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ABSTRACT 

This study examined people's attitudes regarding 

varying cases of sexual harassment in the workplace. The 

study attempted to determine if sexual harassment could be 

classified in a manner similar to drinking on the job and/or 

plagiarism of a colleague's work. 

The participants in this study (n=252) voluntarily 

completed one version of the self-designed questionnaire, 

which consisted of four different versions. Each form 

contained directions, three hypothetical case scenarios, and 

request for demographic information. Following each 

scenario, participants responded to closed-ended questions 

about recommended consequences for, and seriousness of, the 

conduct described. 

Results, which were yielded through T-tests and chi-

squares, demonstrated that certain cases of sexual 

harassment were viewed to be as serious, if not more so, 

than examples of intoxication and plagiarism. Further, 

findings indicated that implementation of similar 

consequences would be suitable for these inappropriate types 

of behavior at work. 
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CHAPTER 1 

INTRODUCTION 

Preface 

--"Let's go to the Holiday Inn and negotiate your raise." 

—Don't wear a bikini "because your ass is so big, if you 
did there would be an eclipse and nobody could get any 
sun." 

--"I have a quarter way down there, would you get it out 
of my (front) pocket?" 

--"You're a woman, what do you know?" 

--"You're just a dumb-ass woman." 

--"Don't you think it is about time we started screwing 
around?" 

--"What did you do, promise the guy...some (sex) 
Saturday night?" 

Shocking as it may seem, Charles Hardy, President 
of Forklift Systems, Inc., made all these comments to his 
female employee, Teresa Harris, in front of other workers 
in the company. In mid-August of 1987 Harris, who worked 
as a manager at Forklift, complained to Hardy about his 
conduct: at that time, Hardy said he was surprised that 
Harris was offended, claimed he was only joking, apologized 
and promised he would stop. He did not stop, however, 
and on October 1, 1987, Harris collected her paycheck and 
quit. After several years in court, the Supreme Court 
of the United States unanimously decided that Hardy was 
guilty of sexual harassment as he had created an "abusive 
work environment" (Harris v. Forklift Systems, Inc., 1993 
U.S. Lexis 7155). 

Background 

The work environment is everchanging, particularly 

in relation to gender issues involving balance of power 

between men and women. The U.S. Department of Labor reports 

that since 1950, the current number of women 18 to 64 years 
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of age who are in the labor force has increased from 33% 

to approximately 70% (Blum, Harrison, Ess & Vachon, 1993). 

Although nearly half of the working women in America are 

employed in service and administrative support jobs, women 

are beginning to represent a greater portion of 

professionals in the United States. For example, in 1989 

women were awarded one-third of all medical degrees, 

compared with only 10% in the early 1970's, and the number 

of undergraduate degrees in engineering that were earned 

by women rose from less than 1 % in 1 970, to 15% in 1 989. 

In addition, women were awarded 40% of law degrees in 1989 

(Ries & Stone, 1992). Further, in the 1992 national 

election, the number of women in Congress increased from 

28 to 47 in the House of Representatives and from 2 to 

6 in the Senate (Congressman Wydan's staff, personal 

communication, October, 1993). 

Despite the noticeable progress women are making in 

the labor force, the adage still holds true that for every 

'one step forward, it is two steps back1. In a recent 

study conducted by the U.S. Department of Labor (in Blum 

et al.f 1993), it was found that of the 92 top American 

corporations surveyed, women represented 37.2% of employees, 

16.9% of management, and only 6.6% of executive management. 

In addition, female lawyers comprised 25% of all associates, 

but only 6% of partners in law firms. Based on annual 

earnings, in 1992 a woman earned only 66$ for every $1 
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of her male counterpart's pay (Blum et al., 1993). In 

a recent poll of CEOs at Fortune 1000 companies, it was 

found that over 80% acknowledge that discrimination impedes 

female employees' progress; sadly, only 1 % of them regarded 

remedying sex discrimination policies as a goal their 

personnel departments should pursue (Faludi, 1991). 

Although many companies may not see the necessity 

of developing anti-discrimination policies to protect women, 

the federal government, specifically Title VII of the Civil 

Rights Act of 1964, strictly prohibits sex discrimination 

in employment. There are several types of behavior that 

fall within the scope of sexual discrimination, one of 

which is sexual harassment in the workplace. In 1980, 

the Equal Employment Opportunity Commission (EEOC) issued 

guidelines defining sexual harassment as a form of illegal 

discrimination under Title VII, and the Supreme Court upheld 

these guidelines in their 1986 Meritor Savings Bank v. 

Vinson decision. 

Before the mid 1970's, sexual conduct at work was 

basically an unspeakable phenomenon (MacKinnon, 1979), 

and in 1980, when sexual harassment became illegal in the 

United States, about 15% of workers had not yet heard the 

term (Gutek, 1985). Today, however, sexual harassment 

is a household word; familiarity with the term is largely 

a result of the highly publicized allegations made by 

Professor Anita Hill during the Clarence Thomas Supreme 
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Court confirmation hearings in late 1991, and most recently 

by the United States Supreme Court in their 1993 Harris 

v. Forklift Systems decision. 

Various definitions of sexual harassment have been 

proposed. The EEOC guidelines (1980), which contain a 

very broad definition, state that "unwelcome sexual 

advances, requests for sexual favors, and other verbal 

or physical conduct of a sexual nature constitute sexual 

harassment when (1) submission to such conduct is made 

either explicitly or implicitly a term or condition of 

an 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 reasonably 

interfering with an individual's work performance or 

creating an intimidating, hostile or offensive working 

environment" (p. 219). Several types of sexual harassment 

have been identified which fall into the scope of this 

definition, with "quid pro quo" and "hostile work 

environment1' as the most frequently used. 

The extent of sexual harassment in the workplace is 

prevalent. As Safran (1976) noted nearly two decades ago, 

sexual harassment "is not epidemic, it is pandemic--an 

everyday, everywhere occurrence" {p. 217). People of all 

backgrounds and in all positions have been targets of sexual 

harassment, although research has shown the incidence of 
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harassment increases greatly with women, specifically with 

those who are young and single (Gutek, Nakamura, Gahart, 

Handschumacher, & Russle, 1980). The harasser, on the 

other hand, is generally male, and often in a position 

of power over the target (Martin, 1984). 

Despite the increase in awareness about sexual 

harassment in the workplace, targets still have limited 

options for dealing with the issue and targets are often 

reluctant to complain about the harassment for a variety 

of reasons (Jensen & Gutek, 1982). The effects of sexual 

harassment can be quite damaging not only to the target, 

but also to the alleged harasser and often to the employing 

organization, both in psychological and monetary costs. 

In an attempt to minimize the occurrence of sexual 

harassment, most places of employment have established 

policies prohibiting such behavior, and more frequently 

smaller businesses are beginning to address the issue in 

their personnel guidelines. In addition, the EEOC and 

the high courts continue to revise and more clearly define 

their standards on sexual harassment. Despite these 

efforts, however, there is little uniformity in the practice 

of dealing with sexual harassment in the workplace. As 

mentioned, sexual harassment is an illegal form of sex 

discrimination. It is an offense that is generally 

prohibited in the workplace, but few places of employment 

have developed policies stating the exact course of action 
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that should be taken in the varying cases of sexual 

harassment 

Purpose of the Study 

The purpose of this study was to examine sexual 

behavior as opposed to other types of inappropriate conduct 

in the workplace for which disciplinary action could be 

taken. This research reviewed a number of responses about 

inappropriate work behavior and attempted to determine 

if sexual harassment could be classified in a manner similar 

to drinking on the job and/or plagiarism of a colleague's 

work. Further, it was the intent of this study to examine 

the reactions of a sample group of the adult population 

regarding consequences for different levels of sexual 

behavior in the workplace. 

Statement of the Problem 

This study proposed to examine the views of a sample 

of the general population, including graduate business 

students, regarding sexual harassment in the workplace. 

Specifically, it was the intent of this study to answer 

the following: 

1. Overall, does a sample of the general adult 

population view sexual harassment to be as 

detrimental and/or unacceptable as other types 

of inappropriate work behavior? 

2. What types of consequences do the sample view 

as justifiable for varying levels of sexual 



harassment at work? 

3. Does the sample population respond equally to 

male and female harassers who display identical 

behaviors? 

4. How do gender, education, age, occupation, number 

of years in the work force, and management 

experience affect a person's attitudes regarding 

various levels of sexual harassment and 

corresponding consequences? 

5. Do graduate business students differ from the 

general population in their attitudes regarding 

proposed consequences for sexual harassment? 

Assumptions of the Study 

This study was based on the following assumptions: 

1. The questionnaire, which was designed 

specifically for this study, provides information 

about participants' attitudes regarding sexual 

harassment in the workplace. 

2. The instructions and procedures given for the 

questionnaire were appropriate for gathering 

information for this study. 

3. The participants in this study were adults (18 

years and older) who, at minimum, could read and 

understand English at an 8th grade level. 

4. The participants in this study responded honestly 

and competently to the questionnaire, and they 
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did so on a strictly voluntary basis. 

5. The coding and entry of data were appropriate 

and consistent for this study. 

Limitations of the Study 

The following limitations have affected both the 

results of this study and the usefulness of the findings 

for future applications: 

1. The questionnaire consisted of only one page (front 

and back) which inherently limited both the number 

of hypotheses that could be tested and the depth 

of analysis of each hypotheses. 

2. The size of the sample was fairly small (252 

participants), which lessened the chance to achieve 

significant results. 

3 Sample was limited primarily to residents of 

Tucson, Arizona and students at Kellogg School 

of Management (Evanston, IL), causing difficulty 

for generalization. 

4. Questions were closed-ended, limiting responses 

to certain pre-set categories about disciplinary 

action. 

5. Order-bias may have existed, with participants 

responding to scenarios in a systematic manner. 

6. Social-response bias may have occurred, with 

participants responding in a "socially acceptable" 

way, rather than indicating what they truly would 
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have done in the given situations. 

7 Quality of data may have been affected by 

researcher's bias in selecting participants 

(convenience sample), and by questionnaire design. 

Definition of Terms 

For the purpose of this study, the following terms were 

defined: 

1. Harasser—Person who makes unwelcome sexual 

advances, requests for sexual favors, and exhibits 

other verbal or physical conduct of a sexual nature 

to another person, the target. 

2. Hostile work environment—Situation in which a 

supervisor, co-worker or anyone else with whom 

the target comes into contact on the job creates 

an abusive work environment or interferes with 

the employee's work performance through words 

or actions because of the employee's gender. 

3. Quid pro quo--Job related situation in which 

employee suffers or is threatened with some type 

of professional and/or economic injury. 

4. Sexual Harassment—Unwelcome sexual advances, 

requests for sexual favors, and verbal or physical 

conduct of a sexual nature (EEOC, 1980). 

5. Workplace—Places of employment (as opposed to 

educational settings). 

6. Target—Recipient of any unwelcome sexual advances, 
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requests for sexual favors, and verbal or physical 

conduct of a sexual nature. 

Summary 

Sexual harassment in the workplace is an illegal form 

of sex discrimination and has been since 1980. Sexual 

harassment is detrimental not only to the target, but also 

research has shown it to be harmful to the harasser and 

the employing company (Martin, 1984). Sexual harassment 

is more frequently a problem which victimizes women, but 

men can also be the recipient of unwelcome sexual behavior 

in the workplace. This chapter has briefly explored the 

recent history of women in the labor force and has placed 

particular emphasis on the prevalence and characteristics 

of sexual harassment in the workplace. Policy 

implementation and consequences for sexual harassment are 

vague and imprecise: many places of employment do not 

have a comprehensive policy and set of procedures which 

allow targets of sexual harassment to complain to the 

appropriate organizational official, in a confidential 

and supportive environment, about the conduct to which 

they have been subjected. Therefore, the rationale behind 

this study was to utilize data yielded to recommend 

standards for dealing with sexual harassment in the 

workplace. Chapter 2 will provide a literature review 

on the evolution of women in the labor force and primarily 

will focus on the breadth and dynamics surrounding sexual 



harassment in the workpl 
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CHAPTER 2 

REVIEW OF SELECTED LITERATURE 

This chapter will review selected literature on women 

in the labor force and will focus primarily on the 

literature concerning the many dimensions of sexual 

harassment in the workplace. Specifically, due to the 

overwhelming amount of literature on sexual harassment, 

this chapter will review the following areas of sexual 

harassment: levels; the extent in the workplace; 

characteristics of the target, organization, and harasser; 

impact and consequences; and the government's response. 

Women in the Labor Force 

The history of women in the labor force dates back 

to the American colonial period. At that time, work was 

often divided on the basis of gender, with women making 

a societal contribution equal to that of men. Along with 

rearing children and taking care of other domestic 

activities such as cooking and cleaning, colonial women 

were responsible for spinning, weaving, and making soap, 

shoes, lace and candles. In addition, as economic demands 

grew, women often worked as store managers, traders, 

printers, and publishers (Flexner, 1968). After the 

Industrial Revolution, however, women were primarily 

responsible for the home and men were responsible for market 

work. Women, therefore, became dependent on men, as the 

latter were viewed to be the breadwinners. 
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During the 17th and 18th centuries American women 

did, nonetheless, play an essential role in the development 

of the textile industry, as they constituted a majority 

of the new industrial work force (Blau, 1984). During 

the 1700 and 1800s, attitudes toward women working outside 

the home were quite encouraging; however, by the turn of 

the twentieth century women were considered to be an 

intrusion into the industrial work force (Abbott, 1910). 

Since the beginning of the twentieth century, the 

number of women in the labor force has increased 

considerably: today, close to 70% of women ages 18-64 years 

of age are in the labor force, as compared to 1900, when 

only 20% of women ages 14 and older worked outside the 

home (Blum, Harrison, Ess & Vachon, 1993). The increase 

of women in the labor force since 1940 has been achieved 

"primarily by the entry of new groups of women into the 

labor market" (Blau, 1984, p. 302). Today, in an 

ever-changing economy, women of all ethnic groups and 

marital status are in the labor force. Although nearly 

half of the working women in America are employed in service 

and administrative support jobs, women are beginning to 

represent a greater portion of professionals in the labor 

force. 

Despite the progress women are making in the labor 

force, working women still suffer many disadvantages. 

For instance, based on annual earnings, in 1992 a woman 
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earned only 66<P for every dollar of her male counterpart's 

pay {Blum et al., 1993). Further, as reported by the 

Department of Labor (in Blum et al.,1993), only 6% of 

partners in law firms are female, and women hold only 6.6% 

of executive management positions in top corporations. 

In a poll of CEOs at Fortune 1000 companies, it was found 

that over 80% acknowledge that sex discrimination impedes 

female employees' progress. Unfortunately, only 1 % of 

them regarded remedying sex discrimination policies as 

a goal their personnel departments should pursue (Faludi, 

1991 ) . 

Sexual Harassment in the Workplace 

Sexual harassment, as defined by the Equal Employment 

Opportunity Commission (EEOC, 1980) is "any unwelcome sexual 

advances, requests for sexual favors, and other verbal 

or physical conduct of a sexual nature when (1) submission 

to such conduct is made either explicitly or implicitly 

a term or condition of an 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 reasonably interfering within individual's work 

performance or creating an intimidating, hostile or 

offensive working environment" (p. 219). 

Sexual harassment was "discovered" in the mid-1970s 

and in 1979, MacKinnon argued that sexual harassment in 
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the workplace was primarily a female issue and targets 

(generally women) deserved the same legal protection 

available to targets of sexual discrimination. In 1980, 

consistent with MacKinnon's position, the EEOC established 

a legal mechanism for handling sexual harassment and defined 

sexual harassment under Title VII of the 1964 Civil Rights 

Act as a form of unlawful sexual discrimination. 

Levels of Sexual Harassment 

Several types of sexual harassment have been 

identified. The courts have distinguished between "quid 

pro quo" and "hostile work environment" (Meritor Savings 

Bank v. Vinson, 1986). "Quid pro quo" or "this for that" 

is a type of harassment that involves a more or less 

explicit exchange: the target, usually a women, must comply 

sexually or forfeit an employment benefit. In these cases, 

the harasser tends to be male, and in a supervisory position 

over the target. The harasser may explicitly or implicitly 

attempt to pressure the target into submission. This type 

of behavior could range anywhere from very subtle sexual 

bribery, to sexual coercion, or to the most extreme sexual 

assault {Martin, 1984). 

The other type of sexual harassment is referred to 

as "hostile work environment". This type of behavior 

includes gender harassment such as remarks, comments, 

and pictures. In addition, any unwelcome verbal comments 

of a sexual nature or physical advances constitute 
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harassment if they create an abusive work environment 

that may interfere with an employee's job performance. 

This type of sexual harassment in the workplace can occur 

between coworkers or between an employee and his/her 

superior, and it is frequently repetitive rather than being 

a one time occurrence. Specific examples of behaviors 

which create a "hostile work environment" include, but 

are not limited to, the following: commenting on one's 

physical attributes; publicly displaying sexually suggestive 

pictures; pinching, fondling, or kissing; sexually oriented 

jokes and gestures; wolf whistles/cat calls; and unwanted 

requests for dates and unwelcome flirtation (Pima County 

Training Manual, 1993). 

Extent of Sexual Harassment 

The number of targets experiencing sexual harassment 

in the workplace is overwhelming. As Safran (1976) noted 

nearly two decades ago, sexual harassment "is not epidemic, 

it is pandemic—an everyday, everywhere occurrence" (p. 

217). The research which has been conducted on the 

frequency of sexual harassment generally focuses on 

heterosexual encounters, and although men may experience 

sexual harassment, it is primarily a problem for women 

(Mackinnon, 1979). For instance, in a study conducted 

by the U.S. Merit Systems Protection Board (MSPD), it was 

found that 15% of the men were harassed by male and/or 

female employees (Tangri, Burt, & Johnson, 1982). Gutek 
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(1985) suggested a lower incidence rate for men, stating 

no more than 9% of men experience harassment by a woman 

during their working lives. Further, she concluded that 

even of those reported incidents, very few were cases of 

sexual harassment as it is legally defined (Gutek, 1992). 

In comparison to the incidence rate of harassment 

for men, sexual harassment in the workplace involving women 

is considerably more prevalent. In its study, the MSPD 

(1981) found that 42% of the women respondents reported 

experiencing sexual harassment on the job within the past 

two years. Other studies, reported by the National 

Organization for Women Legal Defense and Educational Fund 

(in Blum et al., 1993), reveal as many as 75% of all women 

who work outside the home experience sexual harassment 

on the job, with the unwelcome behavior ranging from 

practical jokes, to propositions, and even to rape. Gutek 

(1985), after review of several studies, suggests that 

at least 53% of women are harassed sometime during their 

working lives. The rate of harassment increases in the 

military: approximately two-thirds of women in the military 

must contend with sexual harassment during their careers 

(National Council for Research on Women, 1991). 

In a recent article, Gutek (1992) gives a rationale 

for the various research findings regarding the frequency 

of sexual harassment in the workplace. She suggests that 

the higher reported incidence rates may be a result of 
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studies which use purposive or convenience samples. These 

types of studies/ in which self-selection biases exist, 

often produce inflated results as people who have been 

targets of harassment may be more likely to participate 

in research. 

Target, Organizational, and Harasser Characteristics 

Women of all backgrounds and in all positions have 

been targets of sexual harassment, although research has 

shown the incidence of harassment to increase with young, 

single women (Gutek, Nakamura, Gahart, Handschumacher & 

Russle, 1980). The race and ethnic background of the 

target, however, has been found to make no difference (MSPD, 

1981). Surprisingly, research has found that harassment 

increases with the woman's education. The higher 

victimization rate among more educated women may result 

from two factors: (1) difference in attitudes (more 

awareness that behavior is inappropriate, thus more 

likelihood of report), and (2) greater number of educated 

women in the work force, especially working in 

non-traditional jobs (MSPD, 1981). 

In the MSPD (1981) study conducted with employees 

in federal agencies, a number of organizational 

characteristics were found to be related to sexual 

harassment in the workplace. For instance, women with 

male supervisors were somewhat more likely to be sexually 

harassed (45%) than those with a female supervisor (38%). 
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Further, as the proportion of men in a given work group 

increased, the incidence rate of sexual harassment of women 

increased as well: 55% of women who worked in virtually 

all-male groups were subjected to sexual harassment as 

opposed to only 22% of women who worked in all-female groups 

(with these women experiencing harassment in the greater 

work environment rather than in their individual groups). 

As Martin (1984) notes, "this may be related both to the 

statistically greater number of men in jobs that are 

non-traditional for women and to deliberate harassment 

by men as an expression of resentment of the presence of 

women in these jobs" (p. 58). Other organizational 

characteristics such as salary, work schedule, length in 

federal service, and the size of the immediate work group 

were found to have little effect on the incidence of sexual 

harassment (MSPD, 1981). In addition, after review of 

several studies, Gutek (1992) has noted that in many work 

settings, attention to sex permeates the organizational 

environment, increasing the chances for unwelcome sexual 

behavior to occur. 

The harasser in cases of sexual harassment in the 

workplace is generally male, and often he is in a position 

of power over the target (Martin, 1984). The NOW LDEF 

(1984) found approximately 75% of harassers to be in a 

position to hire and fire the targets. However, in a study 

conducted with federal employees, it was found that only 
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37% of the harassment cases involved an immediate or higher 

level supervisor. Rather, in these reports, the harasser 

was more frequently (65% of the time) a coworker who had 

no authority over the target {MSPD, 1981). 

Impact of and Consequences for Sexual Harassment 

The effects of sexual harassment are costly not only 

to the target, but also can be quite damaging to the alleged 

harasser and to the organization. Despite the increase 

in awareness about sexual harassment in the workplace, 

targets still have limited options for dealing with the 

issue: they can attempt to ignore the harassment; they 

can ask the harasser to stop, but often to no avail; they 

can acquiesce to the sexual requests; they can quit the 

job or seek to transfer to another department; they can 

report the behavior to a personnel officer or to the 

harasser's supervisor if applicable; or, as a final 

alternative, they can take legal action (Martin, 1984). 

Each of these options is uncomfortable and carries many 

risks. 

Targets are often reluctant to complain about the 

sexual harassment for a variety of reasons. Frequently 

a target feels that reporting the harassment will be a 

wasted effort because nothing will change, and the 

harassment will continue. Sometimes, especially when the 

harasser is in a position of power, the target, usually 

female, may fear losing her job. Further, like other types 
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of victimization such as domestic violence or rape, the 

target of sexual harassment feels embarrassed and blames 

herself for being unable to better handle the situation 

{Jensen & Gutek, 1982). 

Women who are harassed may experience less job 

satisfaction, reduced self-confidence, lower work 

productivity, and a loss of motivation and commitment to 

their employer {Gutek, 1985). In addition, some women 

have reported strained relations with men, including their 

husbands, as a result of the harassment (Lindsey, 1977). 

Many targets of sexual harassment suffer severe emotional 

and psychological stress as well as physical symptoms and 

attitude changes (Safran, 1976). 

In addition to the costly effects experienced by the 

target, the alleged harasser is likely to endure a great 

deal of discomfort as well. If the target makes a formal 

complaint, for example, the harasser could receive 

disciplinary action at work and suffer stress and diminished 

work performance. If the target presses legal charges, 

both the psychological and monetary costs can be great 

to the alleged harasser, negatively affecting both career 

and family. Although it is very rare, people have made 

unjust charges (Gutek, 1985, MSPD, 1981). In this unlikely 

event, or in the event that the accused believes the 

treatment is too severe (such as in cases of unlawful 

termination), he/she does have a right to sue the 
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organization and target {Gutek, 1992). 

In addition to the alleged harasser's liability, the 

employing organization has a responsibility to understand 

the legal guidelines of sexual harassment and to curtail 

any inappropriate behavior from occurring within the work 

environment. Failure to do so could result in a variety 

of harmful effects (Gutek, 1992). Over a decade ago, it 

was estimated that for a two-year period, sexual harassment 

of women cost the federal government $101 million. This 

exorbitant figure includes the costs involved with job 

turnover, medical costs due to emotional and physical stress 

(measured in terms of increased use of governmental health 

benefit plans), and dollar losses due to absenteeism and 

lower work productivity (MSPD, 1981). As a result of 

inflation and very costly legal fees, proportionally this 

figure would be higher for organizations dealing with sexual 

harassment today. 

Governmental Response to Sexual Harassment 

In addition to the EEOC guidelines prohibiting sexual 

harassment as an illegal form of sex discrimination under 

Title VII of the 1964 Civil Rights Act, there have been 

many publicized cases involving sexual harassment. As 

a result of the allegations made by Professor Anita Hill 

during the Clarence Thomas Supreme Court confirmation 

hearings in late 1991, several sexual harassment suits 

have been filed. These various cases have attempted to 
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provide more clarity and legal precedents to a very 

ambiguous issue. 

Perhaps the most recognized case since the EEOC 

developed its guidelines was Meritor Savings Bank v. Vinson, 

447 U.S. 57 (1986). In this case, a bank teller brought 

Title VII action against the bank where she worked, 

claiming that her male supervisor had subjected her to 

constant sexual harassment during her employment. The 

teller claimed that she had agreed to have sexual relations 

with her supervisor out of fear of losing her job. She 

claimed her supervisor made repeated demands for sexual 

favors, fondled her in front of other employees, exposed 

himself to her at work, and forcibly raped her on several 

occasions. The employee estimated that she had intercourse 

with her supervisor 40 to 50 times over several years. 

Meritor was the first case in which the United States 

Supreme Court recognized a cause of action for "hostile 

work environment". The court ruled that an employee's 

working environment itself is a condition of employment 

which is protected under Title VII. The court held that 

the basis of a sexual harassment claim is that the sexual 

advances were "unwelcome". The fact that sex-related 

conduct was "voluntary" (in the sense that the employee 

was not forced to participate against her will) is not 

a defense to a sexual harassment suit. If the target 

indicated in any way that the sexual advances were 
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unwelcome, the court may find there was sexual harassment. 

Although there are several other monumental court 

cases involving sexual harassment, the landmark decision 

recently delivered by the U.S. Supreme Court in Harris 

v. Forklift Systems, IMC, 1993 U.S. Lexis 7155, is of most 

interest. In this case, Teresa Harris, the female manager 

at a forklift company, filed suit against her boss, Charles 

Hardy. Harris claimed that Hardy, the president of the 

company, made repeated demeaning and suggestive comments 

of a sexual nature to Harris for two years. Often these 

comments were made in front other employees and occasionally 

in the presence of customers. She explained to Hardy that 

his remarks were offensive and unwelcome; at that time, 

he was surprised by her discomfort, claimed he was only 

joking, apologized and promised he would stop. He did 

not stop, however, and the last straw came for Harris when 

he asked her if she planned to have sex with a customer 

to clinch a deal. She quit and filed sexual harassment 

charges. 

The court ruled in its unanimous decision that Hardy 

had created an "discriminatorily 'abusive work 

environment"' (also known as a "hostile work environment"). 

Further, the high court ruled in Judge Ginsburg's 

concurring opinion "the plaintiff need not prove that his 

or her tangible productivity has declined as a result of 

the harassment" (p. 7). Although many targets do suffer 
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severe emotional stress, the court ruled in Harris that 

it is unnecessary for a target to prove psychological 

damage. 

This most recent case reflects the constantly evolving 

nature of attitudes regarding sexual harassment in the 

workplace. However, as Gutek (1992) states "Whether the 

threat of going to court and the expense of a court case, 

successfully challenged or otherwise, will encourage 

companies to work diligently to eliminate sexual harassment 

from their premises remains to be seen" (p. 27). 

Summary 

This chapter has provided a literature review on a 

number of issues involved with women in the labor force 

and sexual harassment in the workplace. Due to the vast 

amount of material on sexual harassment, this chapter 

attempted to provide a basis for general understanding 

and focused particularly on the following areas: conception 

of sexual harassment as an illegal form of sex 

discrimination; the levels and extent of harassment in 

the workplace; characteristics of the target, harasser, 

and organization; impacts and consequences of the unwelcome 

sexual behavior; and finally on specific court cases 

involving sexual harassment in the workplace. The 

methodology used in this study will be discussed in Chapter 

3. 
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CHAPTER 3 

METHODS 

The purpose of this study was to sample the attitudes 

of a portion of the general adult population regarding 

inappropriate work behavior, specifically sexual harassment. 

An attempt was made to determine if people viewed sexual 

harassment to be as seriously detrimental in the work 

environment as intoxication or plagiarism. Further, it 

was the intent of this study to assess the attitudes of 

the sample group regarding consequences for the alleged 

harasser in varying cases of sexual behavior in the 

workplace. 

This chapter will describe the population, research 

design, instrument, procedures, and data analysis used 

in this study. The University of Arizona Human Subjects 

Committee approved this project before any research was 

conducted (Appendix A). 

Population Description 

The participants in this study were adults (18 years 

and older) who could read and understand English at an 

eighth-grade proficiency level. The participants were 

a convenience sample and included persons known to the 

research as well as those known to associates of the 

researcher. The anticipated sample for this study was 

a minimum of 120 people, including approximately equal 

numbers of men and women. 
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Research Design 

This was a study in which participants completed one 

of four versions of a questionnaire dealing with workplace 

behaviors. Primarily, differences in the questionnaire 

were with regards to the seriousness of the sexual behavior 

described in the second scenario. In past research, 

participants have been asked simply to give their 

perceptions of sexual harassment; this study attempted 

to go one step further, requesting participants to evaluate 

varying cases of sexual harassment compared to other types 

of inappropriate work conduct. 

Instrument 

The questionnaire used in this research was designed 

specifically for the purposes of this study. The 

questionnaire consisted of four different forms (Appendix 

B), each containing instructions, three hypothetical case 

scenarios, and request for demographic information. Each 

of the four versions of the questionnaire differed slightly 

as the second scenario illustrated varying cases of sexual 

harassment. Each participant responded to only one version 

of the questionnaire, which was one page, double-sided, 

and took approximately 10 minutes to complete. 

The instrument was developed to assess individual's 

attitudes about sexual harassment in a working environment. 

It did so by comparing examples of sexual behavior to other 

types of inappropriate conduct in the workplace for which 
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disciplinary action would most likely be taken. 

The questionnaires were pilot tested among graduate 

students, educators, and individuals from the general public 

for appropriateness and comprehensibility. In addition, 

readability at an eighth-grade level was approved by an 

Arizona certified junior high school English teacher. 

Content and face - validity of the questionnaire were 

determined by experts in the area of sexual harassment. 

A listing of those experts may be found in Appendix C. 

The initial section of the questionnaire was identical 

on all four forms. This introduction included a brief 

explanation of the purpose of the study and the instructions 

for completing the questionnaire. Participants were asked 

to read and respond to three case scenarios and were 

instructed not to write their names anywhere on the 

questionnaire. It was stated that completion of the 

questionnaire assumed the participant's consent to 

participate in the research project and that participation 

was strictly voluntary. In addition, within the 

introductory section, it was assured that confidentiality 

and anonymity would be maintained. 

Following the explanation and instructions was the 

case scenario section, which was formatted identically 

on all four questionnaire forms. After each of the three 

hypothetical cases, participants were asked what action 

they would take toward the offending employee if they were 
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in a supervisory position. The following choices were 

offered: "nothing", "verbal warning", "written warning", 

"suspension, with mandatory counseling", or "termination". 

Further, the participants were asked to give their opinion 

of the described behavior on a Likert 5-point scale from 

"not serious at all" to "extremely serious". 

The first and third scenarios on the four forms were 

identical. The first hypothetical case involved a male 

employee who repeatably came to work intoxicated, negatively 

affecting his job performance. The third example described 

a case in which a male employee stole his colleague's work 

and took credit for it as his own. In an attempt to avoid 

the possibility of confounding variables common to this 

type of study, (Jarboe, 1991), the researcher chose to 

portray the offenders both as males in the above examples. 

Although women are just as likely as men to drink or 

plagiarize on the job, this study had to be gender-specific 

in order to minimize the chances for skewed results. 

In each of the four versions of the questionnaire 

the second scenario, dealing with sexual behavior in the 

workplace, varied moderately. Three of the four incidents 

described an increase in intensity and degree of severity; 

however, one of the scenarios examined the differences 

in attitudes regarding gender reversal of the harasser 

and target. In the first case, a situation was described 

in which a male employee flirted with his female colleague. 
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The sexual behavior illustrated in this example was the 

least harmful of the scenarios, and it was the only case 

that involved equals, rather than an employee and his/her 

subordinate. 

The second case of sexual harassment illustrated a 

scene in which a male employee suggested to his female 

assistant that he would help her advance in the company 

if she would go out on a social dinner date with him. 

Along with the verbal proposition, the man used physical 

contact by placing his hand on her thigh. The third example 

of sexual harassment was identical to the second example 

except it depicted a female employee who propositioned 

and touched her male assistant. 

The last hypothetical scenario involving sexual 

behavior in the workplace was the most obvious and harmful 

of the four examples dealing with sexual harassment in 

the questionnaire. This case described an ongoing situation 

in which a male employee continually propositioned his 

female assistant, even going as far as to leave graphic 

sexual memos and sexual paraphernalia in her desk. She 

clearly explained to him that she wanted to keep their 

relationship strictly professional; therefore, no question 

existed as to her feelings. Eventually he threatened her 

job unless she would sleep with and he used physical force 

to make his point with her. 

Following the three scenarios on each form of the 
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questionnaire, participants were asked to complete 

non-identifying demographic information. This section 

of the instrument was identical on the four versions and 

requested data about the participants including sex, age, 

education, current occupation, number of years in work 

force, and management experience. Other demographic 

information such as ethnicity and experience with sexual 

harassment was considered; however, after discussion with 

colleagues and experts, the decision was made that such 

data was beyond the scope of this study, but could be used 

in further research. Further, it was concluded that 

requesting information about personal experience with sexual 

harassment was not appropriate for this study as some 

respondents might have felt this request to be too 

intrusive. In addition, the demographics, were placed at 

the end of the questionnaire, rather than before the 

scenarios, so that respondents would complete the survey 

without being discouraged by personal questions. 

In addition to the considerations mentioned above, 

the instrument was developed with the hope that participants 

would be unaware of the true purpose of the study: if 

participants knew their attitudes about sexual harassment 

were being assessed, they might have answered in the way 

they thought they should, creating a social response bias 

(Zikmund, 1991). With this in mind, no mention of sexual 

harassment was made anywhere on the questionnaire, and 
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the scenarios dealing with sexual harassment were 

strategically placed second on the respective forms, between 

the cases involving drinking and plagiarism. Further, 

in developing the instrument, an attempt at simplicity 

and clarity was made so participants would be able to 

complete the questionnaire with full understanding. In 

addition, although much of the literature on sexual 

harassment is very graphic, the scenarios were designed 

to be as benign as possible in an effort to avoid offending 

participants and therefore, increasing chances for a high 

response rate {Jarboe, 1991). 

Procedures 

Each version of the questionnaire was assigned a 

specific color, and then distributed. Several participants 

in the survey were acquaintances of the researcher, and 

other subjects included persons who were recruited by the 

researcher through public settings. As the instructions 

were self-explanatory and the purpose of the study was 

stated at the beginning of the questionnaire, the researcher 

only explained that participation was strictly voluntary, 

confidential, and anonymous. The researcher obtained 

completed questionnaires approximately 10 minutes after 

distribution and placed them into a manila envelope. 

An additional form of distribution was through 

associates of the researcher to whom the researcher 

explained the nature of the study. The researcher's 
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colleagues were then asked to distribute questionnaires 

at their places of employment and to their friends, but 

were instructed to do so only when participants could 

complete surveys without interfering with their jobs. 

Completed questionnaires were gathered by researcher's 

associates and returned to the researcher in a very short 

time frame. 

Responses of the four different versions of the 

questionnaires were recorded and tabulated to compile the 

data. The results were evaluated and illustrated with 

tables and graphs. 

Data Analysis 

The questionnaires were coded by the researcher so 

that information regarding the participants' responses 

could be assessed. In order to analyze the data the 

following statistical procedures were used: range, 

frequencies, percentages, means, standard deviations, 

T-tests of means, and chi-squares. The results from these 

procedures, which will be discussed in Chapter 4, provided 

insight into the attitudes of the general population 

regarding consequences for sexual harassment in the 

workplace. 

Summary 

This chapter focused on the methodology and its 

rationale for use in this study. A brief discussion of 

the population sample, instrument, research design, 
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procedures of data collection, and analysis were presented. 

Chapter 4 will present the results of this study. 
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CHAPTER 4 

RESULTS AND DISCUSSION 

The purpose of this study was to examine attitudes 

towards sexual behavior as opposed to other types of 

inappropriate conduct in the workplace for which 

disciplinary action could be taken. Specifically, through 

the use of a self-designed questionnaire, the study 

attempted to assess how people viewed sexual harassment in 

the workplace and if varying examples of sexual harassment 

were determined to be as seriously detrimental in the work 

environment as were cases of drinking on the job and/or 

plagiarism of a colleague's work. Further, it was the 

intent of this study to examine the reactions of a sample 

group regarding consequences for different levels of sexual 

behavior in the workplace. Chapter 4 will analyze and 

summarize the data collected from the questionnaire through 

tables and discussion. 

Participants 

The population of this study consisted of 262 adults. 

Demographic information including sex, age, education, 

occupation, number of years in the work force, and 

management experience was gathered from the participants. 

Participation in this study was strictly voluntary and 

anonymity and confidentially were assured to participants. 

Data Collection 

After the study had received approval from the Human 
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Subjects Committee at the University of Arizona (Appendix 

A), and after pilot testing for appropriateness and 

comprehensibility of the questionnaire, 136 women and 116 

men were recruited to voluntarily participate in the study. 

Each participant completed only one of the four forms of the 

questionnaire involving scenarios about workplace behaviors 

(Appendix B). Completion of the questionnaire, which was 

estimated to take approximately 10 minutes, assumed the 

person's full consent to participate in the study. However, 

participants were advised to discontinue responding at any 
i. % 

time if they so desired. 

The majority of participants were from Tucson, Arizona 

and were recruited directly by the researcher. The 

convenience sample consisted of people known directly by the 

researcher and also included those recruited by the 

researcher through the Men's and Women's 20-30 Clubs of 

Tucson, through the Arizona Department of Motor Vehicle, and 

through several places of employment in Tucson. A 

substantial portion of the sample group (24 women and 27 

men) consisted of students from Northwestern University's 

Kellogg Graduate School of Management, located in Evanston, 

Illinois. 
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Results 

Of the 262 participants in the study, 136 were female 

and 116 were male. The participants ranged in age from 18 

years to over 55 years, with the greatest number of 

participants (107) ranging in age from 25-36 years. These 

results are illustrated in Table 1. 

Table 1. Sex and age of participants shown in terms of 
frequency and percent. 

Sex 

Age 

Frequency Percent 

Female 136 54% 
Male 116 46% 

TOTAL 252 100% 

18-25 60 24% 
26-35 107 42% 
36-45 48 19% 
46-55 18 7% 

over 55 19 8% 

TOTAL 2 52 10 0% 
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Table 2. Education of participants shown in terms of 
frequency and percent. 

Frequency Percent 

Education 
High School 

or less/GED 29 
53 

11% 
21% Some college 

Vocational or 

Bachelor's degree 
Graduate degree 

Assoc. degree 17 
78 
75 

7% 
31% 
30% 

TOTAL 252 100% 

As Table 2 illustrates, the educational background of 

the sample group varied, with the majority of participants 

(60% or 153 people) having received a minimum of a 

Bachelor's degree. Of the 252 participants, only 29 had 

completed less than or equal to high school (or the GED), 53 

had completed some college, and 17 had received a Vocational 

or Associate's degree. It should be noted that although 

"Vocational or Associate's Degree" was listed after "Some 

college", rank order of these two categories is not 

necessarily appropriate. 
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The employment history of the participants varied 

greatly. Some participants had spent no time in the labor 

force, while others were employed for over 4 0 years. The 

greatest number of participants (110 out of 252) had been in 

the work force for under 6 years. Of the 252 participants, 

153 reported having been in a management position sometime 

during their working lives (Table 3). An additional, open-

ended question relating to the participant's "current 

occupation" was included on the questionnaire. Due to the 

overwhelming diversity in responses, it was not possible to 

appropriately code this category. A wide range of 

occupations were listed, including, but certainly not 

limited to the following: construction worker, teacher, 

realtor, social worker, accountant, bellman, attorney, 

doctor, engineer, property manager, housekeeper, advertiser, 

artist, chef, counselor, writer, sales consultant, book

keeper, flight attendant, and custodian. In addition, a 

number of participants were full-time students, some of whom 

also worked part or full-time. 
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Table 3. Employment information of participants shown in 
terms of frequency and percent. 

Frequency Percent 

Number of 
in work 

Years 
force 

0-5 
5-10 

11-20 
20-30 
30-40 

over 4 0 

110 
45 
53 
28 
11 
5 

44% 
18% 
21% 
11% 
4% 
2 %  

TOTAL 252 100^ 

Management 
Experience 

Yes 
No 

153 
99 

61% 
39% 

TOTAL 201 1005 
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The sample group of 252 people consisted of 201 

participants from the general public (the majority of whom 

lived in Tucson, Arizona), and 51 students at the Kellogg 

Graduate School of Management at Northwestern University. 

Of the 51 graduate business students, 24 were female and 27 

were male. All of the Kellogg students were between the 

ages of 18-35, with only 7 of these participants under 26 

years of age, and all were in the final months of completion 

towards a graduate degree in management. The work 

experience varied for the students, but was generally 

limited to no more than 5 years in the work force (only 3 

Kellogg participants were employed in the labor force for 6-

10 years); however, of the 51 business students, 29 had been 

in a management position. Tables 4 and 5 provide a 

comparison of the demographic information about the Kellogg 

participants versus participants from the general public. 

Table 4. Comparison of gender for Kellogg participants and 
participants from the general public shown in 
terms of frequency and percent. 

Kellogg General Public 
£  2 -  3 - 2 -fr v ^ *o 

Sex 
Female 
Male 

24 47% 
27 53% 

112 56% 
89 44% 

TOTAL 51 100% 201 100% 
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Table 5. Comparison of age, education, and employment 
information about the Kellogg participants versus 
the participants from the general public shown in 
terms of frequency and percent. 

Kellogg General Public 
# % # % 

Age 18-25 7 14% 53 26% 
26-35 44 86% 63 31% 
36-45 - 0% 48 24% 
46-55 - 0% 18 9% 

over 55 — 0% 19 10% 

TOTAL 51 100% 201 100% 

Education 

High School 
or less/GED - 0% 29 14% 

Some College - 0% 53 26% 
Vocational or 

Assoc. Deg. - 0% 17 8% 
Bachelor's Deg. - 0% 78 39% 
Graduate Deg. 51 100% 24 12% 

TOTAL 51 100% 201 100% 

Number of years 
in work force 

0-5 48 94% 62 31% 
6-10 3 6% 42 21% 

11-20 - 0% 53 26% 
21-30 - 0% 28 13% 
31-40 - 0% 11 5% 

over 4 0 — 0% 5 3% 

TOTAL 51 100% 201 100% 

Management 
Experience Yes 29 57% 124 62% 

No 22 43% 77 38% 

TOTAL 51 100% 201 100% 
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The questionnaire consisted of four different forms, 

each containing three hypothetical case scenarios. The 

first and third scenarios on the four versions were 

identical. The first hypothetical scenario read as follows: 

Joe, who is generally an outstanding employee, 
comes to work drunk for the third time in 2 years. 
During these drunken episodes, Joe is unable to do 
his job, and his co-workers have covered for him. 
After the second incident, Joe's supervisor 
mentioned to him that alcohol at the office is 
against company policy. If you were Joe's 
supervisor, what would you do to Joe? 

The following choices were offered: "nothing", "verbal 

warning", "written warning", "suspension, with mandatory 

counseling", or "termination". Of the 252 participants, 

exactly half responded that they would implement suspension 

with mandatory counseling for the employee. Most of the 

remaining respondents (94) indicated they would impose a 

written warning. None of the participants responded they 

would do "nothing" about this behavior. In order to analyze 

the results about the proposed consequences, responses were 

coded as follows: 1 = nothing; 2 = verbal warning; 3 = 

written warning; 4 = suspension with mandatory counseling; 

and 5 = termination. Following the "consequence" response, 

participants were asked to rate the seriousness of Joe's 

behavior in the work environment on a Likert 5-point scale 

from "not serious at all" to "extremely serious". Responses 

ranged from "2" to "5" with a mean of 4.2 (Table 6). 
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Table 6. Participants' responses to drinking scenario shown 
in terms of frequency, percents, and means. 

Frequency Percent 

Consequence 

Seriousness 

5-(X) Nothing - 0 
(2) Verbal Warning 21 8% 
(3) Written Warning 94 37% 
(4) Suspension with 

Mandatory Counseling 126 50% 
(5) Termination 11 5% 

TOTAL 252 100% 

Mean = 3.50 

Not Serious at all (1) - 0% 
(2) 5 2% 
(3) 35 14% 
(4) 117 46% 

Extremely Serious (5) 35 38% 

TOTAL 2 52 10 0% 

Mean = 4.2 0 
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The other scenario which was standard on all versions 

of the questionnaire dealt with plagiarism by an employee of 

his colleague's work. This hypothetical scenario read as 

follows: 

Bob and his co-worker, Pat, have been asked to 
submit individual proposals for a new advertising 
campaign to the company president. Bob has come 
up with nothing. After work hours, Bob goes 
through Pat's files, discovers Pat's completed 
project, and takes it. Bob then presents the idea 
as his own. Pat explains the situation to their 
supervisor. The supervisor is aware that although 
Bob is usually very creative, he has taken credit 
for other's work before. If you were Bob's 
supervisor, what would you do to Bob? 

In response to the type of consequence participants deemed 

appropriate for this behavior, responses ranged from 

"nothing" to "termination". The greatest number of 

participants (112 out of 252) indicated they would terminate 

Bob, and the majority of the remaining participants said 

they would implement a written warning (65 people) or 

suspension with mandatory counseling (48 people). On the 

Likert 5-point scale of seriousness, responses ranged from 

"not serious at all" to "extremely serious", with a mean of 

4.4. However, 62% of the participants responded that Bob's 

behavior at work was extremely serious (Table 7). 
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Table 7. Participants' responses to plagiarism scenario 
shown in terms of frequency, percents, and means. 

Frequency Percent 

Consequence 

(1) Nothing 1 0% 
(2) Verbal Warning 26 10% 
(3) Written Warning 65 2 6% 
(4) Suspension with 

Mandatory Counseling 48 19% 
(5) Termination 112 44% 

TOTAL 252 100% 

Mean = 3.97 

Seriousness 

5-
Not Serious at all (1) 2 l 

( 2 )  6  2  
(3) 29 12% 
(4) 59 23% 

Extremely Serious (5) 156 62% 

TOTAL 2 52 100% 

Mean = 4.43 
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In each of the four versions of the questionnaire the 

second scenario, dealing with sexual behavior in the 

workplace, varied moderately. Three of the four incidents 

described changes in intensity and degree of severity; 

however, one of the scenarios examined the differences in 

attitudes regarding gender reversal of the harasser and the 

target. The overall combined responses to the question 

regarding consequences for the sexual harassment cases 

ranged from verbal warning to termination, with zero 

participants indicating they would do nothing to the 

harassing employee. Further, on the Likert 5-point scale of 

seriousness, an overwhelming majority of participants (85%) 

found the sexual behavior to be "very" (4) to "extremely 

serious" (5). Exactly half of the 252 participants ranked 

the behavior to be "extremely serious", giving this category 

a mean of 4.3. (Table 8). 
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Table 8. Composite of participants' responses to sexual 
harassment scenarios shown in terms of frequency, 
percents, and means. 

Frequency Percent 

Consequence 

(1) Nothing - 0% 
(2) Verbal Warning 15 6% 
(3) Written Warning 94 37% 
(4) Suspension with 

Mandatory Counseling 100 40% 
(5) Termination 43 17% 

TOTAL 2 52 10 0% 

Mean = 3.68 

Seriousness 

Not Serious at all (1) - 0% 
(2) 9 4% 
(3) 30 12% 
(4) 87 35% 

Extremely Serious (5) 126 50% 

TOTAL 252 100% 

Mean = 4.31 
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Table 9 illustrates the composite responses to the 

drinking, the sexual harassment, and the plagiarism 

scenarios in terms of means and standard deviations. Taking 

into account that responses to all versions of the sexual 

harassment case were combined, participants felt that 

plagiarism was the most serious (on Likert 5-point scale) of 

the incidents described and deserved the harshest 

consequence. The case involving drinking received the least 

stringent discipline from the participants, with the 

compiled sexual harassment responses ranking in second. 

Table 9. overall participant response to drinking, 
plagiarism, and composite sexual harassment 
scenarios shown in terms of means and standard 
deviation. 

Means Std. Dev. 

Drinking: Consequence 3.50** .71 
Seriousness 4.20 .75 

Plagiarism: Consequence 3.97** 1.07 
Seriousness 4.43 .85 

Sexual Harassment: Consequence 3.68** .83 
(composite) Seriousness 4.31 .82 

1 = Nothing, 2 = Verbal, 3 = Written, 4 = Suspension, 
and 5 = Termination / Seriousness on Likert 5-point 
ranging from "not serious at all" to "extremely 
serious". 
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As can be seen in Table 10, the four versions of the 

questionnaire were color coded and distributed almost evenly 

to the 252 participants. Versions 1 through 4 were assigned 

orange, yellow, green, and blue respectively. 

Table 10. Distribution of colored questionnaires to 
participants shown in terms of frequency on 
percent. 

color 

Frequency Percent 

(1) Orange 64 25% 
(2) Yellow 62 25% 
(3) Green 64 25% 
(4) Blue 62 25% 

TOTAL 252 100% 

Version 1 (orange) illustrated the least harmful of the 

sexual harassment scenarios, and it was the only case that 

involved equals rather than an employee and supervisor. It 

read as follows: 

Dave and Susan, who are co-workers, are working on 
a project together. Dave leans over and says, 
"Wow Susan, whatever perfume you're wearing is so 
sexy—you're really turning me on." Susan reports 
the incident to their supervisor. The supervisor 
has already spoken to Dave about similar 
complaints from other female employees in the 
past. If you were Dave's supervisor, what would 
you do to Dave? 

In response to this question, consequences for Dave's 

behavior ranged from verbal warning to termination, with no 

participants indicating that they would do "nothing". 

Exactly half (32/64) responded they would implement a 

written warning, while 36% of the participants recommended 
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"suspension, with mandatory counseling" for this type of 

behavior. To the question of seriousness on the Likert 5-

point scale, the responses ranged from 2 to 5, with a mean 

of 4 .13 (Table 11). 

Table 11. Participants' responses to version 1 (orange form) 
of the sexual harassment scenario shown in terms 
of frequency, percent, and means. 

Frequency Percent 

Consequence 

(1) Nothing - 0% 
(2) Verbal Warning 2 3% 
(3) Written Warning 32 50% 
(4) Suspension with 

Mandatory Counseling 23 36% 
(5) Termination 7 11% 

TOTAL 64 100% 

Mean = 3.55 

Seriousness 

Not Serious at all (1) - 0% 
(2) 3 5% 
(3) 10 16% 
(4) 27 42% 

Extremely Serious (5) 24 37% 

TOTAL 64 100% 

Mean = 4.13 
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Versions 2 (yellow) and 3 (green) describe identical 

situations of sexual harassment, but the gender of harasser 

and target were interchanged. The scenarios read as follows 

[version 2 (3)]: 

Dave (Susan) is generally one of the highest 
producing employees in the company. Susan (Dave), 
his (her) assistant, tells him (her) that she (he) 
is discouraged because she (he) has not been given 
a promotion or raise since she (he) began with the 
company over two years ago. Dave (Susan) responds 
by saying, "I might be able to help you with that, 
Susan (Dave)... that is, if you'll have dinner with 
me on Saturday," and places his (her) had on her 
(his) thigh. Susan (Dave) reports the incident to 
Dave's (Susan's) supervisor. In the past, a 
similar complaint was received about Dave (Susan): 
at that time, the female (male) employee was 
transferred to another department and nothing 
happened to Dave (Susan). If you were Dave's 
(Susan's) supervisor, what would you do to Dave 
(Susan)? 

The responses received on Version 2 (yellow) regarding 

consequences varied somewhat, ranging from verbal warning (3 

participants) to termination (10 participants). Nearly half 

of the respondents (30 of 62) indicated they would suspend 

Dave for this type of behavior. On the Likert 5-point 

scale, the majority of participants classified Dave's 

behavior as "extremely serious", and the mean for this 

category was 4.29. 

Of the 64 participants who completed version 3 (green 

form), exactly half responded they would give Susan a 

written warning for her behavior. The remaining 

participants (32) ranged in their responses, with no one 

indicating they would do "nothing". Responses on the Likert 
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5-point scale ranged from 2 to 5, with a mean of 4.07. The 

greatest number of participants (26) evaluated Susan's 

behavior as "very serious" (Table 12 below). 

Table 12. Participants' responses to version 2 (yellow form) 
and version 3 (green form) of the sexual 
harassment scenarios shown in terms of frequency, 
percent, and means. 

Version 2 
(yellow) 

# % 

Version 3 
(green) 

# % 

Consequences 

(1) Nothing — 0% — 0% 
(2) Verbal Warning 3 5% 9 14% 
(3) Written Warning 19 31% 32 50% 
(4) Suspension with 

Counseling 30 48% 16 25% 
(5) Termination 10 16% 7 11% 

TOTAL 62 100% 64 100% 

Mean = 3.76 Mean = 3.33 

seriousness 
Not Serious at all (1) - 0% - 0% 

(2) 5 8% 1 2% 
(3) 5 8% 15 23% 
(4) 19 31% 26 41% 

Extremely Serious (5) 33 53% 22 34% 

TOTAL 62 100% 64 100% 

Mean = 4.29 Mean = 

00 o
 » 



6 3  

Version 4 (blue) contained the most obvious and harmful 

case scenario dealing with sexual behavior in the workplace: 

Dave is one of the highest producing employees in 
the company. Dave has been coming on to his 
assistant, Susan, for several months. His casual 
flirting soon turned into dinner invitations, and 
then memos of a sexual nature with "sex toys" in 
her desk. Susan, who likes her job very much and 
doesn't want to risk losing it, has explained to 
Dave on several occasions that she is not 
interested and wants to keep their relationship 
professional. However, Dave won't take "no" for 
an answer; he corners Susan alone in her office 
and says, "You have a choice: if you want to keep 
your job, you'll stop being such a tease and just 
sleep with me," and aggressively kisses her on the 
mouth. Susan reports the incident to Dave's 
supervisor. In the past, another female employee 
complained about Dave's sexual advances: at that 
time, the female employee was transferred to 
another department, and nothing happened to Dave. 
If you were Dave's supervisor, what would you do 
to Dave? 

Participants varied in their responses to this question: 

while one person recommended only a verbal warning, half (31 

of 62) indicated that "suspension with mandatory counseling" 

would be appropriate for Dave's behavior in this case. The 

responses on the Likert 5-point scale of seriousness were 

much more limited, with all participants classifying the 

behavior as "very" (4) or "extremely serious" (5). The mean 

of this category was 4.76 (Table 13). 
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Table 13. Participants' responses to version 4 (blue form) 
of the sexual harassment scenario shown in terms 
of frequency, percent, and means. 

Consequence 

Frequency Percent 

(1) Nothing 
(2) Verbal Warning 
(3) Written Warning 
(4) Suspension with 

Mandatory Counseling 
(5) Termination 

1 
11 

31 
19 

0% 
2 %  

18% 

50% 
31% 

TOTAL 6 2  100% 

Mean = 4.10 

Seriousness 

Not Serious at all 

Extremely Serious 

(1) 
( 2 )  
(3) 
(4) 
(5) 

15 
47 

0% 
0% 
0% 

24% 
76% 

TOTAL 62 100£ 

Mean = 4.7 6 
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Table 14 provides an overall view of the means and 

standard deviation for each category, including the 4 

versions of the sexual harassment scenario. Later tables 

will provide more detail as to the statistical significance 

of the T-test results that were tabulated for all data. 

Table 14. Composite of participant response to drinking, 
plagiarism, and the 4 versions of sexual 
harassment scenarios shown in terms of means and 
standard deviation. 

Consequences Seriousness 
Means S.D. Means S.D. 

Drinking: 3.50** .71 4.20 .75 

Plagiarism: 3.97 1.07 4.43 .85 

Sexual Harassment: 
Version 1 (orange) 3.55 .73 4.13 .85 

Version 2 (yellow) 3.76 .78 4.29 .93 

Version 3 (green) 3.33 .86 4.08 .80 

Version 4 (blue) 4.10 .74 4.76 .43 

** 1 = Nothing, 2 = Verbal, 3 = Written, 4 = Suspension, 
and 5 = Termination / Seriousness on Likert 5-point 
ranging from "not serious at all" to "extremely 
serious". 
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After running T-tests on the means of each version of 

the sexual harassment scenarios against the means of the 

other versions, it was found that a statistically 

significant difference exists between responses given on 

version 4 (blue form—most serious example) versus those 

given on all other versions at the 95% level. In response 

to the question regarding consequences on version 4, 81% of 

the participants indicated that they would either suspend 

(=4) or terminate (=5) the employee, yielding a mean of 

4.10. On the Likert 5-point scale of seriousness, 

participants on version 4 responded to the sexual harassment 

case with a 4 or 5, generating a mean of 4.76. As Tables 15 

and 16 illustrate, the means on versions 1, 2, and 3 were 

significantly lower on both the consequence and the 

seriousness categories. 
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Table 15. Results of three T-tests comparing the means of 
participants' responses on version 4 (blue form) 
against the means of the responses given on 
versions 1, 2, and 3 regarding consequences for 
the sexual harassment scenarios. 

N MEAN STDEV SE MEAN 

Consequences for 
Sexual Harassment 

Version 4 (blue) 62 4.097 0.740 0.094 

* Version 1 (orange) 64 3.547 0.733 0.092 
** Version 2 (yellow) 62 3.758 0.783 0.099 
*** version 3 (green) 64 3.328 0.856 o.no 

* 95 PCT CI FOR MU version 4 - MU version 1: (0.290, 0.810) 
TTEST MU version 4 = MU version 1 (VS NE): T= 4.19 P=0.0001 
DF= 123 

** 95 PCT CI FOR MU version 4 - MU version 2: (0.068, 0.610) 
TTEST MU version 4 = MU version 2 (VS NE): T= 2.48 P=0.015 
DF= 121 

*** 95 PCT CI FOR MU version 4 - MU version 3: (0.487, 1.05) 
TTEST MU version 4 = MU version 3 (VS NE): T= 5.40 P=0.0000 
DF= 122 
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Table 16. Results of three T-tests comparing the means of 
participants7 responses on version 4 (blue form) 
against the means of the responses given on 
versions 1, 2, and 3 regarding the seriousness of 
the sexual harassment scenarios. 

N MEAN STDEV SE MEAN 

Seriousness of 
Sexual Harassment 

Version 4 (blue) 62 4.758 0.432 0. 055 

* Version 1 (orange) 64 4.125 0.845 
** Version 2 (yellow) 62 4.290 0.930 
*** Version 3 (green) 64 4.078 0.803 

0.11 
0. 12 
0.10 

* 95 PCT CI FOR MU version 4 - MU version l: (0.397, 0.87) 
TTEST MU version 4 = MU version 1 (VS NE): T= 5.32 P=0.0000 
DF= 94 

** 95 PCT CI FOR MU version 4 - MU version 2: (0.209, 0.73) 
TTEST MU version 4 = MU version 2 (VS NE): T= 3.59 P=0.0005 
DF= 86 

** 95 PCT CI FOR MU version 4 - MU version 3: (0.453, 0.91) 
TTEST MU version 4 = MU version 3 (VS NE): T= 5.95 P=0.0000 
DF= 97 
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Participants7 responses on versions 2 and 3 of the 

sexual harassment cases were quite different. As mentioned, 

these scenarios were identical, except the gender of the 

harasser and the target were interchanged (in version 2, the 

harasser is male and the target is female; in version 3, the 

harasser is female, and the target is male). Although a 

statistical difference was not yielded in the rate of 

seriousness category, the consequences recommended for the 

employee in version 2 were significantly higher at the 99% 

level than those consequences sanctioned in version 3 (Table 

17 below). 

Table 17. Results of T-tests comparing the means of 
participants' responses on version 2 against 
version 3 regarding the consequences for the 
sexual harassment example. 

N MEAN STDEV SE MEAN 

Version 2 (yellow) 62 3.758 0.783 0.099 
Version 3 (green) 64 3.328 0.856 0.110 

95 PCT CI FOR MU version 2 - MU version 3: (0.141, 0.72) 
TTEST MU version 2 = MU version 3 (VS NE): T= 2.94 P=0.0039 
DF= 123 
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T-tests on the means were computed for all versions of 

the sexual harassment scenarios against the drinking 

scenario. Results from these tests indicated that 

statistical differences at the 99% level exist between 

participants' responses about drinking versus responses 

about certain types of sexual harassment. Specifically, it 

was found that participants would impose a more severe 

consequence for an employee who comes to work intoxicated 
r 

than they would for a employee who makes inappropriate 

suggestive comments to a co-worker (version 1-orange). 

However, compared to the drinking example, participants' 

responses indicated significantly harsher consequences for a 

male employee who propositions his female assistant (version 

2-yellow) and for the most harmful example in which an 

employee uses blatant threats and physical force towards a 

subordinate (version 4-blue). In comparing participants' 

responses about the seriousness of the behaviors at work, 

only the sexual harassment described in version 4 (blue) was 

found to be significantly more serious at the 99% level than 

the drinking scenario (Table 18). 
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Table 18. Results of significant T-tests comparing the means 
of participants' responses on the drinking 
scenario against all versions of the sexual 
harassment scenarios. 

N MEAN STDEV SE MEAN 

CONSEQUENCE 

Drinking 252 3.504 0.711 0.045 

* SH Version 2 62 3.758 0.783 0.099 
** SH Version 4 62 4.097 0.740 0.094 

* 95 PCT CI FOR MU drinking - MU version 2: 
TTEST MU drinking = MU version 2 (VS NE): T= 
DF= 87 

(-0.471,-0.037) 
-2.33 P=0.022 

** 95 PCT CI FOR MU drinking - MU version 4: 
TTEST MU drinking = MU version 4 (VS NE): T= 
DF= 9 0 

(-0.800,-0.386) 
-5.69 P=0.0000 

SERIOUSNESS 

Drinking 

SH Version 4 

N MEAN 

252 4.198 

62 4.758 

STDEV SE MEAN 

0.747 0.047 

0.432 0.055 

95 PCT CI FOR MU drinking - MU version 4: (-0.702, -0.417) 
TTEST MU drinking = MU version 4 (VS NE): T= -7.75 P=0.0000 
DF= 162 
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The differences in responses between the plagiarism 

scenario and all versions of the sexual harassment scenarios 

were significant in certain instances. The consequences 

indicated for the sexual harassment described in both 

version 1 (least harmful example, with co-worker 

inappropriately flirting with colleague) and version 3 

(female supervisor who propositions male assistant) were 

found to be less severe (significant at the 99% level) than 

those recommended in the plagiarism scenario. In addition, 

participants ranked the behavior described in both of these 

sexual harassment cases to be less serious with significance 

at the 99% level than the conduct of the employee who 

plagiarizes a colleague's work. However, although no 

significant difference was found between the suggested 

consequences, the behavior described in version 4 (most 

severe case of sexual harassment) was ranked by participants 

to be significantly more serious at the 99% level than the 

plagiarism case (Table 19). 
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Table 19. Results of T-tests comparing the significantly 
different means of participants' responses on the 
plagiarism scenario against all versions of the 
sexual harassment scenario. 

N MEAN STDEV SE MEAN 

CONSEQUENCE 

Plagiarism 252 

* SH Version 1 64 
** SH Version 3 64 

3.97 1.07 0.068 

3.547 0.733 0.092 
3.328 0.856 0.11 

* 95 PCT CI FOR MU plagiarism - MU version 1: (0.196,0.647) 
TTEST MU plag = MU vers 1 (VS NE): T= 3.70 P=0.0003 DF= 140 

** 95 PCT CI FOR MU plagiarism - MU version 3: (0.389, 0.89) 
TTEST MU plag = MU vers 3 (VS NE) : T= 5.06 P:=0.0000 DF= 118 

N MEAN STDEV SE MEAN 

SERIOUSNESS 

Plagiarism 252 4 .433 0. 846 0 . 053 

* SH Version 1 64 4 . 125 0. 845 0. 11 
** SH Version 3 64 4 . 078 0. 803 0. 10 
*** SH Version 4 62 4 . 758 0. 432 0. 055 

* 95 PCT CI FOR MU plagiarism - MU version 1: (0.073, 0.54) 
TTEST MU plag = MU vers 1 (VS NE): T= 2.60 P=0.011 DF= 97 

** 95 PCT CI por MU plagiarism - MU version 3: (0.129, 0.58) 
TTEST MU plag = MU vers 3 (VS NE): T= 3.12 P=0„0024 DF= 101 

*** 95 PCT CI FOR MU plag - MU version 4: (-0.476, -0.175) 
TTEST MU plag = MU vers 4 (VS NE): T= -4.26 P=0.0000 DF=189 



7 4  

Other interesting results were found after cross-

tabulation analysis on demographic information with 

participant's responses on all versions of the 

questionnaire. The following four tables provide 

information only about variables with significant 

correlations. Table 20 illustrates the results of the 

cross-tabulation analysis on management experience with 

participants' ranking of the seriousness of drinking: the 

chi-square results for these variables were significant at 

the 95% level, with chi-square =7.8 , and 3 degrees of 

freedom. The interpretation of these results is that 

managers viewed intoxication at work to be more serious than 

those with no management experience. 

Table 20. Chi-square results of management experience with 
responses on seriousness of drinking. 

Non-managers Managers Total 

Seriousness of 
Drinking 

1 
2 4 
3 14 
4 52 
5 29 

TOTAL 99 

CHI-SQUARE = 7.844 

1 5 
21 35 
65 117 
66 95 

153 252 

WITH D.F. = 3 
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With regard to consequences for drinking, female 

"participants and Kellogg students proposed less stringent 

disciplinary action for the employee. Cross-tabulation 

analysis on gender with response to drinking consequences 

showed significant results at the 95% level of confidence 

with a chi-square of 11.30 (Table 21), and cross-tab 

analysis on participants from the general population versus 

those from Kellogg yielded significance at the 99% level, 

with chi-square = 14.46 (Table 22). 

Table 21. Chi-square results of gender with responses on 
consequences of drinking. 

Female Male Total 

Consequence of 
Drinking 

(1) Nothing 
(2) Verbal Warning 
(3) Written Warning 
(4) Suspension with 

Mandatory Counseling 
(5) Termination 

11 
48 

76 
1 

10 
46 

50 
10 

21 
94 

126 
11 

Total 136 116 252 

CHI-SQUARE = 11.3 03 WITH D.F. = 3 



7 6  

Table 22. Chi-square results of participants from the 
general public versus those from Kellogg with 
responses on consequences of drinking. 

Non-Kellogg Kellogg Total 

Consequence of 
Drinking 

(1) Nothing 
(2J Verbal Warning 12 9 21 
(3) Written Warning 69 25 94 
(4) Suspension with 

Mandatory Counseling 111 15 126 
(5) Termination 9 2 11 

Total 201 51 252 

CHI-SQUARE = 14.459 WITH D.F. = 3 
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Finally, cross-tabulation analysis on participants from 

the general population versus those from Kellogg with 

responses on the seriousness of sexual harassment provided 

significance at the 95% level, with chi-square = 8.23, and 3 

degrees of freedom (Table 23). The interpretation of this 

analysis is that Kellogg students tended to rate the sexual 

harassment cases more seriously than did those participants 

from the general public. 

Table 23. Chi-square results of participants from the 
general public versus those from Kellogg with 
responses on the seriousness of sexual harassment. 

Non-Kellogg Kellogg Total 

Seriousness of 
Sexual Harassment 

1 
2 
3 
4 
5 

9 
26 
74 
92 

0 
4 

13 
34 

9 
30 
87 

126 

TOTAL 201 51 252 

CHI-SQUARE 8.233 WITH D.F 3 
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Summary 

This chapter presented the data collected from the 

questionnaire regarding different types of inappropriate 

behavior that may occur in the work environment. The 

demographic information was first presented, and then raw 

data of participants' responses was given for each scenario 

(including responses given on all four versions of the 

sexual harassment scenario). Finally, results from T-tests 

and cross-tabulation analysis were presented and discussed. 

Chapter 5 will present summaries, conclusions and 

recommendations for further research. 



7 9  

CHAPTER 5 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

Chapter 5 will summarize the findings of this study 

which examined attitudes regarding sexual harassment in the 

workplace as well as other types of inappropriate behavior 

that may occur in a work environment. Conclusions will be 

drawn about the views of the sample group based upon 

information gathered through the self-designed 

questionnaire. Implications for employers, employees and 

other interested parties will be addressed, and 

recommendations for further research in this area will be 

discussed. 

Summary 

This study examined people's attitudes regarding 

varying cases of sexual harassment in the workplace. In 

addition, the study attempted to determine if sexual 

harassment could be classified to be as serious as drinking 

on the job and/or plagiarism of a colleague's work. 

Further, it was the intent of this study to examine the 

reactions of a sample group of the adult population 

regarding specific consequences for different levels of 

sexual behavior in the work environment. 

The participants in this study voluntarily completed 

one version of an anonymous and confidential questionnaire. 

The questionnaire, which was designed specifically for this 

study, consisted of four different forms, each containing 

directions, three hypothetical case scenarios, and request 
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for demographic information. Each of the four versions of 

the questionnaire differed slightly with regards to the 

second scenario, which illustrated varying cases of sexual 

harassment in the workplace. The other two scenarios, one 

of which dealt with drinking and the other about plagiarism, 

remained identical on each version of the questionnaire. 

Following each scenario, participants responded to closed-

ended questions about recommended consequences for, and 

seriousness of, the conduct described. 

After the data were collected, the statistical package, 

Minitab, was utilized to analyze results. ( Means, T-tests 

differences in means, and chi-squares were examined. 

Findings indicated that certain cases of sexual harassment 

were viewed to be as serious, if not more so, than examples 

of intoxication and plagiarism. In addition, it was found 

that implementation of similar consequences would be imposed 

for these inappropriate types of behavior at work. 

Conclusions 

Past studies in the area of sexual harassment have 

focussed primarily on people's evaluations of what 

constitutes sexual harassment and on self-reports of sexual 

harassment. Until this study, there has been no empirical 

research reported comparing cases of sexual harassment in 

the workplace to other types of inappropriate work behavior. 

Sexual harassment can be extremely detrimental in the 

workplace and generate several negative organizational 
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outcomes: (1) lower productivity, (2) higher costs from 

lower efficiency, (3) increased absenteeism and turnover, 

(4) court awards and settlements, (5) damage to the 

organization's public image, (6) loss of government and 

other contracts, and (7) deterioration of employee morale 

and organizational climate (Tucson's women Commission, 

1993). In addition, sexual harassment has been shown to be 

damaging to the target, with negative effects including 

psychological, social, physical, and monetary problems 

(Martin, 1984). For these reasons, the study examined 

people's attitudes regarding the seriousness of, and 

recommended consequences for, varying degrees of sexual 

harassment in the workplace as opposed to other types of 

inappropriate work behavior. 

The results found in this study were noteworthy and 

provided answers to the research questions proposed in 

Chapter 1: 

1. Overall, a sample of the general adult population 

did, in fact, view sexual harassment to be as 

detrimental and/or unacceptable as other types of 

inappropriate work behavior. 

After comparing the means of the responses on all the 

scenarios, T-test findings indicated that participants 

judged sexual harassment (determined by aggregate of four 

scenarios) in a similar manner to intoxication or plagiarism 

by an employee. Specifically, participants perceived the 
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most extreme example of sexual harassment (version 4: the 

case involving the male supervisor who threatens the job of 

his female assistant if she will not engage in sex with him) 

to be significantly more serious than either drinking on the 

job or plagiarism of a colleague's work. Further, although 

the consequences recommended for two of the cases of sexual 

harassment (versions 1 and 3) were less severe than those 

suggested for plagiarism, participants still responded with 

harshness to the harassing behavior described. 

As discussed in Chapter 4, T-tests were computed for 

all versions of the sexual harassment scenarios against the 

drinking and plagiarism scenarios, but only the findings 

with significant results were illustrated. Comparisons of 

the means for most of the sexual harassment responses 

against the drinking responses, for example, yielded 

insignificant differences. From these results, one can 

deduce that participants viewed even the least harmful 

example of sexual harassment (version 1: male co-worker who 

flirted with female colleague) to be ap serious as 

intoxication in the workplace. 

2. The consequences the sample group deemed as 

suitable for varying levels of sexual harassment 

at work ranged from verbal warning to termination. 

Participants' responses to the type of action they would 

take towards the harassing employee in each of the scenarios 

were fairly stringent. Implementation of a "written 
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warning" or "suspension" were the two most common methods of 

discipline for the male employee who flirted with his female 

co-worker. In the most severe example of sexual harassment, 

half of the participants responded they would suspend the 

harasser, while over 30% indicated termination would be 

appropriate. It should be noted that none of the 252 

participants answered "nothing" in response to the type of 

consequence they would execute for any of the sexual 

harassment behaviors described. 

3. The sample group did not respond equally to male 

and female harassers who displayed identical 

behaviors. 

Perhaps the most interesting results were found in the 

comparison of responses for the second and third cases of 

sexual harassment, in which the description of behavior was 

identical, but the genders of the harasser and target were 

interchanged. In the example of the male supervisor who 

propositioned his female assistant, roughly half of the 

participants responded they would suspend the harasser. 

However, in the case of the female supervisor who 

propositioned her male assistant, half of the participants 

responded they would submit a written warning for the 

behavior, while only a quarter of the participants indicated 

that they would suspend the harasser. 

4. Gender, age, education, number of years in the 

work force and management experience were not 
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shown to have significant impact on person's 

attitudes regarding various levels of sexual 

harassment and corresponding consequences for the 

behavior. 

i 
Chi-square analysis on participants' demographic information 

with their responses on all four of the sexual harassment 

scenarios yielded no significant differences. These chi-

square results were surprising, as past research (Gutek, 

1985) has demonstrated that women and men interpret sexual 

behavior in the workplace very differently (men tend to 

perceive cases of sexual harassment to be much less serious 

than women). Interestingly, gender was shown to have an 

effect on participants' responses to drinking consequences, 

as men were inclined to be significantly more stringent. 

However, the insignificant chi-square results of sexual 

harassment with demographics could be due to the size of the 

tables which were used, as larger tables yield greater 

degrees of freedom. 

5. Business students at the Kellogg Graduate School 

of Management did not differ in their attitudes 

regarding proposed consequences for sexual 

harassment in the workplace, but they did view it 

to be more serious than participants from the 

general public. 

The researcher had anticipated that perhaps the Kellogg 

population, a group of future managers, would have responded 
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more harshly to the sexual harassment scenarios, but the 

results regarding disciplinary action for inappropriate 

sexual behavior were congruent with those from the general 

public. The graduate business students did, however, rate 

the harassment to be more serious than did participants from 

the general population. In response to the other scenarios, 

there were no significant differences between participants 

from Kellogg versus those from the general public regarding 

attitudes about plagiarism. However, in response to 

disciplinary action in the drinking case, the graduate 

business students indicated more leniency. 

Implications for Organizations 

The results of this study raise certain issues for 

organizations, employees, and all other interested parties. 

The research findings have demonstrated that varying degrees 

of sexual harassment in the workplace are viewed to be as 

serious as other types of inappropriate work conduct. From 

these results, it appears disciplinary action taken towards 

a harasser should be as clearly defined and stringent as the 

action taken towards an employee who comes to work 

intoxicated or who plagiarizes. Currently, sexual 

harassment in the workplace is an illegal form of sex 

discrimination under the Civil Rights Act of 1964 and 

through the Equal Employment Opportunities Commission (AC, 

1980) . However, many places of employment do no more than 

simply prohibit sexual harassment in very vague terms. 
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Several work settings do not have a comprehensible policy 

and set of procedures which allow targets of sexual 

harassment to complain to the appropriate organizational 

official, in a confidential and supportive environment, 

about the conduct to which they have been subjected. 

All places of employment should implement a clearly 

defined sexual harassment policy in order to protect 

themselves, the target, and the alleged harasser. After 

review of several sources (Jacobs, 1993; Petrocelli & Repa, 

1991; and Webb, 1991) the researcher proposes the following 

components be included in a sexual harassment policy: 

1. General statement of purpose which expresses 
complete intolerance of any level of sexual 
harassment in the workplace, affecting all aspects 
of employment. 

2. Definition of sexual harassment and detail of 
prohibited behaviors. 

3. Policies on dating and consensual relationships. 

4. Explanation of harassment by non-employees (should 
include all parties with whom employees may deal 
such as consumers, vendors, board members, etc.). 

5. Explicit description of disciplinary actions and 
legal liability for all levels of harassment in 
the workplace. 

6. Precise description of the complaint and 
investigation procedures. 

7. Prohibition of retaliation by alleged harasser for 
complaints and assurance to target for safety and 
job security. 

8. Recommendation for, and accessibility to, 
counseling for targets (referral to mental health 
agency if necessary, with full insurance 
coverage). 
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Organizations should educate all employees as to what 

constitutes sexual harassment, emphasizing behaviors more 

than attitudes, and should continue training employees and 

monitoring conduct on a regular basis. If employers will 

adhere to strict disciplinary actions for sexual harassment, 

incidents are less likely to take place. However, when 

allegations of harassment are made, they will be easiest to 

resolve at the initial stage. 

Limitations and Recommendations for Future Research 

Certain limitations have affected both the results of 

this study and the usefulness of the findings for future 

application. The questionnaire consisted of only one page 

(front and back): this inherently limited both the number of 

hypotheses that could be tested and the depth of analysis of 

each hypotheses. The size of the sample was fairly small 

(252 participants), which lessened the chance to achieve 

significant results. Also, the sample was limited primarily 

to residents of Tucson, Arizona and students at Kellogg 

Graduate School of Management, causing difficulty for 

generalization. Additionally, the questions were closed-

ended, limiting responses to certain pre-set categories 

about disciplinary action. Further, an order-bias may have 

existed, with participants responding to scenarios in a 

systematic manner. In addition, a social-response bias may 

have occurred, with participants responding in a "socially 

acceptable" way, rather than indicating what they truly 
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would have done in the given situations (especially with 

regard to the sexual harassment, if participants anticipated 

the purpose of study). Finally, the quality of the data may 

have been affected by researcher's bias in selecting 

participants (convenience sample), and by questionnaire 

design. 

With these limitations in mind, the following 

recommendations for future research can be made: 

1. A replication of this study with a larger, random 

sample group (from many regions of the country). 

2. If aim of study is to assess future managers' 

views, sample group should include many more 

graduate business students from a number of 

institutions. 

3. A similar study which provides space for open-

ended responses. 

4. Study which asks participants to rank sexual 

harassment in comparison to seriousness of other 

types of inappropriate work behavior. 

5. Study which examines in detail people's attitudes 

about female harassers and male targets as opposed 

to male harassers and female targets. 

Summary 

The work environment is everchanging, particularly in 

relation to gender issues involving balance of power between 

men and women. Despite the progress women are achieving in 
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the labor force, sexual harassment continues to be a serious 

problem in many organizations. The rationale behind this 

study was to demonstrate people's attitudes regarding sexual 

misconduct in the workplace. The research findings show 

that varying levels of sexual harassment are viewed to be 

extremely serious and deserving of harsh disciplinary 

action. In order to reduce the incidence rate of sexual 

harassment and to create equality between men and women in 

the labor force, organizations must develop, implement and 

enforce a comprehensible policy which prohibits sexual 

harassment in the workplace. 
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THE: UNIVERSITY OF 

Human Subjects Committee ARIZONA 
1690 N. Wanen (Bldp. 526B) 
Tucson, Arizona 85724 
(602) 626-6721 or 626-7575 

HEALTH SCIENCES CENTER 

October 19, 1993 

Julia A. Baer, Master's Candidate 
c/o Betty J. Newlon, Ph.D. 
FCR: Counseling and Guidance 
Esquire Apartments 
1230 N. Park Avenue, Suite 210 
Campus Mail 

RE: SEXUAL HARASSMENT: AN INDEPTH STUDY OF ATTITUDES REGARDING 
WORKPLACE BEHAVIORS 

Dear Miss Baer: 

We have received documents concerning your above cited project. 
Regulations published by the U.S. Department of Health and Human 
Services [45 CFR Part 46.101(b)(2)] exempt this type of research 
from review by our Committee, 

Thank you for informing us of your work. If you have any questions 
concerning the above, please contact this office. 

Sincerely yours, 

William F. Denny, M.D. 
Chairman 
Human Subjects Committee 

WFD:rs 

cc: Departmental/College Review Committee 
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ThiB questionnaire will serve bb part of a graduate research project about 
attitudes regarding different types of behavior that may occur in a work 
environment. Your opinion is very important and will provide valuable 
information. Your participation is voluntary. The questionnaire is anonymous, 
and all responses are confidential. Please complete both sides of this 
questionnaire and do not put your name on it anywhere. You may discontinue 
responding at any time. Completion of this questionnaire assumes that you are 
giving consent to participate in this project. 

Please read the following three scenarios. This is not a test; there are no 
right or wrong answers so please respond to the questions as honestly as you can 
given the information provided. All these examples take place in a large for-
profit advertising company, and the employee in all cases brings in a great deal 
of money to the organization. If the employee were to leave, there is a good 
chance that the company would lose both clients and money. 

This questionnaire should take approximately 10 minutes to complete. Please work 
at your own pace. Thank you very much for your participation. 

1. Joe, who is generally an outstanding employee, comes to work drunk for the 
third time in 2 years. During these drunken episodes, Joe is unable to 
do his job, and his co-workers have covered for him. After the second 
incident, Joe's supervisor mentioned to him that alcohol at the office is 
against company policy. If you were Joe's supervisor, what would you do 
to Joe? (Please check one response only) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Joe's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

2. Dave and Susan, who are co-workers, are working on a project together. Dave 
leans over and says, "Wow Susan, whatever perfume you're wearing is so 
sexy—you're really turning me on." Susan reports the incident to 
their supervisor. The supervisor has already spoken to Dave about similar 
complaints from other female employees in the past. If you were Dave's 
supervisor, what would you do to Dave? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Dave's behavior at work? (Circle one) 

12 3 4 5 
not serious at all extremely serious 

Please complete other side of questionnaire 



3. Bob and bis co-worker, Pat, have each been asked to submit individual 
proposals for a new advertising campaign to the company president. Bob has 
come up with nothing. After work hours, Bob goes through Pat's files, 
discovers Pat's completed project, and takes it. Bob then presents the 
idea as his own. Pat explains the situation to their supervisor. The 
supervisor is aware that although Bob is usually very creative, he has 
taken credit for other's work before. If you were Bob's supervisor, what 
would you do to Bob? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Bob's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Demographic Information 

Please indicate your response by checking the appropriate line and writing in 
information when necessary. Thank you again for your assistance. 

Sex: Female Male 

Age: 1B-25 26-35 36-45 46-55 over 55 

Education completed: High school or less/GED 

Some college 

Vocational or Associate's Degree 

Bachelor's Degree 

Graduate Degree 

Current Occupation: 
( I f  full-time student, please specify course of study) 

Number of years in workforce: 0-5 6-10 11-20 

21-30 31-40 over 40 

Have you ever been in a management position? yes no 



This questionnaire will serve as part of a graduate research project about 
attitudes regarding different types of behavior that may occur in a working 
environment. Your opinion is very important and will provide valuable 
information. Your participation is voluntary. The questionnaire is anonymous, 
and all responses are confidential. Please complete both sides of this 
questionnaire and do not put your name on it anywhere. You may discontinue 
responding at any time. Completion of this questionnaire assumes that you are 
giving consent to participate in this project. 

PleaBe read the following three scenarios. This is not a test; there are no 
right or wrong answers so please respond to the questions as honestly as you can 
given the information provided. All these examples take place in a large for-
profit advertising company, and the employee in all cases brings in a great deal 
of money to the organization. If the employee were to leave, there is a good 
chance that the company would lose both clients and money. 

This questionnaire should take approximately 10 minutes to complete. Please work 
at your own pace. Thank you very much for your participation. 

1. Joe, who is generally an outstanding employee, coaes to work drunk for the 
third time in 2 years. During these drunken episodes, Joe is unable to 
do his job, and his co-workers have covered for him. After the second 
incident, Joe's supervisor mentioned to him that alcohol at the office is 
against company policy. If you were Joe's supervisor, what would you do 
to Joe? (Please check one response only) 

nothing verbal warning written warning 

-suspension, with mandatory counseling termination 

What is your opinion of Joe's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

2. Dave is generally one of the highest producing employees in the company. 
Susan, his assistant, tells hist that she is discouraged because she has not 
been given a promotion or raise since she began with the company over two 
years ago. Dave responds by saying, "X might be able to help you with 
that, Susan...that is, if you'll have dinner with me on Saturday," and 
places his hand on her thigh. Susan reports the incident to Dave's 
supervisor. In the past, a similar complaint was received about Dave: at 
that time, the female employee was transferred to another department and 
nothing happened to Dave. If you were Dave's supervisor, what would you 
do to Dave? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Dave's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Please complete other side of questionnaire 



3. Bob and his co-worker, Pat, have each been asked to submit individual 
proposals for a new advertising campaign to the company president. Bob has 
come up with nothing. After work hours, Bob goes through Pat's files, 
discovers Pat's completed project, and takes it. Bob then presents the 
idea as his own. Pat explains the situation to their supervisor. The 
supervisor is aware that although Bob is usually very creative, he has 
taken credit for other's work before. If you were Bob's supervisor, what 
would you do to Bob? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Bob's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Demographic Information 

Please indicate your response by checking the appropriate line and writing in 
information when necessary. Thank you again for your assistance. 

Sex: Female Male 

Age: 18-25 26-35 36-45 46-55 over 55 

Education completed: High school or less/GED 

Some college 

Vocational or Associate's Degree 

Bachelor's Degree 

Graduate Degree 

Current Occupation: 
(If full-time student, please specify course of study) 

Number of years in workforce: 0-5 6-10 11-20 

21-30 31-40 over 40 

Have you ever been in a management position? yes no 
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This questionnaire will serve as part of a graduate research project about 
attitudes regarding different types of behavior that may occur in a working 
environment. Your opinion is very important and will provide valuable 
information. Your participation is voluntary. The questionnaire is anonymous, 
and all responses are confidential. Please complete both sides of this 
questionnaire and do not put your name on it anywhere. You may discontinue 
responding at any time. Completion of this questionnaire assumes that you are 
giving consent to participate in this project. 

Please read the following three scenarios. This is not a test; there are no 
right or wrong answers so please respond to the questions as honestly as you can 
given the information provided. All these examples take place in a large for-
profit advertising company, and the employee in all cases brings in a great deal 
of money to the organization. If the employee were to leave, there iB a good 
chance that the company would lose both clients and money. 

This questionnaire should take approximately 10 minutes to complete. Please work 
at your own pace. Thank you very much for your participation. 

1. Joe, who is generally an outstanding employee, cornea to work drunk for the 
third tine in 2 years. During these drunken episodes, Joe is unable to 
do his job, and his co-workers have covered for him. After the second 
incident, Joe's supervisor Mentioned to him that alcohol at the office is 
against company policy. Zf you were Joe's supervisor, whet would you do 
to Joe? (Please check one response only) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Joe's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely seriouB 

2. Susan is generally one of the highest producing employees in the company. 
Dave, her assistant, tells her that he is discouraged because he has not 
been given a promotion or raise since he began with the company over two 
years ago. Susan responds by saying, "I might be able to help you with 
that, Dave...that is, if you'll have dinner with me on Saturday," and 
places her hand on his thigh. Dave reports the incident to Susan's 
supervisor. In the past, a similar complaint was received about Susant 
at that time, the male employee was transferred to another department and 
nothing happened to Susan. If you were Susan's supervisor, what would you 
do to Susan? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Susan's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Please complete other side of questionnaire 



3. Bob and his co-worker, Pat, have each been asked to submit individual 
proposals for a new advertising campaign to the company president. Bob has 
come up with nothing. After work hours, Bob goes through Pat's files, 
discovers Pat's completed project, and takes it. Bob then presents the 
idea as his own. Pat explains the situation to their supervisor. The 
supervisor is aware that although Bob is usually very creative, he has 
taken credit for other's work before. If you were Bob's supervisor, what 
would you do to Bob? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Bob's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Demographic Information 

Please indicate your response by checking the appropriate line and writing in 
information when necessary. Thank you again for your assistance. 

Sex: Female Male 

Age: 18-25 26-35 36-45 46-55 over 55 

Education completed: High school or less/GED 

Some college 

Vocational or Associate's Degree 

Bachelor's Degree 

Graduate Degree 

Current Occupation: 
(If full-time student, please specify course of study) 

Number of years in workforce: 0-5 6-10 11-20 

21-30 31-40 over 40 

Have you ever been in a management position? yes no 
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This questionnaire will serve as part of a graduate research project about 
attitudes regarding different types of behavior that may occur in a working 
environment. Your opinion is very important and will provide valuable 
information. Your participation is voluntary. The questionnaire is anonymous, 
and all responses are confidential. Please complete both sides of this 
questionnaire and do not put your name on it anywhere. You may discontinue 
responding at any time. Completion of this questionnaire assumes that you are 
giving consent to participate in this project. 

Please read the following three scenarios. This is not a test; there are no 
right or wrong answers so please respond to the questions as honestly as you can 
given the information provided. All these examples take place in a large for-
profit advertising company, and the employee in all cases brings in a great deal 
of money to the organization. If the employee were to leave, there is a good 
chance that the company would lose both clients and money. 

This questionnaire should take approximately 10 minuteB to complete. Please work 
at your own pace. Thank you very much for your participation. 

1. Joe, who is generally an outstanding employee, comes to work drunk for the 
third time in 2 year*. During these drunken episodes, Joe is unable to 
do his job, and his co-workers have covered for hiai. After the second 
incident, Joe's supervisor mentioned to him that alcohol at the office is 
against company policy. If you were Joe's supervisor, what would you do 
to Joe? (Please check one response only) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Joe's behavior at work? (Circle one) 

1 2 3 4 5 
not seriouB at all extremely serious 

2. Dave is one of the highest producing employees in the company. Dave has 
been coming on to his assistant, Susan, for several months. His casual 
flirting soon turned into dinner invitations, and then memos of a sexual 
nature with "sex toys" in her desk. Susan, who likes her job very much and 
doesn't want to risk losing it, has explained to Dave on several occasions 
that she is not interested and wants to keep their relationship 
professional. However, Dave won't take no for an answer; he comers Susan 
alone in her office and says, "You have a choice: if you want to keep your 
job, you'll stop being such a tease and just sleep with Me," and 
aggressively kisses her on the mouth. Susan reports the incident to Dave's 
supervisor. In the past, another female employee complained about Dave's 
sexual advances: at that time, the female employee was transferred to 
another department, and nothing happened to Dave. If you were Dave's 
supervisor, what would you do to Dave? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Dave's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Please complete other side of questionnaire 



3. Bob and his co-worker, Pat, have each been asked to submit individual 
proposals for a new advertising campaign to the company president. Bob has 
come up with nothing. After work hours, Bob goes through Pat's files, 
discovers Pat's completed project, and takes it. Bob then presents the 
idea as his own. Pat explains the situation to their supervisor. The 
supervisor is aware that although Bob is usually very creative, he has 
taken credit for other's work before. If you were Bob's supervisor, what 
would you do to Bob? (Check one) 

nothing verbal warning written warning 

suspension, with mandatory counseling termination 

What is your opinion of Bob's behavior at work? (Circle one) 

1 2 3 4 5 
not serious at all extremely serious 

Demographic Information 

Please indicate your response by checking the appropriate line and writing in 
information when necessary. Thank you again for your assistance. 

Sex: Female Male 

Age: 18-25 26-35 36-45 46-55 over 55 

Education completed: High school or less/GED ' 

Some college 

Vocational or Associate's Degree 

Bachelor's Degree 

Graduate Degree 

Current Occupation: 
(If full-time student, please specify course of study) 

Number of years in workforce: 0-5 6-10 11-20 

21-30 31-40 over 40 

Have you ever been in a management position? yes no 



APPENDIX C 

LISTING OF SEXUAL HARASSMENT EXPERTS 
WHO APPROVED QUESTIONNAIRE 
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1. Connie Gajewski: Commission on the Status of Women, 
University of Arizona, Tucson, 
Arizona. 

2. Dr. Barbara Gutek: Management and Policy Department 
Head and Professor, University 
of Arizona, Tucson, Arizona. 

3. Mary Ryan: Pima County Attorney's Office, 
Tucson, Arizona. 

4. Tim Wernette: Community Educator, New Frontiers 
Organization, Tucson, Arizona. 
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