassment, would tend to use defensive attribution. For example, male observers were

more likely than women to assign blame to the victim and to perceive that the

complainers are overreacting (Kenig & Ryan, 1986). Gruber (1997) explains that in male

dominated occupation such as policing, where male-related attributes such as aggression,

risk taking, and manual dexterity are valued, hostility and sexist and aggressive behaviors

towards women flourish. In this type of environments, men tend to use their masculinity

.. to create male bonding. Sexuality and dominanceare enmeshed and used to display their

' domination. Additionally, the nature ofpolice organization, where there are many rules

’ to obey and officers need to rely on one another for self-protection both fiom

administrators and danger from the job, have contributed to the strong influence of group

norms in determining the day to day experience with group members. The need to

depend on work group support may make women particularly concerned about how

coworkers view them, and their responses to sexual harassment.

However, the extent to which coworkers respond negatively to victims may be

different in Thailand and the U.S. In Thailand, social awareness of sexual harassment is

more limited due to the limited discussion ofharassment either in general society and

within police organizations. Under this condition, coworkers may view harassment as

trivial and view women who used assertive reactions as overreacting. On the contrary, in

the U.S., female officers may experience less negative social reactions since other
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members may understand the seriousness ofharassment. Prior research on observers’

perceptions of harassment reported that American observers view harassment as more

serious than Asian observers (Neale, 1991) and when the behavior is evaluated as serious,

observers more often disapprove of the perpetrator (Jones & Remland, 1992), anticipate

that a victim will report sexual harassment (Sullivan & Bybee, 1987), recommend a

severe penalty for the perpetrator (Mangione—Lambie, 1994) and intervene with the

situation by providing emotional support, testifying as a witness, and telling the actor to

stop (Sperry & Powell, 1999). Thus, negative reactions associated with the lacks of

social awareness of the seriousness ofharassment in Thailand may lead to higher concern

about social reactions among Thai victims.

Research on rape and sexual harassment in other settings found that perceptions of the

beliefs of significant others are an important factor in decision making about reporting

(Collings, 1987; Feldman-Summers & Ashworth, 1981; Feldman-surnmers & Norris,

1 984). In sexual harassment research, Adams et al. (1983) examined victims’ responses

and found that there are many reasons that non-response is explained by different factors.

Many victims indicated that they did not report sexual harassment because they believed

that they might suffer retaliation (13%), because they might not be believed (19%) and

that they would be treated as if they did something to cause the harassment (41%). Prior

research in police settings (Wong, 1984) found that although the harassers do not signify

threats, many female officers, particularly, those who are young, and are rookie officers

feel reluctant to communicate their displeasure. These women sometimes feel that they

Will not receive support from other women because group sanctions in this environment

are so strong that other female officers would not want to take a risk in being isolated
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further from the organizational networks. Furthermore, the code of silence prohibiting

reporting misconduct of other officers, which developed because police work requires

interdependency, also increases the chances for negative reactions to a woman who calls

attention to sexual harassment. Martin (1978) found that many women have to find ways

to resist sexual harassment without creating resentment. Therefore, it is expected that

H6a. The Thai women Officers will have higher concern about negative social

reactions than the American female officers.

H 6b. Concern about negative social reactions are negatively related to female officers’

use of assertive responses and will be positively related to female officers’ use ofpassive

responses.

National Differences on Reactions to Sexual Harassment

Given that perceived severity ofharassment and concern about negative social

reactions are expected to differ among women in the two countries such that female

officers in Thailand are expected to perceived sexual harassment as less severe and have

higher concern about social reactions, it is believed that reactions to sexual harassment of

female officers in the two countries will be different, and Thai women will be less likely

than American to adopt assertive strategies and more like to adopt passive strategies in

handling harassment, compared to American women.

H7a. Thai women will be more likely to indicate that they adopted assertive strategies

in dealing with harassment and less likely to indicate that they adopted passive strategies

in dealing with sexual harassment.

In sum, prior literature has depicted Asian cultures as different from western culture in

many aspects. Asian cultures have been viewed as having social arrangement practices
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that promote gender role stereotype beliefs (Ganguly,l997; Mori et a1, 1995), favor the

development of interdependent view of self, rather than independent view of self

(Kitayama et al., 1997), limit participation in decision making of subordinates (Chen &

Ditomaso, 1996; Hofstede, 1986) and have limited social awareness of sexual harassment

in organizations (Bhatiasevi, 1998). Given that judgments ofproblematic event and the

decision to handle it can be determined by goals, assumptions and expectations

individuals bring in interpersonal situations (Nurius et al, 2000), it was expected that

these features will influence the ways individuals interpret and react to harassment such

that these features will lead female officers to trivialize sexual harassment and have high

concern about negative social reactions. The low perceptions of severity and higher

concern about social reactions were then expected to decrease assertive reactions and

increase passive reactions to sexual harassment. In addition, compared to American

female officers, Thai female officers were anticipated to find sexual harassment less

offensive, report higher concern about social reactions, less incline to use assertive

reactions and more incline to use passive reactions in responding to harassment.
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Chapter 3

Research Methodology

Participants

Participants in this study involved a convenience sample of 106 female law

enforcement Officers in United States and 109 female Officers Thailand who are full-time

sworn officers during Summer and Early Fall 2002. After receiving a list ofwork

schedule and the locations of female officers who would be available from the police

departments that agree to participate in the study, the researcher planned a survey

administration session by meeting with these female officers before or after their work

schedules at their respective police agencies. Because there were some female officers

Who were having a long vacation or were in training, the police departments had arranged

for the investigators to meet with only those female officers who were available at the

time during the survey administration process, which lasted approxirnately one to two

weeks for each ofthese law enforcement agencies. These meetings provided an

opportunity for the researcher to meet with female officers and invite them to participate

in the study voluntarily. Therefore, the participants in this study were self-selected

participants who came from law enforcement agencies whose administrators had agreed

to participate in the study.

Given that the focus is on policewomen’ reactions to sexual harassment by male

Officers, the target population is female officers who work in law enforcement agencies in

U.S. and Thailand who are victims of sexual harassment. Ideally, it would be desirable to

I‘andomly select women officers from different law enforcement agencies throughout the

“no countries who are victims ofharassment or randomly select the police departments
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that will be representative of the police departments in the two countries to maximize the

chance that the sample is representative ofthe population. However, as Kauppinen-

toropainen & Gruber (1993) suggested, in practice, random sampling techniques were

impractical when the researchers were unable to gather an exhaustive lists ofpotential

respondents. Due to the fact that those techniques may necessitate that the participants

complete the survey on their own, as selected participants may be working in different

parts ofthe countries, such techniques may limit the opportunity to clarify the meaning of

a particular question when the participants have problems in terms ofinterpretation and

generate low response rates. Therefore, it is considered that nonrandom technique, which

allows the study to collect the data from the place where there is concentration of female

officers would be more appropriate for practical purposes.

In the U.S., originally, female officers were drawn from 5 law enforcement agencies in

a mid western state. These participating agencies consisted of 2 Sherist departments, 2

police departments and one state owned agency. Based on a total of 121 female officers,

4 female officers or 3.31 % of these officers refused to participate in the study, due to

two reasons; (a) time limitations and (b) concerns for anonymity ofthe respondents.

Eventually, paper and pencil questionnaires were administered to the remaining 117

female officers who were willing to participate in the study. Thus, the overall response

rate was high, as 96.69% the potential participants completed the survey. Nevertheless,

based on the total of 117 returned questionnaires, 11 were removed from analysis because

the participants indicated that they have never experienced sexual harassment within the

past 2 years. Therefore, the analysis reported here therefore rely only on data from the

remaining 106 participants, who can provide the information about their past reactions to
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sexual harassment.

The American sample ranged in age from 21 to 63 years, with a mean age of 35.66

years (_S_D_ = 8.08). The ethnic composition for the American sample was 69.8 % White,

23.6%, Afiican American, 3.8 % Hispanics, 1.9 % American Indian, and l % other.

About halfof the participants were married (49.1 %), while those who are single makes

up 35.8% and those who are divorced or separated constitute 15.1%. In term of

education, 37 % had educational level less than undergraduate level, while about half or

54.7% had undergraduate degree and 8.5% had completed graduate degree.

These female officers performed a wide variety types ofwork including patrol work,

supervising inmates and administrative functions. Forty-three percent of the participants

were assigned to perform traditional police work including patrol, detective work and as

community liaisons, while 23.6% were assigned to supervising inmates in the jail. About

27% performed administrative functions including managerial works and clerical works.

Finally, about 4 % were court officers. Most ofthese court officers indicated that their

current responsibilities involved maintaining courtroom security and transporting inmates

to courts, and indicated that they had been previously assigned to street work or

correctional work.

The ranking composition of the sample also mirrors the pyramid shape of the

Organizations. Seventy-five percent ofthe respondents are in the positions ofofficers or

deputy, 14 % were sergeant, while 11.3 percent had a position of lieutenant or above.

Nearly half (44 %) of female officers reported having supervisory experience. The mean

tenure working for a current department was 10.23 years (S_D = 6.3 8) and the range was 1

Year to 29 years. A majority ofthe respondents planned to stay in police work until
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retirement (76.4%). Most of female officers indicated that their work requires them to

interact primarily with male coworkers rather than female coworkers (88.7%), while small

proportions of female officers indicated that their work requires them to interact equally

with male and female coworkers (5.7%) or interact more with female coworkers rather

than male coworkers (5.7%).

For the Thai participants, female officers were drawn from four police departments.

Two ofthese police departments were located in Bangkok, one department was located in

the suburb ofBangkok and one department is located in the northeast of Thailand.

Initially, a total of 129 female police officers in these departments who were available at

the time ofthe survey administration were invited to participate in the study. Ofthese

1 29 female Officers, 7 participants or 5.42 % disagreed to participate in the project. The

reasons given for not participating were similar to those ofthe Americans, while an

additional reason provided was that they did not think they could provide relevant

information, as two female officers had been assigned in the current department less than

a week. Hence, the response rate of this sample was also high, given that 94.57 percent of

the potential participants have agreed to participate in the study. Ofthe remaining 122

female officers who completed the surveys, 2 female officers did not provide complete

l‘eSponses on the survey, while 11 participants indicated that they have never experienced

harassment by male officers within the past two years. Accordingly, the analysis here

focuses on the remaining 109 participants.

All ofthe Thai participants performed supportive functions, which are similar to

Work performed by civilians in American law enforcement agencies. Their work

responsibilities ranged fi'om teaching, writing specific projects assigned to their unit,
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clerical work, accounting, printing services. This is because female officers in Thailand

have not yet been employed to perform traditional police work, therefore, theirjob

responsibilities are primarily different from female officers in the United States who

performed men’s work. Unsurprisingly, their job requires them to perform in a more

female dominated environment. About 57.8% indicated that their work routine requires

them to interact primarily with female coworkers, while 16.5% reported that their work

routine requires them to interact equally with both female and male coworkers. The

remaining 25.7% indicated that they interact more with male coworkers rather than

female coworkers.

The rank composition of the Thai sample does not differ much from the American

sample. The rank composition of female officers was 62.4% low ranking officers (non-

commissioned officers), 23.9 % medium level officers (Sublieutenant to Captain), and

l 5% high ranking officers (Major or above). Only about 29.4% ofthe Thai sample

reported that they had some supervisory experience. The mean tenure working for a

current department was 6.88 years (SD = 5.14) and the range was .25 to 28 years. This is

lower than the mean tenure found in the American group. Perhaps it may be because in

Thailand female officers were also subjected to rotation to different police agencies. As

such, their departmental tenure tend to be lower, compared to the American counterparts

who tended to work in the same agency throughout their career. About 65.1% ofthe Thai

participants plan to remain in police work until retirement and 10.1 percent did not plan to

do so. Twenty—five percent indicated that they were undecided. Therefore, for both

samples, many participants planned to remain in police work until retirement, although

fewer Thai female officers indicated so than the Americans (65.1% as opposed to 88.7%).
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Although in both samples, most ofthe participants were in their thirties, the Thai

sample were slightly younger than the American participants, as the mean age for the Thai

sample 33.07 years, SD = 5.87), with a range of ages of 24-49 years. The Thai officers

did not differ from American officers in terms ofmarital status, except that there are

fewer participants who were divorced. The data revealed that nearly half ofthe

participants were married (45.90%), with 46.89 % single and 7.3 % divorce or separated.

Regarding their educational background, more Thai female Officers, than American

female officers have education at undergraduate degree level; about 17.4 percent had

educational level lower than undergraduate degree level, while an overwhelming majority

(74.3 %) had undergraduate degrees and about 8.3% had a graduate degree. The

overrepresentation of female officers with undergraduate degrees is unexpected, given

that college degree education is not a requirement for becoming a non-commissioned

officer, who constitutes a majority ofthis sample. This may be that due to the job stability

ofgovernmental agencies, many female officers who are overqualified in terms of

educational requirements may be willing to seek employment in police agencies.

Ideally, the characteristics ofthe samples should be similar in order to compare their

reactions to harassment. It should be noted that in the present study, some demographic

differences were found between the Thai and the U.S. samples, specifically in educational

level, age, organizational tenure, job type, and supervisory experience and

men composition in the work group. The Thai sample tended to have an undergraduate

degree, lower average age and lower organizational tenure. They also perform non-police

work in a more female dominated environment and fewer ofthem had supervisory

experience. However, these differences seemed to simply reflect different characteristics
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ofthe population of the female officers in the two countries. In the U.S., although

policewomen were first employed in special functions, for example support frmctions,

investigating crimes against other women or handling juvenile and women offenders,

after women sued police agencies in efforts to have equal employment officers were they

hired for road patrol. In Thailand, women have been utilized in the police force less than

4 decades and their responsibility involves non-traditional police work. Therefore, they

tend to be younger, have lower organizational tenure, compared to the American sample

and worked in administrative functions. The lack ofpolicy on women’ issues has also

limited their experience as supervisors, and the stability ofjobs in the government these

days have led many to be overqualified in terms of education.

However, it is believed that these differences do not interact with the variables in the

model in influencing the results. Watsi et al. (2000) recommended the inspections of

correlations of demographic characteristics with outcome variables as the rule ofthumb in

ruling out the influence ofdemographic variables on the results of the study. Ifthe

correlations of demographic characteristics that differ between the two sample and

outcome variables are minimal, the researcher can be more confident that these variables

have limited influence on the results of the study. In the current study, it was found that

there was only one significant correlation of demographic and outcome variables (the

correlation between supervisory experience and assertive reactions was -.21 for the U.S.

group). These correlations were much weaker than the variables in the framework

hypothesized to influence each outcome variables. Therefore, it is believed that the

results of the study are not due to the demographic differences.

lOO



Procedure

Initial contacts with police administrators ofthe participating agencies were made

during Summer 2002. The participating agencies received all of the documents pertaining

to the study including the survey, as well as anticipated risks and benefits ofthe

participants from participating in the study. After permission fi'om each ofthe police

department had been granted, the survey administrators met with female officers in a

small group (2-10) at their organizations during their regular working hours. The

potential participants were then invited to participate in the study and, ifthey agreed, they

filled out the survey in their respective organizational settings, which took about 15 to 25

minutes.

In the U.S., the researcher administered the survey at each ofthe police departments.

In Thailand, a female officer at each of the four police departments was contacted to

administer the survey. These officers were chosen because of their familiarity with other

female officers within the department, which was expected to facilitate the recruitment

process and reduce the participants concerns about privacy of their data. Prior to

collection of the data, these pre-selected female officers were asked to sign the contracts

stating that they will keep all of the obtained information confidential, and that the

subjects they solicited would participate in this study on a voluntary basis. They were also

required to mail the packets back to the researcher in the United States directly, without

examining those materials. Prior to the administration ofthe survey, all ofthese four pre-

selected female officers were instructed to follow the standardized instructions to ensure

that all of the respondents understand the procedures in the same way.

In both countries, the survey administration process begins with the introduction that
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the researcher was conducting a study on social interactions of female officers and male

officers in the work place and would like to invite the participants to participate in the

study. The survey administrator informed the potential participants that their participation

needed to be voluntary and that all oftheir information would be kept confidential. The

participants were asked to read the informed consent statement (See Appendix A and B)

and go over the survey in order that they could decide whether they wanted to participate.

Those who agreed to participate were then asked to stay and fill out the survey, while

those who did not agree to participate were dismissed. After the participants completed

the survey, they were asked to put it in the envelop provided, sealed it and handed it to the

adrrrinistrators. Then, a sheet ofpaper containing debriefing statements were presented to

the participants to inform them that the actual purpose ofthe study is to compare Thai and

the U.S. policewomen’s reactions to sexual harassment. Additionally, the participants

were informed about private organization they may contact, if they want to talk to

someone about sexual harassment.

Instrumentation and Translation

The participants were asked to complete a questionnaire, which was used to assess the

variables of interest in the study including (a) reactions to sexual harassment, (b) gender

role stereotype beliefs, (c) self-construals, (d) participation in decision-making, (e)

perceptions oforganizational policy, (0 perceived severity, (g) concern about social

reactions, and (h) sexual harassment experiences. However, because the original

questionnaire was in English, the original survey was first translated into Thai.

All items in the questionnaires were translated from English into Thai by the author

and modifications have been done based on suggestions of three Thai female graduate
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students at Michigan State University. These three students are majoring in Packaging,

Architecture, Linguistics. The diversity in educational background was an advantage

because skilled translators often fail to understand words and phrases used by lay people.

Due to the nature ofthe questionnaire, especially the Sexual Harassment Experiences

questionnaire, which contains some items that‘have no equivalent vocabulary, the

translation was based on consideration of the meaningfulness ofthe questions in the Thai

context rather than word by word translation. Another commonly used method, back-

translation, would yield a translation similar to the English but potentially would be

meaningless to the participants. As Herrera, DelCampo & Ames (1993) suggested, back-

translation “can have reasonable conceptual similarity to the original version, although the

original translation may be ofpoor quality” (p.357).

Accordingly, the first task was to make the items meaningful to the Thai population.

For example, in Thailand, for lay people there is no term for sexist language. However, a

person who used sexist language is considered as a person who used language in a

manner that degrades women. Accordingly, the English word was replaced with phrases

so that the meaning is clearer to the Thai participants. Another example is in Thailand the

word “suggestive materials” is depicted by materials that are precarious or dubious in

nature. In order that the questionnaire items will make sense to the respondents, the

translation cannot be word by word. Although, ideally it might be important to maintain

the original version ofthe questionnaires, it is considered here that in some cases, this

goal needs to be compromised, otherwise, items that do not make sense to the respondents

may yield results that are ambiguous and not meaningful to interpret.

Following the procedure recommended by Wallace and Brislin (1973) ofback
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translation, the Thai version of the questionnaire was presented to a bilingual person, who

was asked to translate it back into English. At this stage, all of the original interpreters

were asked to compare the original survey and the translated survey to see if the

translation yields acceptable equivalent meanings. Most ofthe items fi'om preexisting

scales yield acceptable similar meanings. However, there were certain discrepancies

between the original English version and the second English version. Most of the

discrepancies stem form the fact that the instruction concerning reactions to sexual

harassment from the original English version for this study was not worded clearly, which

resulted in some misunderstanding of the instructions, when the Thai version was

translated back into English. Accordingly, both the original English version and the Thai

version were slightly revised.

Measures

Reactions to Sexual Harassment

The dependent variable in this study is reactions to sexual harassment. Therefore, to

assess this variable, it is necessary to assess sexual harassment experience so that the

respondents can use a particular incident to indicate their reactions. Sexual harassment

experience was assessed in terms ofhow individuals reacted to the worst case experience

of sexual harassment for each ofthe three types ofharassment (gender harassment,

unwanted sexual harassment and sexual coercion) that happened to the participants

within the past two years.

In keeping with other studies which assessed sexual harassment events by adopting

the tripartite model of sexual harassment, the sexual harassment experiences

questionnaire (Fitzgerald, Gelfand & Drasgow, 1995) was selected to elicit victims’
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responses. The original SEQ (Fitzgerald et al., 1988) was developed based on Till’s

(1980) five categories of sexual harassment, which include gender harassment, seductive

behavior, sexual bribery, sexual coercion and sexual imposition. It was developed to

assess how Often the respondents experience each behavioral instance of sexual

harassment. For example, the first question asked the respondents “have you ever been in

a situation where a professor habitually told you suggestive jokes or told suggestive

stories or offensive jokes?.” The respondent then indicates the choice ofnever, once or

twice, sometimes, often or most ofthe times.

The SEQ has been widely used in previous research on victims’ responses to sexual

harassment (Morse, 1995; Welsh, 1997). Its psychometric properties have also been

established. Fitzgerald et al. (1988) piloted this early version of SEQ with 468 college

students in a nridwestem university and found that the Cronbach’s coefficient alpha was

.92 . The test-retest reliability ofthe questionnaire with 46 students over a two-week

period was .86. The items load on three factors, gender harassment, unwanted sexual

attention and sexual coercion. Later, Fitzgerald et al. (1995) shortened the original scale

for practical use but kept more sensitive items, resulting in 19 items for gender

harassment, rmwanted sexual attention and sexual coercion plus one criterion item (Have

you ever been sexually harassed?) The reliability yields a Cronbach’s alpha of .89.

Reliability coefficient were .86, .75 and .87 for gender harassment, unwanted sexual

attention and sexual coercion respectively. The new scale is called “SEQ”. The SEQ

version used in the present study is drawn from the one used in Jacobi’s study (1999),

which was slightly modified for assessing sexual harassment experience ofwomen in the

organizational context (See Appendix C, D, E and F). The SEQ has been cross validated.
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Gelfand, Fitzgrald & Drasgow (1995) examined the structure of sexual harassment by the

SEQ among three different samples; female college students in the U.S., working women

in the U.S. and female student in Brazil, and reported that the three factor solutions based

on the bipartite model was confirmed across settings (work versus education), and

countries.

Previous research has not yet established conclusively how responses to sexual

harassment should be assessed. Different studies developed their own taxonomies for

victims’ responses. For example, Bingharn and Scherer (1993) focused on 6 categories:

(a) filing a formal complaint, (b) informal discussion with external authority, (c) informal

discussion with an internal authority ((1) talking to co-workers, (e) talking to

friends/family and (f) talking the perpetrators. Gruber and Bjorn (1986) categorized

responses into three types: passive, deflective and aggressive. Following Matsui et al.

(1995), the current study focuses on behavioral responses that range from non-assertive

behaviors to assertive responses. Non-assertive responses focus on changing one’s own

behavior to modify the situations; assertive responses focus on modifying the behaviors of

the actor. The measures ofbehavioral responses include responses used in prior research.

Non-assertive responses examined here involve (a) going along, (b) ignoring the behavior,

(c) deflecting the perpetrator’s attention and (d) changing one’s own habitual ways of

doing things to avoid similar situations. Assertive responses include (a) reporting the

incident to an authority, (b) hinting displeasure to the person, (c) protesting explicitly and

(d) threatening the person with some negative consequences (See Appendix E and F).

For each ofthe response strategies, the respondents were asked to indicate to what

extent they agree that each ofthese strategies listed was used in the situation. The possible
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responses can range from 5 (Strongly Agree) to 1 (Strongly disagree). Although responses

to sexual harassment were conceptualized as a categorical variable by some prior

research, the view taken here is that it could be conceptualized as a continuous measure,

in which the responses are considered as similar or deviate fiom assertive or non-assertive

responses. This view has been taken by previous studies on women’s responses to sexual

threats on campus (Nurius et al., 2000) and increase the distinction between responses

that are highly assertive from those that are somewhat to minimally assertive.

In assessing reactions to harassment, the respondents were asked to report how they

reacted to the worst case of sexual harassment for each ofthe three types of sexual

harassment that happened to them within the preceding two years. Ifthe participant

reported having experienced one type ofharassment, their reactions to that particular '

incident were used in the analysis. Ifthe participants experienced more than one type of

harassment, their reactions to one type of incident were randomly selected to use in the

analysis. This is done because the alternative ofusing case base analysis may be

problematic due to the fact that different numbers of unit ofobservations (cases) are

nested under subjects. Therefore, the results may have been influenced by the patterns of

reactions ofthose participants who have several cases. In addition, the respondents were

asked to provide the identity ofthe perpetrators in these cases. The categories of

perpetrators are (a) direct supervisor, (b) higher superior, (c) coworker, or (d) subordinate.

In assessing the internal consistency ofthe two scales, assertive reactions and passive

reactions, it was found that the assertive reaction scale has acceptable internal

consistency, while passive reactions have unacceptable internal consistency. For the

assertive scale, the Cronbrach’s alpha for the American and the Thai sample was .76, and
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.68 respectively. For the non-assertive scale, the internal consistency for the American

and Thai sample was .34 and .19 respectively. When “going along” item was deleted

from the scale, the internal reliability coefficient for the American group was .61 and the

Thai group was .31. Due to low internal consistency of this scale for the Thai group, non-

assertive scores were formed and used in the analysis only for the American group.

Gender Role Stereotype Beliefs

Gender role stereotype beliefs were assessed by the 5-item measure used in thel993

General Social Survey (See Appendix G and H). This scale has been designed to measure

gender role behaviors. It assesses attitudes towards women’s role in the home, in the

office and in politics. A prior study conducted by Wright and Young (1998) found that

the Cronbach’s alpha ofthe scale is .81. This scale has been used to examine the

relationship between family structure and gender role attitudes in the adult American

population sample. The respondents coming from father headed single parent families

endorsed more traditional gender role attitudes than did the respondents coming from

families where both parents were present, while the respondents coming from female

headed single families endorsed more egalitarian gender role attitudes, than did those who

come fiom the families where both parents were present.

In assessing this measure, the respondents were asked to indicate whether they agree

or disagree with each ofthe five statements. Response options ranges from 5 (Strongly

Agree) to l (Strongly Disagree). The total scores were formed by summing responses

across items, with higher scores corresponding to higher traditional gender role beliefs.

The Cronbrach’s alpha was .45 and .58 for the American and Thai samples, respectively.

The inspection ofthe item-scale correlations indicated that for the Thai group, item 3 has
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low correlations with the scale. Once this item is dropped from the scale, the alpha for

Thai improved to .67. However, for the American sample, the internal consistency ofthis

scale with or without this item was still too low to warrant further analysis (45 and .39

respectively). Accordingly, the effect of gender role stereotype beliefs were assessed only

for the Thais but not Americans.

Self-Construals

Self-construals were assessed by using items constructed by Kim and Sharkey (1995).

The interdependent scale consists of 10 items. It tapped into the importance ofgroup

goals, modesty and connectedness with others. The independent scale consists of 8 items

and focuses on a sense ofuniqueness and independence, the tendency to behave

consistently across settings and concern for one’s own internal characteristics. The

responses can range 13cm 5 (Strongly Agree) to l (Strongly Disagree). These two scales

are presented in Appendix I and J. The scales were developed by revising items fiom the

original version created by Singelis (1994). The reliability of the revised version has also

been established, with the Cronbach’s Coefficient Alpha of .72 for interdependent scale

and .65 for the independent scale respectively. For the present study, the overall

Cronbach’s alpha for interdependent view of self is .72 for Americans and .65 for Thais.

The internal consistency for independent view of self scale for American and Thai is .61

and .65 respectively.

Participation in Decision-Making

Participation in decision-making was assessed by adapting the 5-item measure

developed by White and Ruh (1973) for assessing participation in decision-making. This

scale was originally developed to measure an individual’s perceptions ofopportunities in

109



making decisions affecting their work. Jeanquart~Barone (1996) reported that the scale

reliability was acceptable, with the value of Cronbach’s alpha of .88. In examining the

relationship between participation in decision-making and job attitudes among 2,755

employees in 6 manufacturing organizations, it was found that the two factors were

positively correlated. The effect was found to be robust independent ofindividual values

measured by the Rokeach value survey (White & Ruh, 1973).

For the purpose ofthe present study, this scale was adapted to indicate behaviors of

superiors as a group, rather than perceptions of individuals regarding their opportunities

to participation in decision-making. This is because supervisory practices are expected to

differ between the two countries. Designing the measure to tap perceptions of

supervisory practices in the department in general to represent organizational power in a

more global and stable sense, rather than focusing on practices ofan immediate

supervisor also had an additional advantage. In some cases, the immediate supervisor

may become harassers themselves; when they allow subordinates the opportunities to

influence their jobs, participation in decision-making may lead to non-assertive responses.

Due to the fact that behaviors of other supervisors towards oneselfmay better capture the

influence individuals have with people who include supervisors, peers and subordinates

within organization, it makes sense to focus on supervisors in general, rather than current

supervisors.

For the measure ofparticipation in decision-making, the respondents were asked to

give global ratings ofthe extent to which their supervisors in the organization behaved in

a way that encouraged them to have influence in their work. The response in this scale

can range from 5 (A great deal) to 1 (Not at all). Then, scores were formed by summing
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responses across items, with higher scores indicating higher participation in decision-

making. The adapted version is presented in Appendix K and L. The internal consistency

ofthis item was higher than previous research. The overall Cronbrach’s alpha for the

American and Thai sample was .91 and .94 respectively.

Perception of Organizational Policy Violations

Perception oforganizational policy violations was assessed by asking the respondents

to indicate if they agree that three worst cases they identified of sexual harassment,

including gender harassment, unwanted sexual attention and sexual coercion, are clearly

prohibited by their organizational policy (See Appendix E and F). For each type of

harassment, the respondents were asked to recall the worst case incident that happened to

them within the past two years and use that incident to decide if they agree or disagree

that their organizational policy clearly prohibited such act. If they have never experienced

any types ofharassment, they were asked to recall the worst case experience that

happened to other female coworkers that they were aware of, which could have happened

at any time, and rate to what extent those behaviors were clearly prohibited by their

organizational policy. The responses can range from 5 (Strongly Agree) to l (Strongly

Disagree). The total scores were summed across three types of situations, yielding a

composite score for this measure ranging from 1 to 15. The internal reliability for

American and Thai groups was .80 and .84 respectively.

Perceived Severity of Sexual Harassment

Perceived severity of sexual harassment was assessed by asking the respondents to

think ofthe worst case of sexual harassment that happened to them within the past two

years, for each type of harassment, and indicate how much they were offended by those
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behaviors (See Appendix E and F). In the case that the respondents had never

experienced any types of incident, they were asked to think ofthe worse case incident that

happened to their female coworkers, and imagine that if they were in that situations, how

much they would feel offended by it. This measure consists ofone item for each ofthe

three types ofharassment, resulting in 3 items for each subject. These three items were

then combined to indicate the measure ofpsychological definitions of sexual harassment.

The responses can range from 5 (Strongly Agree) to 1 (Strongly agree). The internal

consistency reliability coefficient alpha for this measure for the American sample and the

Thai sample is .63 and .64 respectively.

Concern about social reactions

Similar to perceived severity of sexual harassment, concern about social reactions

were assessed by asking the respondents to rate on a five-point Likert scale, for the three

cases of sexual harassment experience (See Appendix E and F). For each incident, the

respondents were asked if they called attention to the issue, to what extent were they

concerned that ifthey called attention to the situations, their coworkers would think of

them more negatively. In the case that they had never experienced certain types of

harassment, they were asked to think ofthe worse case that happened to their coworkers.

The responses could range from 5 (Strongly Agree) to 1 (Strongly Disagree). The total

score based on one item measure across three types of sexual harassment situations was

then combined to represent individuals’concems tendency in evaluating sexual

harassment experience. This measure was adopted to maintain consistency with

perceived severity measures, except that the dimension being assessed is concern about
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negative social reactions. The alpha for this scale for American and for Thai sample is

.82 and .86 respectively.

Control Variables

Frequency ofbeing harassed and sex ratio in the work group have been viewed as

important factors that influence victim’s responses (Bingharn & Scherer, 1993; Wong,

1984). To ascertain that the findings are not due to these factors, flequency of sexual

harassment experiences, and workgroup sex ratio were also assessed and entered into the

analysis as control variables.

Frequency of harassment

This variable was intended to measure prior victimization experience Of female

officers. It was assessed by the SEQ, described earlier by using the time flame ofthe

preceding two years. The version ofthe SEQ used in the present study consisted of 19

items covering the three types ofharassing behaviors (See Appendix E and F). The

respondents were asked to indicate how often, within the past two years, they have

encounter the 19 behaviors listed. Their responses may be never, once/twice, sometimes,

often or most of the time. The total scores for this scale were then summed up and used

to represent flequency of sexual harassment victimization. The total scores could range

flom 19 to 135. The Cronbach’s alpha coefficient is .84 and .88 for the American and the

Thai sample respectively.

Work group sex ratio

The sex ratio of the work group was assessed by one item measure, asking the

respondents to rate on a five-point Likert scale the extent to which their work routine
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requires them to interact primarily with men in the absence ofwomen. The responses can

range flom 5 (Mostly men) to 1 (Mostly women).

Sexual harassment experiences

An open-ended question designed to ask the participants about some oftheir sexual

harassment experiences in the organizational was also included (See Appendix M). This

is because it is still unknown what kinds of situations might be viewed as sexual

harassing for the participants in Thailand. The SEQ as developed based in the Western

context may overlook some ofthose situations. Therefore, it might be useful to compare

responses flom women in the two countries. In order to get this information, the

respondents were asked to describe certain undesirable situations involving interactions

with male coworkers and their being women. They were asked to explain how they

reacted to those situations and why they behaved the way they did.
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Data Analysis 1

Before testing all of the hypotheses, chi-square tests and t-test were conducted to

provide the overall characteristics ofthe sexual harassment that happened in both

countries. This is done to evaluate if there would be any differences in terms ofsexual

harassment victimization in the two countries and any differences between final case

compositions of sexual harassment that subjects used to indicate their reactions.

To evaluate all of the hypothesis regarding national differences between American and

Thai participants for hypothesized variables including (a) gender role stereotype beliefs,

(b) self-construals, (c) participation in decision-making, (d) perceptions of sexual

harassment as a violation oforganizational policy, (e) perceived severity ofharassment,

(0 concern about social reactions, (g) assertive reactions to harassment and (h) passive

reactions to harassment, a t-test was conducted on each of these variables and the level of

significant was set at .05. However, because the internal reliability of gender role

stereotype beliefs for the American sample and that ofnon-assertive reactions had

unacceptable reliabilities for the Thai group, these two measures were dropped flom the

 

1 For data analysis, a Cronbach's alpha score of at least .70 is generally used as an acceptable

standard for establishing internal consistency of the measures. However, in prior doctoral

dissertation that are exploratory in nature, the reliabilities of .55—60 were reported and employed in

model assessment, particularly when examining foreign populations (Raksiltham, 1984; Wickliffe,

1988). This limitation in the present study should be acknowledged. However, since the current

study can be viewed as exploratory, the decisions to retain variables for further analysis were

done by using a Cronbach's alpha of .60 as a cut-off point.
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report ofthe results.

Regression analyses were used to assess the effects of gender role stereotypes, self-

construals, participation in decision-making and perceptions of sexual harassment as

policy violations on perceived severity ofharassment and concern about social reactions,

as well as the effects ofperceived severity ofharassment and concern about social

reactions on reactions to sexual harassment. Structural equation modeling (e.g., with

Lisrel, EQS or Emos) was considered as alternative approach for testing the model since

the model includes intervening variables. However, structural equation modeling requires

that the ratio ofthe parameter estimates and sample size to parameter of five or more

(Benlter, 1985). The sample size of the current study was not sufficient'to for the latter

approach, which would involve higher numbers ofparameters to be estimated.

It is usually recommended that structural equation modeling be done in two steps, the

first being the test ofthe measurement model and the second the test of the theoretical

model. The first step involves estimation of each path between indicators and their latent

constructs (Judge & Ferris, 1993). As a result, there is a significant increase in the

number ofparameters to be estimated, and the sample size limitations for the present

study may yield unreliable estimates for the results of the measurement model and the

theoretical model. Therefore, regression analysis, which treats each latent construct as

one variable, is more suitable for the data analysis.

These analyses were conducted separately for the two samples to determine if the

hypothesized effects would be found in both groups. One reason for the separate analyses

is that the findings might suggest that different interventions are required in the two

settings. Second, there are certain characteristics of the sample that are apparently
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different, and the analysis based on a combined sample could be misleading. For

example, for the combined data, interdependent view of self is positively correlated with

perceived severity. However, the correlations for sub-samples are low for each group.

The initial high correlation is explained by the connection ofboth interdependent view of

self and perceived severity with nationality. Therefore, sub-sample analysis can provide

more meaningful, country specific results.

Regression analyses were performed separately for each of the outcome variables,

including perceived severity, concern about social reactions and reactions to sexual

harassment. In the first two regressions, beliefs about gender role stereotypes, self-

construals, participation in decision-making and perceptions of sexual harassment as a

violation of organizational policy were used as predictors, with perceived severity of

harassment was used as a dependent variable in the first regression and concern about

social reactions were entered as a dependent variable in the second regression. However,

as mentioned earlier, because the internal reliability for beliefs about gender role

stereotype for the American group was too low to warrant firrther analysis, in the first and

second regression analyses, this variable was dropped flom these two regression analyses.

In the third and forth regression analyses, perceived severity and concern about social

reactions were used as predictors, in predicting assertive and passive reactions to sexual

harassment. Yet, due to the fact that the internal consistency ofpassive reactions for the

Thai group was unacceptable, the forth regression in which perceived severity and

concern about negative social reactions were used to predict passive reactions to

harassment was omitted for the Thai group. For all ofthe regression analyses performed,

the level of significant was set at .05 and standardized regression coefficients were used
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to interpret relationship among the hypothesized variables. As recommended by Tsui,

Egan and O’Reilly (1992), all of these regression analyses were conducted in two steps.

In the first step, the variables in the model were used as a predictor, while in the second

model, the controlled variables were added to examine the stability ofthe effects ofthe

predictors.

In sum, this study examined reactions to sexual harassment of female officers in

Thailand and the United States by obtaining the data flom a convenient sample of 106

American and 109 Thai female officers who are full time officers in law enforcement

agencies in the United States and Thailand. These women were those who had at least

experienced one type ofharassment by male coworkers within the past two years. The

survey technique was used to gather the information regarding reactions to sexual

harassment, beliefs about gender role stereotypes, self-construals, participation in

decision-making, perceptions of sexual harassment policy, perceiVed severity of

harassment, concern about social reactions. Chi-square, t-tests, and regressions analyses

were used to analyze the data.

118



Chapter 4

Results

This study examined reactions to sexual harassment by male officers among female

police officers in the U.S. and Thailand. Specifically, it was intended to assess whether

there would be any differences between female officers in the two countries in terms of

gender role stereorype beliefs, self-construals, participation in decision-making, and

perceptions oforganizationalpolicyprohibiting sexually harassing behaviors. It was

expected that Thai female officers would endorse more gender role stereotype beliefs,

have higher interdependent view ofself, have lower independent view ofself; report

limited participation in decision-making and be less likely to agree that their

organizationalpolicy clearlyprohibits sexual harassment, compared to the American

counterparts. In addition, it was hypothesized that female officers who have these

characteristics would be more likely than their counterparts to evaluate sexual harassment

that happened to them as less severe and feel more concerned with negative social

reactions in adopting assertive reactions. These perceptions, in turn, were expected to be

positively associated with the use ofassertive reactions and negatively associated with

the use ofpassive reactions in handing sexual harassment. Thai women were also

anticipated to view sexual harassment as less severe,feel more concerned with negative

social reactions and be less likely to adopt assertive reactions in handling sexual

harassment. This chapter begins with a general description ofthe experiences of sexual

harassment of female officers and their reaction to sexual harassment. Then, the results

regarding mean differences of each of the predictors and their relationship to outcome

variables will be presented.
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The Experiences of Sexual Harassment

The data revealed that flom the total number of 117 American participants, 106

participants or 90.59% reported at least once experiencing sexual harassment within the

past two years flom male officers in their organization. For the Thai sample, flom the

total numbers of 120 participants, 109 or 90.83% reported experiencing harassment.

Thus, the proportions of female officers in the two countries who experienced at least one

sexually harassing behavior within the past two years were nearly identical.

Table 1 depicts the data ofthose participants who reported having experienced at least

one potentially sexually harassing behavior flom male officers within the past two years.

Within the gender harassment category, suggestive jokes/offensive stories were

experienced by a majority of female officers; about 92% ofthe U.S. sample and 95% of

the Thai sample reported having experienced suggestive jokes and offensive stories. The

display, use and distribution of sexist/suggestive materials were experienced by about half

ofthe respondents in each group (50.9 and 48.6% for U.S. and Thai sample respectively).

However, overall, relative to Thai officers, U.S. Officers were more likely to report

experiencing several behaviors in the gender harassment category, including crude sexual

remarks, being treated differently due to sex, and being put down or condescended to due

to sex. Among the U.S. participants, 75.5% reported having been subjected to crude

sexual remarks, but only about 47.7% ofthe Thai sample did. Likewise, 76.4% ofthe

American group reported being treated differently due to sex, but only halfofthe Thai

respondents reported being subjected to such behavior. Finally, 59.4% ofAmerican

officers reported being put down or condescended to due to sex, but only 36% ofthe Thai

sample were subjected to such behavior. The only exception is sexist remarks, which
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Table 1 Percentage ofU.S. and Thai female officers experiencing each type of

harassment at least once in two years

 

  

 

Type ofHarassment (U.S.

% n % 11

Gender Harassment

1.1 Suggestive stories or offensive jokes 92.5 98 95.4 104

1.2 Crudely sexual remarks 75.5 80 47.7 52

1.3 Treated differently due to sex 76.4 81 50.5 55

1.4 Displayed, used, distributed 50.9 54 48.6 53

1.5 Sexist remarks 56.6 60 64.2 70

1.6 Putdown/condescending due to sex 59.4 63 33.0 36

Unwanted Sexual attention

2.1 Unwanted discussion of personal 50.0 53 53.2 58

/sexual matter

2.2 Unwanted Sexual attention 46.2 49 50.5 55

2.3 Attempts to establish a sexual relation 22.6 24 40.4 44

2.4 Unwanted invitations 21.7 23 44.0 48

2.5 Unwelcome touching 40.6 43 32.1 35

2.6 Unwanted attempts to stroke/fondle 17.0 18 9.2 10

2.7. Sexual Assault 0.9 1 6.4 7
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Table l (cont’d).

 

 
 

 

Type ofHarassment U.S. Thai

% %

Sexual Coercion

3.1 Subtle Sexual bribery 5.7 17.4 19

3.2 Subtle threats of retaliation for sexual 2.8 10.1 11

noncooperation

3.3 Irnplying better treatment for sexual 5.7 12.8 14

cooperation

3.4 Treated badly for sexual 6.6 11.0 12

noncooperation

3.5 Anticipated poor treatment for sexual 3.8 11.0 12

noncooperation

3.6 Treated badly for refusing to have sex 2.8 4.6 5

 



were reported by more Thai than Americans (64.2 and 54.6%respectively).

The numbers ofparticipants who indicated that they have been subjected to unwanted

sexual attention were slightly different, with more Thai participants reporting having

experienced such incidents than Americans (50.5% for Thais and 46.2% for Americans).

However, information on unwanted sexual attention suggested different patterns for the

two groups. Thai participants more often than the American participants reported

unwanted attempts to establish sexual/romantic relationship despite discouragement,

while unwelcome touching and unwanted attempts to stroke/fondle happened to more

American than Thai participants. A higher proportion ofThai participants experienced

extreme forms ofphysical contacts, such as sexual assault; only 1% ofthe American

respondents reported having been subjected to sexual assault, but 7% ofthe Thai

respondents did 50. Thus, it seems that the Thai culture, which has strong prohibitions

against physical contacts during cross sex interactions in public settings, may reduce

milder and more public forms ofharassment, but at the some time may encourage

extreme forms ofharassment in private settings.

A higher proportion ofthe Thai participants consistently reported having experienced

all forms of sexual coercion than did the American participants. Subtle sexual bribery

was reported by 17.4% of the Thai participants but only by 5.7% ofthe American

participants. Similarly, when asked ifthey have ever been in a situation where any male

officers in their organizations “made them feel subtly threatened with some sort of

9’ ‘6

retaliation for not being sexually cooperative , implied faster promotions or better

treatment ifthey were sexually cooperative , made it necessary for them to respond

positively to sexual or social invitations in order to be well treated” and “made them

123



aflaid that they would be treated poorly ifthey did cooperate sexually”, about 10-13% of

the Thais reported having been subjected to these forms ofharassment. Among the U.S.

respondents, the range ofpercentages for experiencing each situation was flom 2.8 to

6.6%. Finally, although the experience ofreceiving bad treatment for refusing to have sex

happened to fewer participants in both countries than did other forms of sexual coercion,

this type of incident also happened to higher proportion of Thai participants than

Americans (4.6 as opposed to 2.8%).

In addition, the respondents were also asked to indicate how often they have been

subjected to each type ofharassment within the past two years. When considering the

overallfrequency ofharassment experienced by each group, American participants

reported lowerfrequency ofharassment M = 29.78, _S_I_)_ = 7.09) than did Thai

participants M= 31.88, SQ ==9.79), but the difference was not statistically significant, 1

(197) = -1.80, p = .07. (The probability of a Type I error was maintained at .05 for all

subsequent analyses.) The examination ofmean difference in flequency ofexposure to

harassment for each type ofharassment revealed that there were no differences in terms of

gender harassment between the two groups M = 13.50, _S_I_)_ = 4.04, M: 13.06, Si);

4.44 for Americans and Thai respectively), t_ (213) =.76, p = .44. However, Thai female

officers significantly more Often experienced unwanted sexual attention M = 11.54, §_I_) =

4.73) than Americans M = 9.87 E) =3.38), t (196) = -2.97, 9 =00 and also significantly

more often encountered sexual coercion (M = 8.46, _S__Q_= 3.96) than U.S. female officers

M = 7.42, S_D_ = 1.64), t (145) =-2.53, p=.01). It appears that the lack of country

differences in terms of overallfiequency ofharassment is because both groups experience

similar levels of the most common form of harassment, gender harassment. However the
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Thai group more often experiences extreme forms ofharassment when that type is

considered separately.

Nature of Worst Case Sexual Harassment Used For Data Analysis

As mentioned earlier, reactions to sexual harassment were assessed by asking the

respondents to think ofthe worst case incident that happened to them within the past two

years for each type ofharassment and then indicate how they reacted in those situations.

Due to the fact that there are unequal number of cases across subjects, because some

participants have never experienced some forms ofharassment, only one case is used for

each individual. For those who had one case, that case was retained for the analysis. For

those who have more than one case, one case was randomly selected.

As shown in Table 2, based on 106 worse case incidents for the American sample and

Table 2 Percentages ofcases for each type of sexual harassment in final case

 

  

 

composition by nation

U.S. Thai

% of Cases No.0f cases % of cases No.of cases

Gender Harassment 64.2 68 58.7 64

Unwanted Sexual Attention 31.1 33 33.9 37

Sexual Coercion 4.2 5 7.3 8

Total Cases 100 106 100 109

 

109 worse case incidents for the Thai sample, gender harassment constitutes a majority,

while sexual coercion constitutes the lowest percentage of cases from both groups. The

final case composition for the American sample was: 64.2% gender harassment, 31.1%
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unwanted sexual attention and 4.2% sexual coercion. Cases being analyzed for the Thai

sample were: 58.7% gender harassment, 33.9% unwanted sexual attention and 7.3%

sexual coercion. Thus, it appears that the final case composition for the American group

involved a higher proportion of gender harassment cases but lower proportions of

unwanted sexual attention and sexual coercion cases than that of Thai. However, a 2 x 3

(Nation x Harassment type) chi-square test did not reveal significant national differences

on proportion ofcase type, )6 (2, 1:1; 215) =1, 2 =60. Therefore, this suggests that the

final case compositions flom the two groups are reasonably similar and comparable.

Table 3 provides further details about characteristics ofthe perpetrators in each of

these three types ofharassment. As can be seen, the data flom the American group

reveals that subordinate, coworker, direct supervisor and higher superior were the

perpetrator of4.41%, 73.52%, 14.70% and 7.35% of gender harassment cases

respectively. Hence, coworkers constitute most perpetrators of gender harassment. For

unwanted sexual attention, subordinates, coworkers, direct supervisors and higher

superiors were the perpetrator of 9.09%, 72.72%, 15.15% and 3.03% respectively.

Finally, for sexual coercion, there was no subordinate’s involvement in cases being

analyzed. Coworkers and direct supervisors were both involved in 40% ofthe cases,

while higher superiors were involved in the remaining 20% ofthe cases. Hence,

coworkers constitute most perpetrators of all types ofharassment for Americans.

The data flom the Thai group reveals that for gender harassment cases, the percentages

ofhigher superiors and subordinates involved in the cases were identical; higher superiors

and subordinates were the perpetrator of6.3% ofthose cases, with direct supervisors

constituting 15.6% ofthe perpetrators. Similar to the American group, coworkers were
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Table 3 Percentages ofperpetrators of each type ofharassment in final case composition

 

  

 

by nation

Type ofHarassment U.S. . Thai

% ofcases No. of cases % of cases No ofcases

for each type for each type

ofharassment ofharassment

Gender Harassment 100 68 100 64

Subordinate 4.4 3 58.7 4

Coworker 73.5 50 6.3 46

Higher superior 7.4 5 71.9 4

Direct supervisor 14.7 10 6.3 10

Unwanted sexual attention 100 33 100 37

Subordinate 9.1 3 8.1 3

Coworker 72.7 24 62.2 23

Higher superior 3.0 1 13.5 5

Direct supervisor 15.2 5 16.2 6

Sexual coercion 100 5 100 8

Subordinate 0.0 O 0.0 0

Coworker 40 2 12.5 1

Higher superior 20 1 50.0 4

Direct supervisor 40 2 37.5 3
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the main perpetrators ofthese cases (71.9). For unwanted sexual attention cases, the

identity of the perpetrator was identified as follows: subordinate 8.1%, coworker 62.6%,

higher superior 13.5% and direct supervisor 16.2%. Thus, in Thailand more cases

involved a direct supervisor and fewer cases involved coworkers, compared to

Americans. Finally, regarding sexual coercion, the identity ofthe perpetrator was as

follows: subordinates 0%, coworker 12.5% higher superior 50% and direct supervisor

37.5. Thus, sexual coercion by higher superior was slightly more common among Thais

than among Americans. Overall, in both groups a majority of cases were gender

harassment and unwanted sexual attention by a male coworker.

Two 2x2 chi-square analyses (Nationality x Perpetrator’s status) were performed to

test the independence between nationality and the status of the perpetrators for major

types ofharassment. Although originally there were 4 categories of the perpetrator, due

to the fact that some types ofperpetrators have been identified as the perpetrator in less

than 5 cases, the analyses were conducted by collapsing perpetrator’s status into 2

categories (higher status than the victim or equal to /lower status than the victim). The

analyses were conducted separately for gender harassment cases and for unwanted sexual

attention/sexual coercion cases. The unwanted sexual attention and sexual coercion cases

were combined because there were too few sexual coercion cases for analysis, and both

types ofcases reflect unwanted sexual attention. The results revealed that there was no

significant relationship between nationality and status of the perpetrators for gender

harassment cases, 36 (1, H= 132) = .00, p_= .57, nor unwanted sexual attention/sexual

coercion cases, 75’ (l, N_= 83) = 2.49, p_=.08. Thus, the results again confirmed prior

results that the final case compositions being analyzed were quite comparable.
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Reactions to Sexual Harassment

Table 4 provides the percentages ofU.S. and Thai respondents who agreed that they

Table 4 Percentages ofwomen who used specific types ofresponses to harassment

 

Reactions U.S. Thai

  

% n % n

 

Assertive reafction_s_

Report to authority 19.8 21 54.1 59

Threats 44.3 47 57.8 63

Protest 51.9 55 69.7 76

Hinting dissatisfaction 61.3 65 86.2 94

Passive reactions

Go along 31 .l 33 4.6 5

Ignore 46.2 49 37.6 41

Deflect 56.6 60 88.1 96

Avoid 31.1 33 60.6 66

 

had adopted each strategy in responding to sexual harassment. For the U.S. participants,

hinting dissatisfaction was the most common reaction to the worst case of sexual

harassment experienced, as 61.3% of the respondents indicated that they used such

strategies in handling sexual harassment. The next most common reaction for the

American group was deflecting the behaviors ofthe harassers (56.6%), followed by

protesting to the perpetrators directly (51.9%). Informing the perpetrators about negative
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consequences was used by 44.3% ofthe respondents. The least common reaction to

sexual harassment for the American group was reporting the incident to an authority,

while the next least common used strategy was ignoring and going along with the

behaviors.

For the Thai respondents, the most common reaction to the worst case ofsexual

harassment was deflecting, which was used by 88.1% ofthe respondents, followed by

hinting dissatisfaction, which was employed by 86.2% ofthe respondents. Similar to the

American groups, the next most common responses were protesting the perpetrators

directly and then informing the perpetrators about the negative consequences of the

behaviors.

The next most common action used by the Thai participants was avoiding the

perpetrators (60.6%). Unlike the American group, which relied least on reporting to an

authority in dealing with harassment, more than halfofthe Thai participants (54.1%)

indicated that they reported the incident to an organizational authority. The least common

reaction for the Thai participants was going along, and ignoring the incident was the next

least employed reaction (37.6%).

Overall, it seems that a higher proportion of Thai officers used assertive responses

than did American officers. However, forpassive reactions, the results were mixed.

Going along and ignoring harassment were used by higher proportions ofAmerican

respondents, while avoiding and deflecting were used by higher proportion ofThais. A

2x2 chi-square (Nationality x Strategy Presence) was conducted for each reaction

strategy. The results revealed that a significantly higher proportion ofThai participants

reported sexual harassment to an authority, )6 (1, lfl= 215) = .27.08, p_= .00, used threats
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with the perpetrators, x2 (l, l_\l_= 215) = .3.89, p_= .03, protested the perpetrators, x2 (1, E:

215) = 7.18, p_= .00 and hinted their dissatisfaction to the perpetrator, x2 ( 1, _N_= 215) =

.1732, p_= .00. Forpassive strategies, there was no significant national differences in

proportion of female officers who ignored the incident, )6 (l, _N_= 215) = 1.63, p_= .12.

However, a significantly higher proportion ofU.S. female officers went along with the

behavior, 76 (1, fl= 215) = 26.02, p_=\.00, while a significant higher proportion of Thai

female officers deflected the perpetrators’ attention, )6 (1, _N= 215) = 26.72, p_= .00 and

avoided the perpetrators, x2 (1, _N_= 215) = 18.72, p_= .00).

Findings From Tests of Hypotheses Regarding National Differences

There are 7 hypothesized national differences in beliefs about gender role stereotypes,

self-construals, participation in decision-making, perceptions oforganizationalpolicy,

perceived severity, concern about social reactions and reactions to sexual harassment. It

was expected that Thai female officers would endorse more gender role stereotype

beliefis, have higher interdependent view ofself; have lower independent view ofself;

report limited participation in decision-making and be less likely to agree that their

organizationalpolicy clearlyprohibits sexual harassment, compared to the American

counterparts. In addition, they were also expected to view sexual harassment as less

severe, have higher concern about social reactions, have lower scores on assertive

reactions and have higher scores on passive reactions. However, due to the problem of

internal consistency of beliefs about gender role stereotype in the U.S. sample, and the

problem of internal consistency ofpassive reactions for the Thai sample, these two

variables were not used to perform the bivariate tests of significance. As can be seen

flom Table 5, for other variables that are tested, Thais had significantly higher mean
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Table 5 Tests of differences between variable means for the two countries

 

  

 

Variables U.S. t p

M. .52 M. 5.2

Gender role stereotypea 7.08 2.36 9.84 3.40 -- --

Interdependent self 29.32 5.78 36.90 4.81 -10.46 .00**

Independent self 31.72 4.06 27.80 4.59 6.60 .00**

Participation 16.00 5.00 16.81 5.23 -1.18 .23

Perceived policy 12.55 2.43 9.89 2.62 7.69 .00**

Perceived severity 11.47 2.78 12.34 2.68 -2.78 .00**

Concern about social 7.84 3.30 8.87 3.05 -2.37 .01**

reactions

Assertive reactions 11.95 3.94 14.61 2.87 -5.64 .00**

Passive reactions 3 11.36 3.20 12.10 2.25 -- --

 

Note. ' T-tests are omitted due to low internal consistency of the scale score in certain

groups

"p<.01, * p<.05

scores on interdependent view ofself , t_(213) =10.46, p=.00 and had lower scores on

independent view ofself 1 (213) =-6.60, p=.00. However, there was no differences in

participation in decision—making, t_(213) =-1.18, p_=.23. Thais were less likely to view

that their organizationalpolicy clearlyprohibits sexual harassment, t_(213) =7.69, 9

=00. They viewed harassment as more severe, t (213) =-2.78, p_=.00 and reported higher

concern about social reactions._t (213) =-2.37, 2 =01. Finally, they also had significantly

higher scores on assertive reactions than Americans, t (213) = -5.64, p=.00. The results



ofthe t-tests are summarized for each hypothesis.

Hypothesis 1 a: As expected, the inspection ofthe mean scores for this scale suggested

that Thai women endorsed more traditional gender role beliefir than Americans (M=9.84,

_S_1_)_=3.4 as opposed to _M_=7.08, §_I_)_=2.36). However, the t-test was omitted for this

variable, as the internal consistency for the American group was too low to warrant

further analysis.

Hypothesis 2 a: The predictions made regarding national differences in self-construals

were supported. Thai female officers had significantly higher scores on interdependent

view ofselfbut had significantly lower scores on independent view ofself

Hypothesis 3 a: Findings were inconsistent with the prediction that Thai female officers

will be more likely to perceive that they have lower level ofparticipation in decision-

making, compared to the American female officers. This hypothesis was not supported;

there was no differences in participation in decision-making

Hypothesis 4 a: As predicted, Thai female officers were less likely to agree that their

organizationalpolicy clearlyprohibits sexual harassment, thus, this hypothesis cannot

be rejected.

Hypothesis 5a: Contrary to the expectation that Thai female officers would perceive

sexual harassment as less severe than American female officers, Thai female officers

perceived sexual harassment as more severe.

Hypothesis 6 a: Consistent with the prediction that Thai women would have higher

concern about social reactions, Thai female officers had higher concern about social

reactions than American officers,

Hypothesis 7a: Contrary to the prediction that Thai officers will have lower scores on
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assertive reactions compared to American officers, Thai women were more likely to

adopt assertive strategies in dealing with sexual harassment. Additionally, Thai women

were expected to have higher scores onpassive reactions than American women. The

raw data reveals that Thai women also had higher average scores on passive reactions

than Americans (M =12.10, _S_Q =2.25 for Thais as opposed to _M =11.36, SQ =3.20 for

Americans).

Because the passive strategies scale for the Thai group has low internal consistency,

the t-test for differences between the means may be misleading. Thai participants who

adopt certain passive strategies may rely less on other types ofpassive strategies. Further

inspection oft-tests ofmean differences for each individual type ofpassive reactions

reveals that Thai women significantly had low scores on the strategy, going along, 1

(183.80) = 5.97, p=.00, but had higher scores on avoiding theperpetrators, t (213)-4.91,

p=.00 and deflecting the perpetrators ’ attention, L(l68.71)=—6.07, p=.00. However, there

was no difference on scores for ignoring the incidents, t_(213)=0.6l, p=.53.

Assessment of Predictors Of Perceived Severity, Concern about Social Reactions and

Reactions To Sexual Harassment

For each sample, separate blocked regressions were run for each ofthe three dependent

variables: perceived severity, concern about social reactions and reactions to sexual

harassment. As mentioned earlier, the procedure recommended by Tsui, Egan &

O’Reilly (1992) in which the predictors were entered first, and then control variables were

added was employed. The two step process allows for addressing the primary question,

“are the independent variables related to the dependent variables as predicted by theory?’

and then to addressing the question, “could any relationship be the result of a control
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variable”? This method has been successfully used to ascertain the effect ofpredictors. It

should be noted that due to low internal consistency of some scales, it was necessary to

drop some variables for at least one country. For the U.S. group, all hypotheses regarding

beliefs about gender role stereotypes were not tested. For the Thai sample, all of the

hypotheses involving passive strategies were not tested.

U.S. Findings

Table 6 depicts intercorrelations among study variables for the American group. As

can be seen, perceptions oforganizationalpolicy was correlated with perceived severity,

while perceived severity was related to assertive strategies. Both dimensions of self

contruals were related to concern about social reactions, but in a different direction.

Interdependent view ofselfwas positively correlated with concern about social reactions

but independent view ofselfwas negatively related to concern about social reactions.

The two dimensions of self-construal were also negatively correlated with each other. In

addition, participation in decision-making was negatively related to concern about social

reactions. Concern about social reactions was positively associated with passive

strategies. Apart from that, no other correlation was significant.
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Table 6 Intercorrelations among study variables for the U.S. sample

 

 

Variables Correlations

1 2 3 4 g 5 6 7 8

Gender role a --

stereotype

Interdependent self --

Independent self -- -.44**

Participation -- -.03 .16

Perceived policy -- .06 .05 .08

Perceived severity -- .02 .08 -.O3 .47**

Concern about -- .27** -.36** ~.32** .03 .01

social reactions

Assertive reactions -- -.13 .10 .05 .21 .46** -.O3

Passive reactions -- .19 -.09 .10 .10 -.O8 .37" .10

 

M'All of the correlations between beliefs about gender role stereotype and other study variables are

omitted due to low internal consistency of the scale assessing beliefs about gender role stereotype for the

U.S. group.

*‘p<.01, "‘ p<.05
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Regression resultsfor the U.S. sample2

For the US group, regression analyses were performed for each ofthe four dependent

variables, including perceived severity, concern about social reactions, assertive

reactions, andpassive reactions. The results ofregression analyses for the U.S. group are

presented in Table 7 and Table 8. As seen in Table 7, when self-construals, participation

in decision-making and perceived organizationalpolicy were used to predictperceived

severity, the entire model accounted for 20.3% ofthe variance in the perceived severity

score, F (4, 101) = 7.67, p=.00. Once control variables were added into the model, the

model accounted for 25.1% ofthe variance, F (6, 99) = 6.87, p =.00. Both before and

after the introduction of control variables, the only significant predictor ofperceived

severity is whether the respondent perceived that there is a strong departmentpolicy

against harassment ( t = 5.37, b = .47, 2 =00 and 1 = 6.07, LP .53,

p=.00 respectively). Additionally, the control variable, working primarily with men, is

negatively related to perceived severity ofharassment ( t_ = -261, l_)_= .23, p_=.01) In

 

2 Prior to conducting the analyses, scatterplots of standardized residuals as a function of

standardized predicted values were inspected to assess the assumptions of linearity (Osborne &

Waters, 2002). The results revealed that each of the outcome and independent variables were

linearly related to one another. Additionally, the Durbin-Watson statistics were assessed to

ascertain the assumptions of independent of errors (Tabachnick & Fidell, 1989). The Durbin

Watson statistics ranged from 1.87-2.04, which fall in the range of 1.5-2.5 (Garson, 2003),

suggesting that there was no violation of this assumption. The observedvvariance inflation factor

indexes ranged from 1.00 to 1.30, which is lower than the cut-off point of 4 (Garson, 2003),

indicating that multicollinearity is not a problem in the analysis.
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Table 7 Predicting perceived severity and concern about social reactions for the U.S.

 

  

 

 

sample

Variables Step1 Step2

B t p B t p

Perceived Severitya

Interdependent self .02 0.22 .82 -.03 -O.3O .76

Independent self .08 0.80 .42 .05 0.58 .55

Participation -.08 -1.00 .3 1 -.O3 -O.4O .68

Perceived policy .47 5.37 .00** .53 6.07 .00**

Frequency ofharassment -- -- -- .13 1.49 .13

Work group sex ratio -- -- -- -.23 -2.61 .01**

Concern about social reactionsb

Interdependent self .15 1.59 .11 .12 1.28 .20

Independent self -.24 -247 .01** -.26 -275 .oo**

Participation -.28 -3.16 .00** -.23 -271 .00**

Perceived policy ..00 -0.06 94 -.01 on .89

Frequency ofharassment -- -- -- .29 3.36 .00"

Work group sex ratio -- -- -- .10 1.26 .20

 

Note. '18 = .203, F (4, 101 ) = 7.67, p_=.oo in step 1 and R2 =.251, F (6, 99) = 6.87,
 

p= .00 in step 2.

I’18 =.193 ,1= (4, 101)= 7.29 , p_=.oo in step 1 and R2 =.277, F (6, 99) = 7.69, p=.oo in step 2
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other words, American women in male dominated work group were more likely to view

sexual harassment as less severe.

For concern about social reactions, in the first step, when only self-construals,

participation in decision-making and perceived organizationalpolicy were used as

predictors, the entire model accounted for 19.3% ofthe variance. In this model,

independent view ofselfand participation in decision-making were negatively related to

concern about social reactions ( t = -2.47, 1; =24, p =.Ol and t = -3.16, b = -.28, p = .00

respectively).

After the two control variables were added into the model, the model accounted for

27.7% of the variance. In this model, participation in decision-mala'ng and concern about

social reactions were still significant predictors of concern about social reactions (t_= -

2.75, b = -.26, 2 =00 and t_= -2.71, b = -.23 , 2 =00 respectively). In addition,frequency

ofharassment was also positively related to concern about social reactions (1 = 3.36, b

=.29, 2 =00). Thus, American women who had high independent view of self, high

participation in decision-making and who were subjected to sexual harassment less

frequently were less likely to report that they felt concerned about negative social

reactions than their counterparts.

Table 8 shows that whenperceived severity and concern about social reactions were

used as predictors ofassertive reactions in responding to sexual harassment, the model

accounted for 20.6% ofthe variance, F ( 2, 103) = 14.64, p_= .00. In this step, only

perceived severity was positively correlated with assertive reactions (1 = 5.39, b = .46,

p=.00). In the second step, once control variables were added, the overall model
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Table 8 Predicting assertive and passive reactions to harassment for the U.S. sample

 

  

 

 

Variables Step 1 Step2

B t g p B t p

Assertive macaw?

Perceived severity .46 5.39 .00** .46 5.23 .00**

Concern about social reactions -.04 -0.47 .63 -,09 -1 .00 .31

Frequency ofharassment __ __ __ .14 1.49 .13

Work group sex ratio __ -- -_ .02- 0,26 .78

Passive reatctionsb
‘—

pmeivedsevefity -.01 on .88 .02 .024 .30

Concern about social reactions '3 7 4-08 ~00" -31 3.21 -00**

Frequency ofharassment " " “ .15 1-54 .12

Work group sex ratio -- -- -- .03 ' 0.35 .72

 

Note. ‘ R7= .206, F (2, 103 ) = 14.64, 2 =00 in step 1 and R2 =.209, F (4, 101) = 7.92,

p = .00 in step 2.

"R2 =.123,1=(2,103)= 8.33, p =.oo in step 1 and R2 =.127,r(4,101)= 4.81, p = .00 instep 2.

accounted for 20.9% ofthe variance, F ( 4, 101) = 7.92, p_=.00. Again, perceived severity

was the only significant predictor of assertive reactions, (t_= 5.23, p_= .46, p=.00).

Forpassive reactions, the first model account for 12.3% ofthe variance, F ( 2, 103) =

8.33, p = .00 and the second model accounted for 12.7% ofthe variance, F ( 4, 101) = 4.

81, p = .00. Both before and afier the control variables were added into the model,

concern about social reactions is the only variable that is a significant predictor of

passive reactions (t_= 4.08, l_)= .37, p = .00 and t = 3.21, l_) = .31 , 1; =00 respectively),
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whileperceived severity, frequency ofharassment and work sex ratio were not related to

the use ofpassive strategies in handling harassment.

Thai Findings

Table 9 reports the means, standard deviations and correlations ofthe study variables.

For the Thai sample, out of four variables hypothesized to be associated with perceived

severity, two had a significant correlation withperceived severity. Gender role

stereotypes beliefs were negatively associated withperceived severity in a hypothesized

direction, and independent view ofselfwas positively correlated withperceived severity in

an expected direction. On the contrary, interdependent view ofself, participation in

decision-making and perceptions oforganizationalpolicy were not significantly

correlated withperceived severity.

Gender role stereotype beliefs and interdependent view ofselfwere correlated with

concern about social reactions, while independent view ofself, participation in decision-

making and perceptions oforganizationalpolicy were not associated with concern about

social reactions. The correlation results revealed mixed support for the effects of

variables hypothesized to be related to reactions to harassment. On the one hand, as

expected, perceived severity was positively associated with assertive reactions, but on the

other hand it was not associated with passive reactions. In addition, perceptions of

organizationalpolicy was positively associated with assertive reactions.
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Table 9 Intercorrelations among study variables for the Thai sample

 

 

Variables Correlations

l 2 3 4 _ 5 6 7 8

Gender role

stereotype

Interdependent self .12

Independent self -.26** -.08

Participation -.01 .01 -.06

Perceived policy -.02 -.03 .00 .11

Perceived severity -.28** -.01 -.29** -.02 .05

Concern about .24 .24* .29** -.03 -. 12 .03

social reactions

Assertive reactions .12 .01 -.08 .12 .29** .39** .06

Passive reactions 3 - -- -- - - - - -- -—
 

Note ' All of the correlations between passive reactions and other study variables are omitted due to low

internal consistency of the scale assessing passive reactions for the Thai group.

”p<.01, * p<.05
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Regression resultsfor the Thai sample 3

The results ofregression analyses for the Thai sample are reported in Table 10 and

Table 11. Table 10 reports the results ofpredicting perceived severity and concern about

social reactions. First, when gender role stereotype beliefs, interdependent view ofself,

independent view ofself, participation in decision-making andperceptions of

organizationalpolicy were entered as independent variables in order to predict perceived

severity, the overall model accounted for 9.4% of the variance, F (5, 103) =3.22, p_=.01.

In this model, beliefs about gender role stereotypes and independent view ofselfwere the

two variables that are related to perceived severity (t = - 2.40, 1; =23, p_ =.01 and t = 2.38,

l;=.22, p =.01 respectively). While women who endorse beliefs about gender role

stereotype view sexual harassment as less severe, women with independent view of self

view sexual harassment as more severe. Once the control variables, includingfrequency

ofharassment and worlgolace sex ratio, were introduced in the model, the overall model

accounted for 12.3% of the variance, F (7,101) =3.l6, p=.00. However, in this model,

while beliefs about gender role stereotypes were still a significant predictor ofperceived

severity, independent view ofselfwas no longer a significant predictor ofperceived

severity (t = -2.4, _l; = -.22, 9 =0] and t_= 1.94, b =.l8, 9 =05). In addition,frequency of

harassment was also positively correlated with perceived severity (t_=2.10, l_>=.20, p_= .03).

 

3 Similar to the American group, prior to conducting regression analyses, scatter plots were

inspected and revealed that the relationships between each of the predictors and dependent

variables are linear. The Durbin-Watson statistics obtained indicates that error correlations were

not a problem, as the values of this index obtained range from 1.94-2.08. In addition, the highest

VlF statistics was 1.14, suggesting that multicollinearity is not a problem.
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Table 10 Predicting perceived severity and concern about social reactions for the Thai V

 

 
 

 

 

sample

Variables Step 1 Step2

B t p B t P

Perceived Severity a

Gender role stereotype -.23 -024 01* -.22 -240 01*

Interdependent self .01 0.17 .86 -.04 —0.48 .62

Independent self .22 2.38 .01* .18 1.94 .05

P”9913390“ -.01 -0.18 .85 -.00 -0.07 .94

Perceived P°1i°Y .05 0.59 .55 .06 0.74 .45

Frequency ofharassment __ __ __ .20 2.10 .03...

Work group sex ratio __ __ __ .06 0.70 .48

Concern about social reactionsb

Gender role Stereotype .21 2.24 .02* .20 2.15 .03*

Interdependent self .26 2.93 .00** .26 2.73 .00**

Independent self .01 0.14 .88 .01 .11 .90

Participation -.13 -1.43 .15 -.13 -1.42 .15

Perceived policy .06 0.68 .49 .06 .68 .49

Frequency ofharassment -- -- -- -.00 -0.00 .99

Work group sex ratio -- -- -- .03 0.32 .74

 

Note.‘ R2=.094,F(5, 103)=3.22,p=.01 instep 1 and R2 =.123,1=(7, 101)=3.16,p=.001n step 2.

”R2 = .107, F(5, 103') = 3.59, 2 =00 in step 1 and R2 =.091, F (7, 101) = 2.53, p = .01 in step 2.
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Regarding concern about social reactions, in the first step, when control variables

were not considered, the four predictors combined accounted for 10.7% ofthe variance, F

(5, 103) = 3.59, 1; =00. In this model, two variables, beliefis about gender role stereotype

and interdependent view ofselfwere both positively related to concern about social

reactions. In the second model, the overall model accounted for 9.1% ofthe variance, F

(7,101) = 2.53, p=.01. Both beliefs about gender role stereotype and interdependent view

ofselfwere still related to concern about social reactions (1 = 2.24, b = .21, p = .02 for

beliefs about gender role stereotype and t = 2.93, 1; =26 , p_=.00 for interdependent self),

but the two control variables were not related to concern about social reactions.

Table 1 l Predicting assertive reactions to sexual harassment for the Thai sample

 

 
 

 

Variables Step 1 Step2

B t p B t P

Assertive regetioni

Perceived severity .39 4.46 .00** .36 4.02 .00**

Concern about social .05 0.63 .52 .04 0.48 .62

reactions

Frequency of -- -- -- .09 0.96 .33

harassment

Work group sex ratio -- -- -- .07 0.85 .39
 

Note '112 = use (2, 106) = 10.28, p =.00 in step 1 and R2 =.146, 1= (4, 104) = 5.62, p = .00 in step 2.

Table 11 presents the results ofpredicting assertive reactions to sexual harassment for

the Thai sample. As seen, in step 1, the overall model accounted for 14.6% of the

variance, F (2, 106) =10.23, p=.00. In step 2, once control variables were added, the

model still accounted for 14.6% of the variance in assertive scores, F (4, 104) = 5.62, p =
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.00. In both models, the only significant variable in predicting assertive reactions for the

Thai sample was perceived severity (t = 4.46, t_r = .39, p_ =.00 in the first model and t =

4.02, b_= .36, p = .00 in the second model).

Summary of Regression Results

In sum, for the U.S. sample, onlyperceptions ofsexual harassmentpolicy can predict

perceived severity; those female officers who perceived that their organizations prohibits

sexual harassment that they encountered were more likely to evaluate the incident as more

severe. Perceived severity was in turn was positively related to the use ofassertive

reactions. Two variables, independent view ofselfandparticipation in decision-making

were negatively related to concern about social reactions. Concern about social

reactions was found to be positively associated the use ofpassive strategies. The two

control variables were also significant; women in male dominated work groups tend to

view harassment as less severe, and women who experienced sexual harassment more

ofien felt more concerned about negative social reactions.

The results from regression analyses for the Thai sample revealed that beliefis about gender

role stereotypes were significantly related to perceived severity. Those female officers who had

strong beliefs about gender role stereotype viewed sexual harassment as less severe, compared to

those who had more liberal views toward women. In addition, women with strong beliefs about

gender role stereotype and women with interdependent view of self showed more concerned

about social reactions. However, onlyperceived severity but not concern about social reactions

was related to assertive reactions to harassment. The results of regression analyses are

summarized for each hypothesis.
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Hypothesis 1b and 1c: Beliefs about Gender Role Stereotypes

The hypothesis that beliefs about gender role stereotype will be positively related to

perceived severity of sexual harassment but negatively related to concern about social

reactions can only be tested with the data from the Thai sample due to low internal

consistency of this measure for the American group. As predicted, beliefs about gender

role stereotypes were negatively associated withperceived severity of sexual harassment

and positively associated with concern about social reactions.

Hypothesis 2b and 2C: Self-Construals

Inconsistent with the hypothesis that those who are high on interdependent view ofself

will view sexual harassment as less severe than female officers who are low on

interdependent view ofself: the results for both groups suggested that interdependent view

ofselfwas not related to perceived severity. However, the hypothesis that interdependent

view ofselfwill be positively related to concern about social reactions was partially

supported. Interdependent view ofselfwas positively related to concern about social

reaction only in the Thai sample, but not the American sample.

Contrary to expectation, independent view of self cannot predict perceived severity in

both samples, although for the Thai group, its relationship withperceived severity was

nearly significant. As expected, independent view ofselfwas negatively related to

concern about social reactions. However, this result was found only in the American

group.

Hypothesis 3b and 3c: Participation in Decision-Making

The hypothesis connecting participation in decision-making and perceived severity

was not supported in both groups. Participation in decision-making was not found to be
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predictive ofperceptions ofseverity ofsexual harassment in both samples. The

hypothesis connectingparticipation in decision-making and concern about social

reactions was partially supported. The data fiom the American sample suggested that as

participation in decision-making increases, concern about social reactions decreases, but

this relationship was not found in the Thai sample.

Hypothesis 4a and 4b: Perceived Organizational Policy

The hypothesis that female officers who perceive sexual harassment acts as definitely

prohibited by organizational policy will view as sexual harassment as more severe than

those who do not perceive sexual harassment as prohibited organizational policy was

supported only by the data fiom the American group but not by the data from the Thai

group. Thus, this hypothesis was partially supported. Contrary to the expectation that

perceived organizationalpolicy will be negatively related to concern about social

reactions, the data fi'om both samples revealed no significant relationship between the

two.

Hypothesis 5b Perceived Severity

As expected, the results from both samples suggested that perceived severity ofsexual

harassment was positively related to female officer’s use ofassertive reactions.

However, due to low internal consistency ofpassive reactions for the Thai group, the

hypothesis connecting the negative relationship betweenperceived severity ofsexual

harassment and female’s officer’s use ofpassive reactions can only be tested by using the

data from the American group. However, this hypothesis was not supported. Perceived

severity was not significantly associated with American female officer’s use ofpassive

reactions.
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Hypothesis 6b: Concern about social reactions

For both the Thai and the U.S. groups, findings were inconsistent with the prediction

that concern about social reaction will be negatively associated with female officer’s use

of assertive reactions. However, consistent with the prediction, American officers who

had high concern about social reactions were more likely to adopt passive reactions in

dealing with sexual harassment than their counterparts. This hypothesis, however, cannot

be tested with the Thai data.

Qualitative Findings

Although quantitative data has provided some information about how women officers

respond to their worst case experience of sexual harassment, it is useful to understand the

experiences ofpolice women in the two countries in the broader context ofthe nature of

harassment women are subjected to on a daily basis. Such information may be useful in

understanding how women in the two countries experience, perceive and react to

harassment in general. Therefore, the participants were asked to identify things that any

male officers in their agency had done or said that made them feel uncomfortable and to

indicate how they reacted. The data suggested that there are some noteworthy similarities

and differences between countries.

As found in previous research (Welsh, 1997), gender harassment is a common

occurrence in male-dominated environments both in the United States and Thailand.

Although quantitative data suggested that offensive jokes and crude remarks happened

quite often and were witnessed by nearly every woman, the responses from qualitative

data suggested that female officers in both places were not very troubled by these jokes

and remarks if they were not targeted directly at a specific victim. Few officers
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mentioned bothersome incidents when men were simply talking in a nasty way. It seems

that many female officers expected such talk as a part ofthe job in male—dominated

environment. Moreover, due to the fact that most ofthese behaviors are not directed at

the participants, these behaviors therefore are evaluated as inevitable routines of the job

For example, as one Thai female officer put it.

I used to work in a place (police department) where there were more than 100 male

officers, with only 2 female officers. Hearing offensive remarks used between them

was unavoidable. Since I have been transferred to a new place, where there is an equal

proportion ofwomen and men, I have never heard offensive remarks orjokes ever

since.

Similarly, American female officers also have accepted offensive jokes and crude

remarks as part ofworking in police organizations. One mentioned that

There have been many occasions where male coworkers have made sexually explicit

jokes or comments. However, I choose not to take the talk personally. I don’t find

their behavior offensive, just childish. I don’t put any energy into being concerned

about what people are joking about...... but I don’t dwell on it.

For American women, these comments they received were not usually directed at

anyone in particular, but instead seemed to be used by male officers to establish the sense

of esprit de corps among officers in the work unit. One American female officer

indicated that some male officers may tell sexually explicit jokes or pass intemet

pictures/jokes around, but they do it discreetly and only with the group they work with. It

was explained that the cohesion and the trust within the groups has been viewed as

playing an important part in how these behaviors were perceived. Several female officers
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also indicated that these behaviors provide an opporttmity for them to be part ofthe group

and they responded by kidding male officers back. Most believed that ifthey were ever

in a situation where they felt uncomfortable, they would let the men know and think that

the men would listen. One officer remarked

Offensive jokes and comments were made quite frequently, however, I participate in

the joking and do not find it offensive. I believe that if I did find it offensive and

stated it to my coworkers and supervisors, they would stop. Most male coworkers and

supervisors consider me “one ofthe group”.

The situations were viewed differently in Thailand. Although Thai female officers

also view several jokes and crude remarks as a common part ofworking in male-

dominated environments, such perceptions are limited to the situations where the

behaviors are done between men and they happened to witness it because ofbeing there.

On several occasions, these behaviors were directed to a specific target for a purpose of

embarrassing the women in order to convey male-dominance. While, several American

officers explicitly said that they were not offended by most jokes and that they

participated in the joking, no one in the Thai sample made such a statement. Instead,

most women found the behaviors offensive, annoying, or embarrassing and indicated that

they usually tried to ignore them or avoid interacting with particular persons. Sometimes,

when they felt that the limits were reached, they decided to take actions against the

person, for example by confronting or threatened him.

The kind ofbehaviors that Thai female officers were subjected to suggests that Thai

male officers are less sensitive to women’s issues. In one instance, very crude remarks

were made. For example, one low-ranking female officer indicated that while she was
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naveling with three male police officers to other city, upon seeing many young girls in the

back of a pick-up, one male lieutenant asserte “ ..(I) would really love to have sex with

those children.” Men also frequently made jokes and comments about particular women

whom they wanted to embarrass. U.S. women usually described male officers who

seemed to know not to cross the line established by their female coworkers. In contrast,

many Thai policemen exhibited behaviors that greatly offended their female colleagues.

Thai female officers, however, seemed to feel reluctant to do anything to convey their

satisfactions and often waited until when harassment was repeated and become severe

before confionting their harassers. Perhaps, this may be due to the fact that in Thai

culture, people are supposed to be aware ofone another’s feelings. Therefore, behaviors

that are not evaluated as severe violations were tolerated and rarely brought to the

attention ofthe harassers.

This is not to say that the American participants were not subjected to behaviors that

they found offensive, it is just simply that it happened to few ofthe women. For

example, one American correctional officer reported that she was humiliated when an

officer said to her “She’s sweetheart and She swallows too.” The same officer also

reported that one male officer made a comment to her, “ I saw you offduty the other day

at a party store and thought, I did not know there were prostitutes working in .......(the

name of the township)” Another American ofiicer who is a patrol officer described that

she witnessed an incident where a male trooper was greeting a female trooper by putting

the back ofher hand on his crotch and said “Good morning” in a room full of troopers.

However, in these types of incidents that are evaluated as serious by American officers,

often times, the situations are resolved by the fact that male officers were later aware of
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how their behaviors might have offended the women and then apologized, or the women

were able to give a sharp reply and feel better with the situations. For example, a

correction officer stated that she reported other male officers calling women “chicks,” and

after telling him, he apologized and promised not to use that word around her again.

Thus, the willingness ofAmerican female officers to communicate their dissatisfaction

and the willingness ofmale officers to accept their mistakes may also help ameliorate the

situations.

In Thailand, the situations often times become more difficult for women to respond to

because of the differential status of the speaker and the women. For example, a Thai

sergeant reported having heard a higher ranking officer saying how easy he can get

women (into his bed). Being angry with the speaker, she confronted the person but was

then blamed by her direct superior for being out of line as her status was lower. This

female sergeant reported she felt fi'ustrated with the strong emphasis. on the ranking

system and felt that lower status people must unwillingly accept insulting comments.

The bothersome display of explicitly sexual materials was mentioned more often by

female officers in Thailand. This may be because sexual harassment policy in the United

states clearly prohibits these behaviors, which are less ambiguous than other forms of

harassment. Respondents mentioned the installation ofnude pictures ofwomen as a wall

paper on the desktop computer that women officers use. Some female officers also

mentioned that male officers would bring in magazines, calendars, or even videotapes of

a sexual nature, and discuss the sexual activities in them, and derogate women during the

discussion. However, most of the women stated that they have not done anything to

change the situations. One woman did mention telling a male coworker to remove the
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nude calendar from the wall several times, but went on to say he ignored her requests.

The lack ofclear rules prohibiting these behaviors in the workplace may leave women

feeling reluctant to try to change things. For the American sample, there was only one

correctional and one patrol officer who mentioned that their male coworkers were reading

playboy at work during the shift. However, it was reported that normally, once the

persons witnessed that other people came into the post, the material was put out ofview

For American female officers, the types of situations that bothered them the most

involved both behavioral and verbal sexist behaviors ofmale officers. Time and time

again, American female officers mentioned a double standard at work. They felt their

competence was disregarded and opportunities to display their competence were not

offered. For example, one female officer wrote “ I was patting down a male inmate and

another officer (male) stepped in and took over-looking like I could not handle the

situation.” Some other comments are:

The females are often given the job of covering the back door during an entry to a

building. The men want to go inside and they usually volunteer the female to stay

outside. . ..Most often during a high risk situations, female officers are given the least

important job.

Mainly the only issue that I have had to deal with are men acting like they can handle

a situation better than I can. So, for example, if I get a call with a male officer, he

would sometimes just step in and assume the authoritative position without letting

me do myjob because he thinks I can’t handle it as well as he can.. . .Some male

officers have indicated that they would not want certain female
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officers as back up. I find that I personally put forth great effort and display courage

and assertiveness in said situations (high risks situations) to try and earn the respect

of fellow male officers. I feel we are earning the same wage, share the same job title,

I therefore should be subject to the same risks. I feel good female officers have to try

twice as hard to earn halfrespect as male officers. . ..

Thai female officers are also subjected to sexist behaviors. However, because their

day-to-dayjob within the organization was relatively more structured than the police

work for the U.S. officers, job assignment was not much ofan issue. Thai female officers

were bothered by the fact that they were ignored and sometimes their orders were treated

as inconsequential compared to those ofmale offices. One female lieutenant who worked

at the police academy explained that the police cadets are disrespectful towards her, while

they were more respectful towards people in a position to give them rewards or

punishments (e.g., commanding officers). When a cadet did something wrong and she

mentioned it, he would respond negatively, asking her what she wants fiom him, and

acting like he did not have time for this.

Although it has been mentioned less often than gender harassment, unwanted,

unwelcome verbal and non-verbal sexual attention was reported by some participants in

both groups. However, unwanted sexual attention was less often mentioned by

Americans than Thais. Perhaps, the nature ofThai policewomen’s job, which many

consider to be “feminine,” results in the Thai women being more often subjected to

unwanted sexual attention.

Some Thai female officers identified comments or questions about personal, and

private matters as unwelcome. In a relationship centered society like Thailand,
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generally, it is quite natural that coworkers would ask questions about one’s personal life

out ofconcern for another’s well-being. However, in some instances, some men may use

this as an opportunity to learn more about women and make a decision about pursuing

sexual interests. Whether individuals interpret these behaviors as showing interests that

go beyond concern for another’s well-beings depends on how it was done. Some Thai

women reported feeling uncomfortable about these situations. For example, a female

lieutenant in her early thirties felt uncomfortable that she was called by her supervisor to

meet him in private in his office and being asked if she had a boyfriend or was married.

She felt like the question went beyond showing general concern about her well-being.

Particularly for many single female officers, it was bothersome to be asked why they have

never been married.

Although the Thai police department emphasizes the chain ofcommand, women are

not flee from unwanted sexual attention by subordinates. One woman reported that when

shewas having trouble opening a bottle of coke, a subordinate stepped into help her and

said, “Can I open your virginity, please?” Another female officer reported that one ofher

male subordinate kept watching her in the office, as well as showed up at her house and at

the university she attended. Even though she had communicated to him that she was not

interested, he continued to stalk her. One police lieutenant mentioned that she had been

in situations where a non-commissioned officer in her unit was drunk and told her that he

liked her and asked why she had stayed away from him. Her reaction was to avoid

interacting with him.

Unwanted sexual attention was reported by some participants in the United States.

However, although the incidents happened, U.S. women did not have strong reactions.
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Perhaps, it was because the harasser usually tried to get a “foot in the door,” but when

there was no reciprocation, withdrew. The harassers seemed to be aware that they had

crossed the line, which may have lowered the resentment of female officers. For

example, one female court officer reported that while at a department party, a married

supervisor from another division tried to made sexual advances towards her. He also

tried to asked her for a good night kiss and offered to buy her a drink. This female officer

refused as politely as possible. After that incident, he acted as if he were afi'aid she would

mention the incident, avoided making eye contact, and tried to avoid her. Another female

officer mentioned that after a male officer told her she “had a nice butt” and he would like

to see her in a pair ofthongs, she told him she did not appreciate his comments. The

male officer apologized and accepted the fact that he was out of line.

In both groups, none of the participants described a situation that could be

characterized as sexual coercion through the exchange ofrewards or avoidance of

punishment for sexual favors, as things that had made them feel uncomfortable. This is

inconsistent with the quantitative data that suggested that these situations have happened

to some ofthe participants. There might be several reasons why these types ofincidents

were not reported. First, male officers may rarely make explicit verbal statements about

what they would do ifwomen do not engage with them sexually. This would certainly

put male officers in a weak position for defending themselves in the event of, accusations.

Therefore, threats may be subtle, rather than explicit, and women may see them as being

ordinary unwanted sexual attention. Second, many women who experienced these types

ofharassment may already have suffered career repercussions and left the organization.

Third, although this study has guaranteed the participants that their anonymity would be
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protected, some may have felt concerned that if they described the incident, it would be

unavoidable to provide specific details, which might give some clues about their identity

and the harasser’s identity; therefore, fear ofretaliation. and rumors might be another

consideration that led the victims not to mentioned this type ofharassment. Forth, it

might be possible that some women who experienced these types of incidents were forced

to comply with the harassers’ wish. As a result, over time, it might be more comforting

for them to disassociate the connection between any positive benefits they received and

their responsive behaviors so that they can maintain a positive image ofthemselves.

In sum, the qualitative data revealed that hostile environment harassment made female

officers feel uncomfortable in both countries more often than any other types of

harassment. However, women in the U.S. were highly concerned about sex

discrimination which is related directly to the job, while Thai female officers were very

concerned about sexual remarks. Unwanted sexual attention was also noted by both

groups, but the incidents experienced by the U.S. group seemed to be part of a gradual

test ofwomen’s interest. Overall, female officers in the United States were more likely to

view situations that made them feel uncomfortable as not difficult to handle. They tended

to have the impression that, once the undesired behavior of the male officers in question

was acknowledged, the men would stop the behaviors. Many female officers reported

that once the male officers were notified about the inappropriateness of their behaviors,

those male officers were willing to apologize and back down. The only issue that seems

to be unresolved for them is systematical sex discrimination on the job that they

experienced due to the male officers. Women saw this as reflecting problems with police

administrators rather than between themselves. Female officers in Thailand were less
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likely to believe that acknowledging the inappropriateness oftheir behaviors would help

improve the situations. Accordingly, many ofthese situations were left unresolved, and

women remained unsatisfied by the outcomes.

Summary of Findings

In conclusion, the main findings for the present study suggested that as hypothesized,

Thai female officers had stronger beliefs in gender role, higher interdependent view of

self, lower independent view of self and were less likely to agree that their departments’

policy prohibited against sexual harassment. However, there was no difference in

participation in decision-making reported by the Thai and American participants.

While several features expected to be characteristics ofthe West and the East were

confirmed in this sample, not all ofthese features had the impact on outcome variables.

For the Thai sample, only beliefs about gender role stereotypes and interdependent view

of selfwere important predictors of outcome variables. Gender role stereotype beliefs

were negatively related to perceived severity ofharassment. Perceived severity of

harassment, in turn, was positively related to the use of assertive reactions in responding

to harassment. In addition, women with traditional gender role beliefs and women with

an interdependent view of selfhad more concern about social reactions for adopting

assertive reactions in handling harassment, compared to their counterparts. However,

concern about social reactions was not related to assertive reactions to sexual harassment.

For the American group, women who perceived sexual harassment as an

organizational policy violation were more likely to view it as severe. Perceived severity

was in turn associated with the use of assertive responses. Moreover, independent view

of self and participation in decision-making were negatively related to concern about
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social reactions. Concern about social reactions was in turn associated with the use of

passive reactions. The results also revealed that Thai women viewed sexual harassment as

more severe, had higher concern about social reactions than Americans. They were also

more likely to adopt more assertive strategies than Americans. High concern about

negative social reactions among the Thai women did not appear to inhibit them from

adopting assertive reactions. In fact, a significantly higher proportion ofThai employed

assertive reactions than did the Americans. This appeared counterintuitive, given that

Thai women have several features that should be associated with the discomforts of

adopting assertive reactions. However, qualitative data revealed that the circumstances

surrounding sexual harassment that happened in the two countries might be different.

While many American officers viewed sexual harassment by male officers that happened

as trivial, easy to handle and as part of establishing the sense of cohesion in the work

groups, Thai women viewed sexual harassment by male officers intheir organizations as

crude, intentional and did not expect that the harassers would apologize and modify their

behaviors. Unsurprisingly, there are more reasons for them to adopt a wide variety of

assertive responses to those situations and to act more defensively.
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Chapter 5

Discussion

The purpose ofthis research was to explore and explain reactions to sexual

harassment among female officers. It examines how policewomen in Thailand and the

United States interpret sexual harassment and react to sexual harassment. Despite a

growing body of literature on sexual harassment within the past few decades, little

research to date has focused on reactions to sexual harassment in the police context.

This is surprising given that male-dominated organizations such as police agencies have

been viewed places where sexual harassment flourishes. Moreover, the examination of

reactions ofharassment in Asian police organization and the interpretation by victims is

virtually uncharted. While several studies conducted in North American have

demonstrated that several individual differences and organizational characteristics

contribute to victims’ tendencies to become passive toward harassment, these features

have been viewed as pervasive in Asian organizations and are assumed to result in many

police women’s experiencing obstacles in handling harassment. Thus, this research can

be considered beneficial in revealing the extent to which these characteristics play a role

in women’s interpretation of sexual harassment across settings.

Specifically, the study examined whether gender role stereotype beliefs, self-

construals, and organizational contextual characteristics (i.e., participation in decision-

making and perceptions ofsexual harassment as a violations oforganizational policy)

differ between U.S. and Thai policewoman. It was hypothesized that female officers in

the U.S. would adhere less to traditional gender role stereotype beliefs, have a higher

interdependent view of self, have lower independent view of self, report higher
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participation in decision-making and more often indicate that their organizational policy

prohibits sexual harassment. These factors were then expected to influence perceptions

of the severity of sexual harassment and concern about negative social reactions. These

two factors were then anticipated to influence reactions to sexual harassment.

Although stereotypes about Asian culture suggest that U.S. officers would be more

assertive in responding to harassment, in the present research, this was not found to be

the case, at least when women responded to questions about their worst-case incidents.

In fact, female officers in Thailand were more likely to view sexual harassment as more

severe and were more likely to adopt assertive reactions than American officers. As

expected, Thai women show higher concern about social reactions, but concern about

social reactions was not predictive ofwomen’s use of assertive reactions. However,

perceived severity was predictive of assertive reactions. The results suggested that Thai

women reacted more assertively than American officers because they view the sexual

harassment they experienced as severe. Even though Thai women had higher concern

about social reactions, but they did not seem to be discouraged from adopting assertive

reactions.

Kauppinen—Toropainen & Gruber (1993) argued that when interpreting cross-

national differences in women-unfiiendly experiences, one should consider differences

in sensitization to harassment. The limited sensitization to sexual harassment among

Thai employees may have led to their identification ofonly incidents that are more

blatant and directed at specific targets, and therefore most of these worst case behaviors

were evaluated by victims as severe. Alternatively, Thai women may come to the

situations with different sets of expectations ofmale coworkers’s behaviors. For
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example, the view that men should behave as gentlemen towards women, and treat them

like ladies, combined with men’s behavior that did not conform to this norm may have

led Thai women to find the men’s behaviors particularly offensive.

American officers may include less serious incidents among those that they consider

to be severe. The qualitative data showed that police work activities that promote a

sense ofcamaraderie in the work group may affect how harassing behaviors are

interpreted and handled. In the U.S., perhaps due to the both the greater sensitization

among male coworkers to harassment, and the sense of cohesion among both female

and male officers, male officers are more cautious and are receptive to women’s views.

Both ofthese factors may have reduced the types ofharassment that bother American

women and therefore could have led to less need to react assertively.

For both the Thai and the U.S. women, perceived severity, but not concern about

social reactions to the response to harassment, was strongly and significantly associated

with increased assertive reactions. Prior research also has found that, in the university

setting, perceived severity is the most important factor in determining assertive

reactions, such as reporting sexual harassment to an organizational authority (Brooks &

Perot, 1991; Welsh, 1997). However, unlike prior research, the present study formd no

support for the connection between concern about social reactions and assertive

reactions (Wong, 1984; Adams et a1, 1983). This may be due to the population of

women studied. Because these women were relatively more mature, well educated and

in their mid thirties, they may base their reactions on perceived severity of harassment,

rather than on concern about social reactions.

Although measurement problems made it impossible to examine the association of

163



concern about social reactions to passive reactions for Thai participants, it was shown

that concern about negative social reactions was associated with increased use of

paSsive strategies in the U.S. group. At least in the U.S., those women who have higher

concern about social reactions may be more willing to modify their own behaviors to

improve the situations. For example, they more often ignore the behavior, avoid the

person, and deflect the attention of the person to another issue. Thus, those who

perceived harassment as severe and at the same time felt concerned about social

reactions may favor the use ofboth passive and assertive responses to harassment. A

question for future research is whether those who use both assertive and passive

strategies develop low work motivations, as trying a variety of strategies might lead

them to deplete their energy.

In this study, measurement problems that existed for reactions to sexual harassment

suggested that it might be to simplistic to view reactions to sexual harassment as

consisting oftwo dimensions (Passive and Assertive). Low internal consistency of

these scales, especially passive reactions for both groups, suggested that a finer

distinction ofpassive reactions to sexual harassment is needed. For example, passive

reactions such as going along may be different from passive reactions that convey the

attempt to remove oneself from the behaviors such as avoiding the person, or deflecting

the person’s attention. In terms of assertive reactions, as well, there needs to be a

reclassification of assertive reactions that showed a higher degree ofresistance (arguing)

and those that connote milder forms ofresistance (e.g., hinting dissatisfaction).

Overall, the results ofthis study provided mixed support for the hypothesized

relationships among variables. For beliefs about gender role stereotypes, the result tend
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to confirm the expectations. Although there was a problem of internal consistency for

the scale in the American sample, it does appear that most American female officers

have high scores on this scale. Compared to Thai woman officers, American female

officers less often endorse traditional gender role stereotypes beliefs. This result is

consistent with prior literature which has described Asian society as patriarchal and

therefore characterized by members’ socialization, to accept traditional sex role norms

(Matsui et al, 1995; Ganguly, 1997).

Also as expected, in the Thai sample, as acceptance of gender role stereotypes

increases, sensitization to sexual harassment decreases (Malovich & Stake, 1990;

Rubin, 1992). This finding was robust and independent ofthe effect of frequency of

harassment or gender composition of the work group. This is consistent with the

explanation that women with traditional gender role beliefs and liberal women use

different sexual scripts in interpreting sexual harassment (Krahe et al., 2000). In

addition, consistent with the explanation that traditional women are reluctant to sacrifice

the loss of social relationships for social equality (Smith & Self, 1981), the acceptance

oftraditional gender role stereotypes was associated with increased concern about

negative social reactions that might result from calling attention to sexual harassment.

The effects ofnational differences on self-construal were in the direction

hypothesized and therefore consistent with other findings that interdependent view of

self is more of a characteristics ofpeople in Asian culture, while independent view of

self is more ofa characteristics ofpeople in Western culture (Singelis et al, 1999; Kim

& Sharkey, 1995). Thai women had higher scores on interdependent view of self and

lower scores on independent view of self, compared to the American counterparts. The
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differences may be linked not only to the cultures ofthe two countries, but also to

differences in the nature ofwork performed by women in the two samples. Prior work

has explained that an interdependent view of self characterizes women, but independent

view of self characterizes men (Cross & Madson, 1997). However, the U.S. women

were used to performing job tasks associated with maleness, but the Thai women were

not. The self-selection process in which individuals select jobs that match their traits,

along with the police occupational socialization process, may contribute to high U.S.

scores on independent view of self.

However, the relationship of self-construals and perceived severity of sexual

harassment was not significant. In both groups, women with an interdependent view of

self, who placed strong emphasis on relationships did not find sexual harassment any

less offensive than those with a low interdependent view of self. Consistently, people

with an independent view of self, that is those who emphasized their personal freedom,

were not more offended by harassment than people with a low independent view of self.

The lack ofconnection between interdependent view of selfand perceived severity of

harassment may occur because although women who are high on interdependent view

of selfmay accept harassment in order to maintain the social relationship; they may be

at the same time more negatively affected by sexual harassment because it signifies a

problematic social relationship. Also, in a society characterized by an interdependent

view of self, high value is placed on the ability ofpeople to guess what is on each

other’s mind (Markus & Kitayarna, 1991). The failure of the harassers to conform to

women’s expectations may result in higher perceptions of severity ofharassment. This

may have cancelled out the tendencies not to blame the harasser’s for fear of losing the
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relationship, resulting in the lack ofthe relationship between interdependent self and

perceived severity. Thus, the results suggested that interdependent selfmay not be such

a bad thing. While it may lead women to modify themselves to fit with others’ needs, it

may at the same times, lead them to expect others to be receptive to their needs and

feelings, and result in sensitivity to the harmfirlness of sexual harassment.

People with an independent view of selfmay not be offended by harassment any

more than people with low independent view ofselfbecause they might perceive

themselves to be “one ofthe boys”. Qualitative data highlights that many American

female officers perceived themselves and male officers as brothers and sisters. Such

perceptions, in turn, can lead them to become less critical ofmale officer’s behaviors

and cancel out the result of independent view of self, which is being defensive when

personal violations occur. Also, unlike unwanted sexual attention and sexual coercion,

many forms of gender harassment did not involve a specific victim. Particularly gender

harassment, which was involved in the majority of cases analyzed in the present study,

may be irrelevant for women with independent self, as they do not feel it is directed at

them.

The connection of self-construals and concern about social reactions showed

different patterns in the two samples, but both patterns were consistent with the

predictions. For the Thai sample, interdependent view of selfwas positively associated

with concern about social reactions. This provided support that people with an

interdependent self are sensitive to others’views and constantly feel concerned about

negative self-evaluations (Kim & Sharkey, 1995; Singelis et a1, 1999). For the

American sample, independent view of selfwas negatively associated with concern
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about social reaction, which supports the idea that people with an independent view of

self focus on their uniqueness and positive qualities (Markus & Kitayarna,1991), which

enhances their sense of self-determination in influencing existing circumstances (Chang

et al., 1997). However, the fact that Thai women with high independent view of self

were not more likely than Thai women with low independent view of self to have

concern about social reactions perhaps reflects the existing realities in Thai society. In a

collectivistic culture, where the attempts to minimize conflicts between in group

members is emphasized and social interactions are guided by rules, obligations, and

status, people may not benefit from an independent view of self. Their self-

determination may not help them, since the reactions of others will still affect their well-

being. On the contrary, in the American society, where personal freedom is emphasized

and confrontation is an acceptable ways ofhandling conflicts, women with an

interdependent view of selfmay have little reason for fearing negative reactions to their

calling attention to the issue of sexual harassment. ‘

Inconsistent with initial expectations, the current study did not find that there were

significant differences in participation in decision-making reported by female officers in

the two countries. Although Thailand has been characterized as a high power-distance

culture, which would be consistent with little decision-latitude being given to

subordinates (Chen & Ditomoso, 1996), Thai women reported similar level of

participation in decision-making as American female officers. The current study cannot

rule out the possibility that the lower expectations of the Thai participants, due to being

socialized into high power distance culture, may have led them to evaluate superior’s

behaviors more leniently. However, this is unlikely, as previous research found that the
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behaviors of supervisors as a result ofpower distance culture was so salient and

accurately perceived by employees (Offermann & Hellmann, 1997). Given that the

average rating ofparticipation in decision-making in both groups was moderate, it

seems to be the case that despite the rhetoric ofpolice organizations in the United States

about their efforts to integrate women into the police force, the reality may be that in

many departments surveyed, policewomen still feel that they have been offered limited

opportunity in making decisions about their jobs. This is consistent with qualitative

data, which found that many U.S. women feel that their managers are overprotective of

women and seclude them from challenging jobs. They felt that police administrators

have not done enough in offering policewomen equal opportunities as policemen.

Therefore, it is not surprising that U.S. women did not report higher participation in

decision-making.

Participation in decision-making is not particularly useful in explaining variation in

women’s evaluation of sexual harassment as severe. Participation in decision making

may simply lead to stronger feeling, either positive and negative. It influences

individuals to evaluate sexual harassment as more severe. However, it may

simultaneously function as a form of social support in the organizational context, which

helps to buffer any negative emotions that may be generated by sexual harassment

behaviors. There is some empirical support that low participation in decision-making is

connected to concern about social reactions. This connection is consistent with the idea

that participation in decision-making leads to a sense of empowerment (Spreitzer,

1996), perceptions of organizational justice (Witt & Myers, 1997) and felt obligation to

the organization (Salancik,l977). American officers who had high participation in
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decision-making felt less concerned about negative social reactions that might result

from calling attention to sexual harassment. However, this result was not found for the

Thai sample. Different from the U.S., in Thailand higher-level police superiors are far

removed from organizational realities and are subjected to change in assignment and

location at anytime. Therefore the participation in decision-making with a particular

superior may have little bearing on the general comfort of female officers.

As expected, American female officers were more likely to believe that their

organizational policy prohibits sexual harassment than Thai female officers.

Perceptions ofpolicy reflect the extent to which organizations have put efforts into

specifying what kinds ofbehaviors are prohibited. As a result, female officers in the

U.S., where policy exists, were more likely than Thais to indicate that their organization

policy prohibits the type ofbehavior they described in their three worst cases of

harassment.

' In the ethical decision making fiamework (Jone, 1991), social cues provided by

organizational policy should influence individual’s judgment of seriousness of

harassment. However, the data only partially support this prediction. Perceptions of

organizational policy is positively related to perceived severity ofharassment only

among Americans, but was not related to perceived severity ofharassment among

Thais. The lack ofcommon definitions ofharassment in the Thai police department is

likely to result in women’s excusing the harassers to some extent, for they carmot be

expected to be aware ofunacceptable behavior. In the U.S., women know that men are

aware ofwhat behavior is acceptable according to policy, and thus they consider

harassment as more serious.
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For both Thailand and the U.S., perception ofpolicy is unrelated to concern about

social reactions. This suggests that a list ofprohibited conduct in policy may be not be

sufficient to ease victims’ concern about social reactions to their responses to

harassment. It makes sense that perceptions of an organization’s willingness to stand

behind sexual harassment victims rather than the mere existence of a policy would be

more important in influencing concern about negative social reactions and victims’

response to victimization.

Study Limitations

The research presented here is an initial attempt to investigate reactions to

harassment by female officers in Thailand and the United States. As is often true for

studies which are done at the rudimentary stages oftheory development, there are some

weaknesses that must be acknowledged. First of all, several measures have lower

reliability than expected. For example, the internal reliability of gender role stereotypes

in the American group and passive reactions in the Thai group was very low. As a

result, the study could not make use ofthese variables and could not determine the

hypothesized effects, as originally planned. In some cases, scale variables had quite

low reliability, between .60 and .70. One way to solve the problem is to focus on the

data fiom only one group and select only items that have high loading from that group

and then conduct the analysis. However, this approach would undermine the purpose of

the study, which is to compare reactions to sexual harassment between female officers

in Thailand and the U.S.. Given that all of the scales used have reliability above .60, the

data were viewed as sufficient to follow the original plan ofthe study.

Second, female officers in Thailand and the United States may not be the idea]
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sample for tests of the theory. There are some key structural differences in policing in

the two countries, including gender compositions ofthe work group, the nature ofjobs

women performed, and organizational tenure. These factors may influence their

perceptions and reactions to harassment. ‘

Third, as in prior quantitative field research on sexual harassment and reactions to it,

the present study cannot control or measure the detailed characteristics ofthe worst case

of sexual harassment situations that each female officer encountered. For example, the

degree ofintrusiveness of the behaviors, and the characteristics and the personalities of

the harassers may vary from case to case. Thus, these variables may be responsible for

the results. However, this appears to be a common problem for research on sexual

harassment in field settings, as the objective characteristics ofthe events can never be

quantified, unless the research adopts a scenario-based approach, which has its own

drawbacks. This limitation does need to be noted so that there is awareness of

alternative explanations of findings.

Forth, another potential limitation ofthe present study involves the generalizability

ofthe results. This study was conducted by using female officers who are in law

enforcement agencies in Thailand and in the U.S. Although the organizational structure

may appear similar to other organizations, finding cannot be easily generalized beyond

police departments. Moreover, the data were obtained fi'orn women who were willing to

participate in the study, and in departments where the police administrators agreed to

the study. The samples may not be an accurate representation ofpolicewomen, for

example, the women who took part may be especially interested in women’s issues.
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Organization Implications

Several characteristics of individuals may lead to differential interpretations of

sexual harassment. In turn, these differing perceptions influence reactions to sexual

harassment. The results ofthe study provided some information that is important in

developing effective policy, grievance procedures, and intervention programs.

In the Thai sample, findings are consistent with the proposition that beliefs about

gender role stereotypes play a role in decreasing perceived severity ofharassment and

increasing concern about social reactions in responding to harassment. In lights ofthis

finding, organizational interventions aimed at increasing sensitivity to harassment and

providing support among traditional women may be effective in increasing the

willingness of victims to confront harassment. For example organizational training

could allow women and men to discuss the effect ofsex role socialization on how a

person interprets and copes with harassment, and how at the same time it can contribute

to the persistence ofharassment. This could heighten awareness ofthe problem of

sexual harassment and toleration of it in organizations, and also benefit victims, who

would better understand their own interpretations of and reactions to harassment.

Moreover, exchanging views with other people in the training could provide the

opportunity for traditional women to be aware of social support from other women.

Although gender role stereotypes result fiom a long-term sex role socialization

process and may be difficult to change, it might be important to try to change sexist

stereotypes. Organizational practices that reinforce differences in women’s and men’s

job tasks should be eliminated. For example, the use ofwomen to serve coffee, wash

dishes, and perform only secretarial work should be prohibited. Promotion based on
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merit rather than being sexually cooperative should be a focus. Under the conditions

that women’s role and men’s role in the workplace become less discrepant, employees

in organizations may appreciate the worth ofwomen and view sexual harassment as

serious. It might also eliminate myths about harassment, such as the women use their

sexual advantages in exchange ofjob benefits. Female officers who encounter

harassment may be more able to elicit understanding and support from other

organizational members. These changes may take many years, but they would address

the root of sexual harassment problems.

Moreover, for Thai women, having an interdependent view of selfwas negatively

associated with concern about social reactions. Although the findings are optimistic in a

sense that concern about social reactions did not appear to reduce assertive reactions,

while perceived severity was positively associated with assertive reactions, the fact that

several women were willing to respond to harassment that bothered them, despite the

fact that they were not comfortable using those assertive strategies suggests that many

women, especially those with an interdependent view of self, may experience some

psychological discomfort while adopting assertive strategies. When victims engage in

assertive actions, despite the fact that they themselves felt uncomfortable with those

actions, the strategies used may not be equally effective as when victim feel more

confident about what they are doing. As such, top management as well as middle

managements should attempt to encourage and reward victims who come forward and

confront their harassers by minimizing any negative consequences they may

encountered. Women and male coworkers should be educated that it is not wrong to

assert themselves or feel bad about themselves, when they were violated, regardless of
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who the harassers are. The complaint handling process oforganizations itselfneeds to

be structured to place a high emphasis on justice, rather than the consideration of

seniority or coalitions within the organization. Assertiveness training should also be

provided so that victims can learn how to communicate their view and feel comfortable

with it. Given that people with interdependent view of selfhas been viewed as placing

high emphasis on significant others (Cross & Madson, 1997), organizations that also

encourage third-parties, especially those who are well-respected in the organizations to

intervene when they witnessed potential sexually harassing situations on the behalfof

the victims may also provide victim’s with more comfort in dealing with harassment

themselves in the future. Moreover, informal procedures where victims can turn to

someone they can trust, and report harassment should be provided so that women who

feel concerned about social reactions can have more options to deal with harassment.

In the United States, where an independent selfwas negatively related to concern

about social reactions, interventions aimed at increasing women’s positive self-

evaluations or self-worth might reduce their concern about social reactions, and allow

them to respond assertively when they are harassed. Clinical counseling that

emphasized positive self-concepts and the sense of agency should be provided for

interested employees. Additionally, given that participation in decision making was

associated with low concern about social reactions, organizational efforts to provide

autonomy for female employees in their work roles may be particularly beneficial in

helping women feel that other employees will respond favorable if they try to stop

harassment assertively. The qualitative data suggested that many female officers in the

U.S. felt dissatisfied with the way they were treated at work, particularly the lacks of
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trust in their competence. They felt like they were exempted from difficult jobs and

were assigned to perform the jobs that no one wants. Thus, organizations that wish to

increase perceptions ofwork autonomy ofwomen need to reduce gender disparities in

job assignments and for example, supervisors, should be encouraged to and rewarded

for allowing women to perform the same job as men. In addition, informal and formal

grievance procedures for woman who feel they are treated unfairly would be useful.

The fact that U.S. women who were concerned about social reactions also experienced

the most harassment suggests that they are in organizations that tolerate harassment.

Individuals’ understanding of sexual harassment events as a clear violation ofpolicy

was the only variable associated with perceived severity of sexual harassment in the

U.S. group. Perception of organizational policy was the most important predictor ofthe

view that harassment is serious, and the view ofharassment as serious is connected to

assertive reactions. Therefore, it is important that organizations have policies that are

clear and that these are communicated to all employees. Training, including role-

playing and the discussion ofcases and films in relations to what is acceptable and not

acceptable should occur regularly in order to promote common definitions of

harassment. In Thailand, individual’s perception ofpolicy has no relationship with

perceived severity ofharassment. Establishing sexual harassment policy could produce

a shared understanding, and reduce the variation that results from individual differences,

such as gender role stereotype beliefs. As a result, formal sexual harassment policy may

increase organizational members’ awareness ofthe harmfulness ofharassment.

Organizations need to recognize that a woman sometimes uses both assertive and

passive strategies for responding to harassment. Even ifvictims do report an incident,
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they may also modify their own behaviors to improve the situation. In other words,

some women who confronted their harassers, also avoid the person and limit their own

opportunities to enjoy freedom ofmovement in the organizations. Therefore, if

organizations wish to evaluate the effectiveness of the interventions such as sexual

harassment training program, victim’s passive strategies should be considered as an

important index of success. The use ofmultiple indicators of success would be the best

measure of organizational success in promoting a women-fiiendly workplace

environment.

Recommendation for Future Research

In order to expand on and confirm the findings, several areas remain open for firture

research investigations. First of all, although it was hypothesized that women in

Thailand would be less assertive in reacting to sexual harassment, it was found that they

were not. Indeed, Thai women were more likely to perceive sexual harassment as more

severe and also reported more concern about social reactions. The Situational factors

surrounding sexual harassment (e.g., how others in the context view harassment and

how they viewed assertive reactions and passive reactions) may be important as the

attitudes ofthe victims themselves. Future research both in Asian and Western

countries should also examine perceptions ofharassment and perceptions ofvictims’

reactions to sexual harassment fi'om the perspective of others in women’s work context,

including higher police administrators, male officers, women who are non-victims, and

victims ofharassment. Other parties’ evaluations of the events may be important in

determining what happened and how it was resolved and may better explain variance in

victim’s reactions and help us identify barriers victims are facing. Studies that examine
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reactions to harassment may also use victim’s perceptions ofnormative expectations of

seriousness ofthe events or about the use of assertive behaviors as additional predictors

of reactions to harassment. It might be beneficial to investigate whether reactions of

women with strong beliefs about gender roles, for example, are influenced more by

normative expectations, rather than by their own evaluations ofharassment.

Second, future research on reactions to sexual harassment need to investigate

women’s perceptions ofthe effectiveness ofthe strategies that were employed. This

would provide more direction for organizations as well as researcher to focus on the

most effective reactions for the victims, which at the same time are strategies that do not

make victims suffer fiom the lack of opportunities to work in their work place. It may

be that pe0ple in different countries see the same strategy differently. For example, do

Thai feel less satisfied with the outcomes ofinteractions when they use assertive

reactions, compared to people in the U.S.? and do women with traditional role attitudes

feel more satisfied with the outcomes, when passive reactions were employed? This

type ofinformation will be helpful for organizations to understand women’s need and at

the same times explore what types of interventions would be needed.

Third, the current study is a cross-sectional study, therefore the nature of causality

could not be determined specifically. For example, assertive reactions can lead to

perceived severity ofharassment because it can provide comfort to the victims to think

that how they reacted was justified after the fact. In the firture, longitudinal studies

should also be conducted by examining panel data beginning at the point when

individuals enter the organizations, tracking sexual harassment events, their perceptions

ofindividuals and their coping patterns. This could be done by examining how
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individual differences and organizational characteristics might play a role in this

process. The combination ofboth quantitative analysis and in-depth qualitative

accounts would be particularly useful in giving details about how this process has

developed and would provide useful insights into the process.

Forth, the less antagonistic feelings among American participants, their low concern

about social reactions, and their limited use of assertive reactions suggests the

importance ofoccupational identity in structuring gender relations within the work

place. This may have helped policemen and policewomen to perceived their similarity,

which in turn, lead them to be able to communicate much more easily and resolve

sexual harassment on their own. It would be fruitful for future research to investigate

how occupational socialization influences perceptions ofharassment severity, victim

reactions to harassment and reactions ofother parties to victims’ behaviors. This might

be done through an examination ofperceptions of solidarity in the work group, and of

organizational and occupational identification. Such research could be the basis for

recommending additional interventions. On the other hand, factors that lead Thai

women to become sensitive to harassment should be explored and identified. For

example, whether women’s standards ofwhat is appropriate men’s behaviors during the

interactions with women might be responsible for sensitivity to harassment found

among Thais remains an interesting research question.

Fifth, future cross-national quantitative research on reactions sexual harassment

should employ only scales that have been validated across samples. If it is necessary to

shorten the questionnaire, the researcher may want to select items that have high

loadings. In addition, a pilot study should be conducted prior to the data collection
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process and open discussion with the subjects about the instruments used should be

done so that the measurement can be modified.

Sixth, the study focused on reactions to sexual harassment based on the operational

definitions of sexual harassment events identified by prior empirical work in the U.S.

As a result, the current study considers only reactions ofharassment that include

Americans’ definition ofharassment. To develop a more comprehensive list of

harassment events and understand people’s reactions to those events, future research

should also use interviews about things that women view as sexually harassing. Then,

researchers could use that information to develop different scenarios which include

events depicted by various groups. The use of a scenario approach would also allow the

researcher to determine the impact of various factors, while being able to control or

manipulate sexual harassment event characteristics.

Despite all of these limitations and future research that is needed to provide a clearer

understanding of reactions to sexual harassment in police organizations, this research is

significant in the sense that it is the first study that examines reactions to sexual

harassment ofpolicewomen in Thailand. The comparison to the U.S. is also unique.

The findings raise awareness that existing factors that differ between the West and the

East, that have been found in one setting to be predictive ofperceptions and reactions to

interpersonal conflicts or sexual harassment situations, may not always operate in a

consistent manner. The study highlights the complexities inherent in the nature of

reactions to sexual harassment in real life settings. While previous research that used

scenarios found that Americans were more critical ofharassment than Asians (Neale,

1991), this doesn’t mean that Asian female victims would be less critical ofharassment
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that happened in their own organizations. Instead, the lack of sensitivity of the issue to

the issue by others in their surroundings can lead the Thai women to perceive more

threats fi'om harassment and have more reasons to behave more assertively. This

finding is new and demonstrates the need to be cautious about generalizing from

research that presents artificial scenarios abstracted from real world settings. It also

provides some ground for future work to consider cultural values, which influence

victims’ reactions via the behaviors of others in the situations. It is important that

research considers cultural context and not concentrate on victim attributes as the sole

determinants ofreactions of sexual harassment.
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Informed Consent Statement

You are invited to participate in a study concerning interactions with people ofthe

opposite sex at work. The purpose ofthe present study is to gathering the information

about social interactions between policewomen and policemen in the workplace. The

information from your perspective will provide valuable insights on informing your

administrators to improve working conditions for female police officers.

Your participation involves reading and filling out a questionnaire, which should take

about 15-20 minutes. Some ofthe questions may require you to reflect on past events

that may cause some distress. However, the main benefit ofyour disclosure is the

attainment of information to better understand those events. Any information obtained in

connection with this study that can be identified with you will remain confidential. To

protect your privacy, the obtained data will be stored on a password protected computer

in a locked room. Only the responsible project investigator and the secondary

investigator will have access to the data. The data will be kept for no more than two

years. In any reports or publications, no one will be identified and only group data will

be presented. Your privacy will be protected to the maximum extent allowable by

law.

Your participation is voluntary and you may choose not to participate at all. If you

agree to participate in the study and then wish to withdraw, you are flee to do so at

anytime without any penalty/loss ofbenefits. Ifyou would like a summary ofthe results

of this study, please fill in your address so that it will be mailed to you at the conclusion

of the study.

If you have any questions about this study, please contact me or the responsible
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project investigator: Merry Morash, Ph.D., Professor, 514 Baker Hall, School of

Criminal Justice, Michigan State University, East Lansing, Mi 48824-1118, phone: (517)

353-0765, E-mail: morashm@msu.edu. If you have any questions or concerns regarding

your role and rights as a subject of this research or dissatisfied at any time with any

aspect of the study, you may contact—anonymously, ifyou wish-Ashir Kumar, M. D.,

Chair of the University Committee, on research involving human subjects (UCRIHS) by

phone: (517) 355-2180, fax: (517) 432-4503, E-mail: uchrihs@msu.edu or regular mail:

202 Olds Hall, Michigan State University, East Lansing, Mi 48824.

Thank you for your cooperation

Sincerely Yours,

Somvadee Chaiyavej, Secondary Investigator

The School of Criminal Justice, 560 Baker Hall

Michigan State University, Mi 48824

E-mail: chaiyave@pilot.msu.edu

Phone: (517) 355-9860

You indicate your voluntary agreement to participate by completing and returning

the questionnaire.

(Please fill in your address only if you would like a summary ofthe results ofthe study)

Your address
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Instruction of the Sexual Harassment Experiences Questionnaire (EnglishVersion)
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Instruction I : On the following pages are questions about your interactions with

men at work. You will be asked to indicate how often you have been in certain

situations, where any male officers at this agency engaged in some forms of

behaviors towards you within the past two years. These situations are divided into

three sections. At the end of each section, please stop and think about the worst

event that has happened to you. Then, use that experience to assess how much you

agree that the statements listed accurately described your reactions to the

situation. Your responses may range from 5 (Strongly Agree) to l (Strongly

Disagree).

In completing the questionnaire, if there are many male officers involved in the

situation, please focus on the person who had the greatest impact on you.

Ifyou have never been in any ofthe situations within thepast two years, please

think of the worst event that has happened to your female coworkers in this agency

instead. This situation may have taken place at any time, not limited to within the past

two years. This situation may be based on her disclosure to you, your direct

observation ofher experience, or through the accounts ofher story from other

coworkers. We would like to know hbw you would react to that situation, if it was

happening to you, right now. You are simply using her experience as a hypothetical

situation.

Ifthe person involved was your coworker’s direct supervisor, check that this person

is a direct supervisor. Then, imagine that you have been recently assigned to work with

a new supervisor who initiates this act towards you. What would be your reaction to

the situation? Ifthe person involved was her subordinate, check that the person is a
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subordinate. Then, imagine that your new subordinate initiates this act towards you.

What would be your reaction to the situation? Answer the questions in terms ofhow

much you agree that the statements listed fit with your “probable reactions”. Please

take into account the reality of your circumstances at work when deciding how you

would behave. You and the female officer may differ in the way that you interpret and

handle the situations. In responding to the questions, please focus on your own

reactions.

Please understand that there are no right or wrong answers. Individuals may

differ in the ways they react to these situations.
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Table 12. Sexual Harassment Experiences Questionnaire (English Version)

 

Part I : During the past 2 years, have you Never Once Some Often

ever been in a situation where any male or times

officers who are members of this agency did Twice

the following? (Gender Harassment)

Most

Of

The

 

1. Habitually told suggestive stories or offensive

jokes?

 

2. Made crude and offensive sexual remarks,

either publicly (eg., in the office, meeting), or to

you privately?

 

3. Treated you differently because of your sex

(eg mistreated, slighted or ignored you) ?

 

4. Displayed, used, or distributed sexist or

suggestive materials(e.g. pictures, stories,

pornography) to you! or in your presence ?

 

5. Frequently made sexist remarks to you

(suggesting that women are too emotional to

assume a leadership role)?

 

6.”Put you down” or was condescending toward

you due to your sex?       
Reactions to the situation 1. The person who initiated the act is a

Ddirect supervisor Dhigher superior coworker Dcoworker

Usubordinate Bother (specify)
 

2. Was this experience your own? D Yes D No 
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Table 12 (cont’d).

 

Please indicate to what extent you agree that Strongly Not Strongly

the following statements accurately describe Agree Agree Sure Disagree Disagree

your reactions to the situation.

 

1. Going along with the behavior

 

2. Informing an authority to take action against

the person

 

3. Ignoring the behavior.

 

4. Comrmmicating your displeasure to the

person indirectly (e.g. becoming distant).

 

5. Changing your habitual ways of doing things

to avoid this type of situation from recurring

(e.g. seeking a transfer, bringing friends along).

 

6. Telling the person about the negative

consequence (s) he may face fi'om this

behavior.

 

7. Attempting to deflect the person’s attention

to another issue.

 

8. Protesting the person explicitly (e.g. arguing,

telling him to stop).

 

9. Finding this act offensive.

 

10. Being concerned that by calling attention to

the issue, coworkers might think worse ofyou.

 

11. Believing the official polices/rules of this

agency clearly prohibit this act.        
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Table 12 (cont’d).

 

Part II : During the past 2 years, have you

ever been in a situation where any male

officers who are members of this agency did
 

the following? (Unwanted Sexual Attention)

Never Once

01'

Twice

Some

times

Ofien Most

Of

The

time

 

7. Made unwanted attempts to draw you into a

discussion ofpersonal or sexual matters (e.g.

attempted to discuss or cormnent on your sex

life)?

 

8. Gave you unwanted sexual attention?

 

9. Attempted to establish a ronrantic sexual

relationship with you despite your efforts to

discourage him?

 

10. Has continued to ask you for dates, drinks,

dinner etc. even though you have said “No”?

 

11. Touched you (e.g., laid a hand on your bare

arm, put an arm around your shoulders) in a way

that made you feel tmcomfortable?

 

12. Made unwanted attempts to stroke or fondle

you (e.g., stroking your leg or neck, touching

your breast, etc.)?

 

13. Made unwanted attempts to have sex with

you that resulted in you pleading, crying or

physically struggling?       
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Table 12 (cont’d).

 

Reactions to the situation 1. The person who initiated the act is a

Ddirect supervisor Dhigher superior coworker Dcoworker

 

 

Usubordinate Bother (specify)

2. Was this experience your own? D Yes D No

Please indicate to what extent you agree that Strongly Not Strongly

the following statements accurately describe Agree Agree Sure Disagree Disagree

your reactions to the situation.

 

1. Going along with the behavior

 

2. Informing an authority to take action against

the person

 

3. Ignoring the behavior.

 

4. Communicating your displeasure to the

person indirectly (e.g., becoming distant).

 

5. Changing your habitual ways of doing things

to avoid this type of situation fi'om recurring

(e.g. seeking a transfer, bringing friends along).

 

6. Telling the person about the negative

consequence (5) he my face from this

behavior.

 

7. Attempting to deflect the person’s attention

to another issue.

 

8. Protesting the person explicitly (e.g. arguing,

telling him to stop).

 

9. Finding this act offensive.        
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Table 12 (cont’d).

 

Please indicate to what extent you agree that

the following statements accurately describe

your reactions to the situation.

Strongly Agree

Agree

Not Strongly

Sure Disagree Disagree

 

10. Being concerned that by calling attention to

the issue, coworkers might think worse of you.

 

l 1. Believing the official polices/rules of this

agency clearly prohibit this act.

     
Part III : During the past 2 years, have you

ever been in a situation where any male

officers who are members of this agency did
 

the following? (Sexual Coercion)

Never Once

or

Twice

Some Often Most

times of the

time

 

14. Made you feel like you were being subtly

bribed with some sort ofreward or special

treatment, to engage in sexual behavior?

 

15. Made you feel subtly threatened with some

sort of retaliation for not being sexually

cooperative (e.g., the mention ofupcoming

evaluation, review etc.)?

 

16. Inrplied 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?

 

18. Made you afraid that you would be treated

poorly if you didn’t cooperate sexually?       
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Table 12 (cont’d).

 

 

 

      

 

 

your reactions to the situation.

Part III : During the past 2 years, have you Never Once Some Often Most

ever been in a situation where any male or times of the

officers who are members of this agency did Twice time

the following?

19. Treated you badly for refusing to have sex ?

Reactions to the situation 1. The person who initiated the act is a

Ddirect supervisor Dhigher superior coworker Dcoworker

Usubordinate Bother (specify)

2. Was this experience your own? D Yes D No

Please indicate to what extent you agree that Strongly Not Strongly

the following statements accurately describe Agree Agree Sure Disagree Disagree

 

1. Going along with the behavior

 

2. Informing an authority to take action against

the person

 

3. Ignoring the behavior.

 

4. Communicating yom' displeasure to the

person indirectly (e.g., becoming distant).

 

5. Changing your habitual ways of doing things

to avoid this type of situation from recurring

(e.g. seeking a transfer, bringing friends along).

 

6. Telling the person about the negative

consequence (5) he may face from this

behavior.       
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Table 12 (cont’d).

 

Please indicate to what extent you agree that Strongly Not Strongly

the following statements accurately describe Agree Agree Sure Disagree Disagree

your reactions to the situation.

 

7. Attempting to deflect the person’s attention to

another issue.

 

8. Protesting the person explicitly (e.g. arguing,

telling him to stop).

 

9. Finding this act offensive.

 

10. Being concerned that by calling attention to

the issue, coworkers might think worse of you.

 

11. Believing the official polices/rules of this

agency clearly prohibit this act.         
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Table 14 Items Assessing Beliefs about Gender Role Stereotypes (English Version)

 

(Strongly Agree) to l (Strongly Disagree).

Instruction 11: Please indicate if you agree or disagree with the following

statements. (Check the appropriate box). Your responses may range from 5

 

 

Strongly Not Strongly

Agree Sure Disagree

5 4 3 2 l

 

1. Women should take care of running their homes

and leave running the country to men.

 

2. Most men are better suited emotionally for politics

than are most women.

 

3. A working mother can establish as warm and

secure a relationship with her children as a mother who

does not work

 

4. A preschool child is likely to suffer if his or her

mother works.

 

5. It is better for all involved if the man is the

achiever outside the home and the women takes care of

the home and the family       
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Table 16 Items Assessing Self-Construals (English Version)

 

(Strongly Agree) to 1 (Strongly Disagree).

Instruction II: Please indicate if you agree or disagree with the following

statements. (Check the appropriate box). Your responses may range from 5

 

 

Strongly Not Strongly

Agree Sure Disagree

(Interdependent Self6-15, Independent Self15-23) 5 4 3 2 l

 

6. I will sacrifice my self-interest for the benefit of

the group I am in

 

7. I act as fellow group members would prefer.

 

8. I stick with my group even through difficulties

 

9. It is important for me to maintain harmony within

my grow

 

10. It is important to me to respect decisions made by

the group

 

11. I will stay in a group if they need me, even when I

am not happy with the group

 

12. Even when I strongly disagree with group

members, I avoid an argument.

 

13. I respect people who are modest about themselves.

 

14. I often have the feeling that my relationship with

others is more important than my own

accomplishments.       
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Table 16 (cont’d).

 

(Strongly Agree) to 1 (Strongly Disagree).

Instruction II: Please indicate if you agree or disagree with the following

statements. (Check the appropriate box). Your responses may range from 5

 

 

Strongly Not Strongly

Agree Sure Disagg

5 3 2 l

 

15. My happiness depends on the happiness of those

around me.

 

16. I don’t change my opinions in conformity with

those of the majority

 

17. I don’t support my group when they are wrong.

 

18. I assert my opposition when I disagree strongly

with the members ofmy group

 

19. I act the same way no matter who I am with.

 

20. I enjoy being unique and different from others in

many respects.

 

21. I am comfortable with being singled out for praise

or rewards.

 

22. Speaking up in a work/task group is not a problem

for me

 

23. I value being in good health above everything.       
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Table 18 Items Assessing Participation in Decision-Making (English Version)

 

Instruction 111: Overall, since you have been working in this agency, to what

extent do your superiors (your direct supervisors and higher ups) do the

following? (Check the apprOpriate box). Your responses may range from 5 (A

great deal) to 1 (Not at all).
 

A great Not at

deal all
 

5 4 3 2 l

 

1. Allow you to decide how you do yourjob

 

2. Help you to have a say or influence on what goes on

in your department.

 

3. Encourage you to have a say or influence on

decisions that affect yourjob.

 

4. Are receptive to your ideas

 

5. Encourage you to participate in decision-making

regarding matters that relate to your job.        
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Table 19 Items Assessing Participation in Decision—Making (Thai Version)

230



lEZ

 

“LILI‘GEIILL‘SLUMU’IKRUI‘QIL
I.P4A4

LogigtcgnlalwaysLunlnctmpgmumnhwrtgm'9

 

flLlAbBll-flgflUgftLbUt‘MJ-Lfi'17

 

ILLIM‘GM’ILNLUMU’IKRU311119szLi‘LUb‘LflgUU
Ir,4nI.pIa

SLUBIQBMguBHktIBéktflg‘Mgl‘tbbUDUEfiflb'lkglflhfi
nfifi?'8 vpa

 

flLlLL‘GlI-flbl‘flbftufllfll

ngmccucuunguggcymgnugmcuwcnmumncg.'z

 

albcpcmlu

tcmncttggtljftzscptc1flslnguyusmwmummflzitc"L

 

    I331UU‘!

cumbLfJB

 

 
(mongrel)11:13(ucrttcpc)

9unswmmngwwmuwmwcy(rt123mmgtcptepnwcrtmegumou)UltBI'I-urscgucrt
I.

4

I.

.IIaIt].It

gflLBngbgaSUPflbbflbflug(fllfl%9$fl§n$LEmflflybpacmswnulwfiigmng)Luring

 
fl1‘FILMSSIIflflbbfilfibflubflnflblflfllhBflLbLMLRLMflLuU‘HNflbBflflbSBUl38“9:1,!

4I.r4'o.'o4'II;4P an

 

(uotsraAqul)Buyxew-uotsgooqU_luonediotuedSutssossvswat](,1olqei



APPENDIX M

An opened ended question assessing sexual harassment experiences
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Instruction IV: Based on your experiences with male officers in this agency, please

describe things that any male officers have done or said, which made you, as being a

woman feel uncomfortable (ambivalent, tongue-tied, embarrassed, annoyed, feel
_’

treated inappropriately etc). List as many situations as you can. In describing each of

these situations, please be specific about what was said and done. Also briefly explain

how you reacted to it and what made you behave the way that you did but please do not

enter any names.
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Demographic Questionnaire
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InstructionV: Demographic Information Please answer each ofthe following

questions (All of your personal information will remain confidential and will be used

for data analysis purpose only).

1. Age Years

2. Marital Status: Cl Single E] Married El Separated/Divorced/Widowed

3. Ethnic group [JWhite (non-Hispanic) DAfiican-American “a:

E] Hispanic El Others (specify)
 

4. Highest level of education:

C] High School [:1 Associate’s Degree 13 Some college

D Bachelor’s Degree El Master’s Degree [:1 PhD.

5. Rank (Please Write in)
 

6. Have you ever been in a supervisory position? CIYes E] No

7. How long have you been working in this agency ? Years

8. How likely is it that you will remain in police work until retirement?

(Circle one) Very Likely 5 4 3 2 1 Very Unlikely
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9. To what extent does your current work routine require you to interact primarily with

male coworkers in the absence of female coworkers?

(Circle one) A great deal 5 4 3 2 1 Not at all

10. Please describe the types ofjob responsibilities you are currently assigned. Ifwhat

you are doing is different from what you used to do within the past 2 years at this

agency, please also describe the nature of those former job responsibilities and indicate

when the changes took place (e.g. 6 months ago, 12 months ago)

Current responsibilities

Former responsibilities
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Appendix 0

Debriefing Statements
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The questionnaires that you have just filled out are intended to examine the

differences in perceptions of and reactions to sexual harassment between Thai and

American policewomen. The situations depicted are those that could be interpreted as

sexual harassment in the U.S. The purpose of the study is to assess if American

policewomen would fine these situations more inappropriate and react to those

situations in a more assertive manner than Thai policewomen. This is because sexual

harassment in the workplace is an issue that has been viewed as a problem in the U.S.

much longer than in Thailand. It is very likely that this might differentiate the ways

that Thai and American policewomen perceive and react to these situations.

Ifyou have been exposed to any ofthose situations mentioned in the survey and

feel that you need to talk to someone about these experiences, or need advice about

how to deal with the situations, please contact: Michigan Self-Help Clearing House 1-

800-777-5566 or (517) 484-7373 or at http://www.mpas.org.
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