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First, there s still a considerable tack of rescarch on women in
hiue-collar jobs, a state of affairs about which se reral authors
have expressed concern in recent years {Roby, 1975:. Kanter,
1977: Buker. 197%). A few notable cxceptions have recently
emerged: Mcllwee (1930), Walshok (1981). O'Farrcll and Harlan
(1980). Riemer (1979), and Riemer and Bridwell (forthcoming)—
all of whom study women that arc in, or clse training for, skilled
jubor of trads jobs. Second, auto work 1s a male-dominated
occupation —only 10% of all Michigan autoworkers are women
(Sexton, 1976). Women in this occupation in contrast to those in
clerical work. for example, are likely to be highly visible and
viewed as “outsiders™ (Kanter, 1977). In such a situation sexual
harassment is likely to come not only from supcrvisors but also
from coworkers who constitute a sizable majority of workers
(Meyer and Lee, 197%: Schreiber, 1979). Third, auto werk is a
high-paying occupation. Itis uni:kely that an unskilied assembly
worker, whether male or female, could easily find another job
that pays as well. A woman who perceives a lack of mabtlity, or
who fecls that a better or comparable job would be difficuit to
find, is apt to be cspeeially sensitive to the cffects of sexual
harassment (Silverman, 1976). Fourth, male autoworkers areapt
to feel threatened not ondy by the “invasion™ of women into the
auto piant, but also by the fact thut these women have similar jobs
and earn similar wages. In situations where objective work
conditions do not result in the subordination of women, it is quite
likely that sexual harassment will occur as men attempt to regain
an upper hand (Benson and Thomson, 1980, Walshok, 1978).
This is likely to be the case sinee unskilled male auto workers, in
contrast to men in craft or trade jobs (Riemer, 1979; Riemer and
Bridwell, forthcoming; Mcllwee, 1980) or in police work (Martin,
19%0) cannot cifectively punish women by refusing to provide
veluable work-related infortnation or training.‘/

arbnow ledze the rescarch assistance of Bruce Reading and all those unnamed
women al our research site. We would also like to thank the Horece Rackham
Sohood of Graduate Siudies at the Universty of Michigan-—Ann Arbor, and the
Carpin Grann Commitiee, Unmiversiy of Michigan—- Dearborn for their

forrane ted avantance.
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THE TYPLES OF
SEXUAL HHARASSMENT

Sexual harassment has been defined by the Working Women
United Institute (197K) as “any repeated or unwarranted verbal or
nhysicat sexual advances, sexually explicit derogatory statements,
or sexually disctiminatory remurks made by someone in the
work place which is offensive and objectionable to the recipient or
which causes the recipient discom{ort or humihiation or which
interteres with recipient’s job performance.™ A major driving
torce behind sexual harassnient s not sexual Just or destre, but
pather sexual domination: it iy an attempt by men 1o maintzin
culturally leginmated power and status difterences that have
traditionally been the products of gender stratification (MacKin-
non, 1979). The paradigim that women are prostitutes piovides
additional 1nsights: na society where women are subjugated,
their survival is hinged on their ability to provide sexual favors or
to be passive sex objects in exchange for cconomic or social
rewards (Silverman, 1976). 1t has been argued, for example, that
mern are so accustomed to vicwing women as sex objects that tiwy
olten find it didlnicult to accept them as coworkers (Bell, 1976).

Onc general sury -y found that two-thirds of reported harass-
ment is verbal in nature (WWUIL 1978). The suggtstion has been
made, however, that, physical harassment may be more of a
problem for blue-collar women than for others (Siiverman, 1976).
Empirical cvidence for this hypothesis s stili weak, however,
given the paucity of rescarch on blue-collar workers? We do know
that the specific forms of harassment vary from the rclatively
moderate (c.g., whistling, using profanity) to the severe (e.g.,
physical wssaults, sexual bribery)/ Ricmer (1979), for example,
finds that while verbal attacks are the most frequent forms of
abusce in the buildi g construction industry, physical atticks,
including rape, also occur. A study of women working in, or
training tor, male-dominated nonprotessionul occupations des-
cribed “overt harassment™ (teasing. ridicule, sabotage) as the
most common type of interactional problem (Mcllwee, 1980).
Approxinately one of every tive problems mientioned i her study
imvolved  behavior with exphicit sexual overtones (cunlt:«mx-,
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«exual cracks, and physical attacks). A basic descriptive clement
of our rescarch, then, will be to list the types of sexual harassment
encountered by blue-collar autoworkers: We expect verbal abuse
to be more frequent than other types of harassment. A more
specific question which we will address that has not received
extensive rescarchinyvastipation is this: Are some types of women
more likely to be the victims of frequent or severe harassment

than others? )

THE TARGETS OF
SEXUAL HARASSMENT

Several eariy studies suggested that harassment is a ubiquitous
phenomenen which cuts across age, race, marita'l sta}us, qnd
occupational distinctions; the factors \'icx.vcd as primarily being
responsibic for this prevalence are the minority-group status of
women in our socicty, and the organizational subordination of
working women (Lindsey, 1976; Bernstein, 1976; Brodsky, 1976).
Rcccmvrcscnrch studics, however, find that specific categories of
wonen are tarpeted for harassment. Age (Safrar, 1976, Ricmer
2nd Bridwell, forthcoming) and, relatedly, job seniority (Mclwee,
16%0; Martn, 1980) have been shown to be variables tn the
securrence of harassment. Women in their 20s, or more specific-
allv. women who are “breaking in” to a job or carecr, are
frc-qncm!_v the victims of harassment. This is especially true where
women are a highly visible minority in the work arca (Kanter,
1977; Mever and Lee, 1978). Race may also be a factor in
harassment-— it has been suggested that blacks may be the targets
of harassmeni more often than whites because of the cultural and
cconomic marginality and vulnerability of the former (MacKin-
non. 1979). In a related vein the absence of a relationship with a
man {fricnd or spouse) may make a4 woman seem more vulner-
able. and therefore increase her chances of being harassed
(Benson and Thomson, 1960).

These stardios supeest that certain social characteristics (..,

aec or raceyas wellas certain structural or work-related situations
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(¢.g., being a subordinate, being part of a numerical minority,
being “out of role™) are associated with the occurrence of
harassment. With this in mund we have selected three social
characteristics (age, race, and marital status) and three work-
refated fuctors (seniority, job status within the plant, and
percentage of wonmen inthe immediate work arca) as indicators of
different status dimensions. We predict that swomen with lower
stutus will be ihe targess of frequent and severe harassmuent,
namely: black, young, or “unattached” (single or divorced)
women, as well s those who have low seniority or job status, or
who work man areashere they are a distinet numerical minorit y.

RESPONSES TO SEXUAL HARASSMENT

Rescarch studies indicate that a typical response to harassment
15 to ignore 1t or to act as it it had no elfect (MacKinnon, 1979;
Riemer and Bridwell, forthcoming: Farley, 1979; Lindsey, 1976).
Women frequently state that the harassment would continue if
men discovered their actions were having an ctfect (Silverman,
1976; Benson and Thomson, 1980). Mcliwee (1980) and Walshok
(1981) found that indirect methods of dealing with ingeractional
problems (e.g., overachievement, accommodation, withdrawal)
were widely used strategies that had aneflectiveness over the long
rerm for reducing harassment. indirect methods. however, are
problematic insotar as harassment is likely to be repeated
(Silverman, 1976; Walshok, 1981) and frequently to cause
psvchological problems (Riemer, 1979; Silverman, 1976). ‘Though
the skilled blue-collar women in her study were reluctant to use
direct or confrontationa! methods, Walshok (19%1: 237) notes
that these were usually an ctfective means of terminating the
harassment. The preference for indirect tactics scems to be
prevalent among women for several reasons. First, indirect or
nonassertive tactics may allow a woman to manage the “trouble”
in a situation without disrupting the work sctting and the
relationships between hersell and other workers (Emerson and
Messinger, 1977, Goitman, 1967). Second, women may  use
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indircct methods because more direct or assertive methods, which
inv olve greater risk or uncertainty, are often perceived by women
1o be inelfective (Silverman, 1976). Since they frequently have to
complain “through channels™ to other mien about sexual harass-
mient, women often discover that their complaints are not taken
scriously (Farley, 1979; Lindsey, 1977). Finally, labeling ncidents
as mstances of seaual harassment may be problematic because of
an clement of sexual attractivencess which may somcetinmes be
s olved o these sttuations. Zuckerman (1975) notes that harass-
ment incidents are often ambiguous because of the combination
of sexual inrerest and oftensive behavior. This ambiguity subse-
ity reduces o womian's abtlity to respond in an asscertive or
direct manner,

While the research literature shows that responding to sexual
harassment noan effective, direct manner is problematic for
women as a group, there is no study which explores the guestion
ot whether there are systematic response differences among
women-—specitically, whether women who are the targets of
frequent or severe harassment respond differently than others.
We would argue that just as some women are more apt to be
harassed because they are perceived as having less status, it is
hively that these same women will respond less assertively than
others, More speaiticatly, we predict that the types of women who
are targeted for harassment are also the ones who respond less
assertively (o harassment.

CONSEQUENCES OF
SEXUAL ITARASSMENT

“With regard to the consequences of sexual harassment for
work life, most rescarch has been done on the effects of the quality
of interaction with coworkers and supervisors. In one study
harassment had @ strong negative 1mpact on satisfaction with
coworheis, and weaker, though significant relationships 1o
sativiaction with (in rank order)y: supervisors, promeotions, and
work content (O Farrcti and Harlan, 1950). Work pertormance
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may in some instances be adversely affected by sexual harass-
ment.\ Police work is an example of this: The exclusion of
policewonmien from informal social interaction networks which
results from sexual harassment denies them the feedback that is
necessary for successful job pertormance (Martin, 1950). How-
cver, 1n other occupations where informal interaction is not a
prime tactor in obtaiming job skills, sexual harassment apparcutly
s htde eftect upon either a women’s job performance or her job
tenwie (Mollwee, 1980).

\ These studies of the impact of sexual harassment on work life
suggest that arcas of work life governed by informal rather than
formal rules are more likely to be attected by sexual harassment,
Subscquently, we hypotliesize tor our sample of unskilled auto
workers that sexwal haressment will be maose likely 1o have
consequences for informal relations with cowerkers or super-
visors, and least likely (o have consequences for those areas of
waork {ife governed by formal union-management rules: exirinsic

Crewards, job mobilicy, comtrol of work, and work content (work

competence and tarinsic rewards). We also advance the tollow-
ing corroliary hypothesis: Sexwal haressment is more dikely to
have consequences for work attitudes than for swork behaviors
(see also O'Farrell and Harlan, 1980).

S We will also addiess the possible generalizing effects of sexual
harassment bevond the workplace. Previous rescarch suggests
that women psychologicully “carry™ the cffects ot harassment
from the workpluce. Although anger is a common response
(Sitverman, 1970), feehings of inner turmoil, fright, and guilt are
also reported by large numbers of women. Other harmful
psychological conscquences from harassment are shown by
Lindscy (1977) and Satran (1976), who argue that the resutting
depression, anxiety, and migraine headaches are direcetly related
to a womaun's pride i, and enjoyment of, her work. These
cmpincal studies do not, however, go bevond the enumeration of
stressful psychological states. We find more theoretical guidance
for our rescarch in the existing literature on the possible
generalizing conseqguences of work alienation (e.g., Kornhauser,
195K Kohn and Schooler, 1973, Scoanctt and Cobb, 1972). The
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two central social-psychological dimensions in this literature are
perceptions of self-identity (self-estran ocrm.m) and control (pow-

eriessness). Since these two dimensions are also touched upon in
discussions of what motivates harassers, it would be of interestin
any general theory of sexual harassment to know to what degree
(h;yhurv also relevant to the experiences of harassment \'ict?ms.
Foilowing Sennctt and Cobb's (1972) discussion of the reactions
of (male) American blue-coliar workers to uncqual treatment;/we
nredict that women workers are more likely to react to sexual
haraasient with doubts abow self-identity (self-esteem) than
Wit ((nlulnsjur lack of control (especially personal).

S Anether issue is the range of social behaviors hcynnd the
workpiace thatare affectzd by sexual harassment. Inour study we
wil explore this relationship by examining the relationship
hetween sexuad harassment and satisfaction with work, family/
home, and Bte s a whole, We follow O'Farrelland Harlan (1980)
in predicting that xexual harassment will have small or negligible
effects on global job satisfaction. and consequently we would also
cxpect sexual harassment 1o lzuu small or negligible effects on
satisfoction with life as a whole. 7

DATA

A final-ussembly automobile plant which had not experienced
L:\u!‘ﬁ\ in the recent recesston was sclected for our study. The
Lar o maiority of blue-collar woinen at the plant work in unskilled
;nhd watfications, nore specifically inassembly and subassembly
operations. Waomen are not caly absent in skilled trades, butalsor
I some «'cp;utmcm\ in the plant. In the rcmuining departments
women nuthe up varsing proportions of the work force, ranging
from 6¢ '.'v 28¢¢. ‘The pilantwide proportion of women s
approximately ‘()’} of a total of 5200 bluc-coliar workers.

Given the vaning sex ratios we decided to sample alt women in
four departments with wideiy diftering sex ratios. Wealso chose
this sampling strategy on practical grounds. Since we lacked
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management cooperation for our research, we relicd upon a
group of women in the plant to generate a list of all women
woerkmg in the four departments. After excluding those workers
we were not able to contuct by phone, the response rate was 7467
Our sample consists of 138 women interviewed at home by
women interviewers in 1930-1981. A questionnaire covering a
number of job- and tamily-reiated topies o addition to sexual
harassment was administered to the respondents. The average
lengtiv of the mterviews was 1.5 hours.

VARIABLE MEASUREMENT]

SEXUAL HARASSMENT

(' Each respondent was asked “Do you experience any type of
sexual harassment on your present job” If the answer was
atfirmative, two open-ended questions were asked: the tirst
asking for a description of the harassment and the harassery, and
the second asking for a description of “an incident that sticks out
in your mind.” Buased on the responses to these questions,
measures of frequency and severity of harassment were developed
as follows: ]

Frequency. This variable measures the number of harassment
incidents mentioned by the respondents. The number of incidents
mentioned varies from 0 to 6, with a mean of 1.1 incidents.

Severity. A content analysis of the two open-cnded questions
yiclded eleven types of sexual harassment, for which we found a
high inter-coder reliabihity. To arrive at a micasure of the severity
of harassmient these cleven types were ordered into three degrees
of severity as follows: “low™ (vulgarity, protanity, lewd jokes,
stories); “moderate” (sexual propositioning, spr_c.u!mb hmhuous
rumors about the respondent, sexual innuendos about the
respondent’s body, sex activity, or sexual preferences); and,
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“high™ (physical advances, sexual bribery). In instances where
more than one harassment mcident was reported, the most severe
type was sciveted to represent this variable.?

-

Response. Fhe measure of the responses to sexual"hargssment
was based on the following open-ended question which was asked
of all respondents who reported hurassment: “How do you

normathy handle this harassment?™ A content coob e
answers viclded cleven ways of responding to hatwssten, tor

which we found a hugh level ot intercoder reliability. A vanable
measuring the direciness of the response to the harasser or
harassment incident was developed by ordering the eleven types
into three tevels as follows: “passive”™ agnoring, walking away),
sdetlectine™ (using humor, stalling, telling coworkers or friends,
giving mild verbal responses):and assertnve” (flaunching o verbal
attack, making a physical response, taking or threatening to take
the matter to someone in a position of authority).

DEITFRMINANTS OF SEXUAL HARASSMENT

Sia variables were used as independent variables in relation to
sexual harassment, three of which measure social characteristics
wolers bring to the work situation: ave, race, and marital status;
and thiee of winch mcasure work-retated characteristies: senior-
1y, work area sex compaosition, aird job starus, -+

Cfhe median age of women i the ptant was thirty and about
two-thirds were white, Qur sample was relatively evenly divided
with regard to marital status among marnied, divoreed, and single
women.

Plantsemonity ranged from three months to twelve years with a
modian of thvo vears, Fo measure work arca sex composition we
ashed: "About how many people work i vour immediate work
arca™ and “How muany of these people are women” We tound
tiat the median pereentage of females in the work arca was 27‘,'(';./

fhe job status varable was based on questions which first
ashed respondents to rank six jobsan the plant and then to place
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thetr own jobin the rank order. Fach respondent was assigned the
rank order of her own job.

CONSEQUENCLES O SEXUAL HARASSMENT

~ A number of possible consequences of sexual harassraent were
cxplored, raaping trom the relationship between the worker and
her job, or her social relations at work, to her life outside of work.

To nreasure varous dimensions of the w orrer’s job satisfaction
we employed standard survey items for global job satistaction
(two items); inrinsic Job satisfaction (four items); and extrinsic
satisfuaction {two itcins).

Five questions were used to tap job mobility. Two of these were
satisfaction items dealing with promotion. Two questions were
asked about aspirations to supervisory or skilled trade jobs and
one about desiting any dilferent job.

With regard 1o social relutions at work four questions were
psed for velations with coworkers and one for relations with
supervisors. Two ol the items on coworkers were attitudinal; one
on fechngs towurd coworkers in the work arca and one on
chances to make fricnds. The other two items measured behavior
towards coworkers: talking with coworkers while working and
during breaks. For relations with supervisors we asked “How
would you describe the relationship between yourself and your
supervisor?,” followed by probes on “fairness™ and “getting
alonp.™ -

Other work-related consequences measured were: control over
work situation (ability to “influcnce what happens to nie at
wWork™); work competence (items on cnough time to do the job
and on physical handhing); and view ofwork role (items on“work
as a necessary evil” and work centrahty).

Nonwork conscquences measured by our instrument inctuded
items on life satisfaction and satisfactionwith home or family fife.
Self-esteem was measured by an item on feelings of “uselessness.”
Feclings of political ¢fficacy were tapped by items on “say about
what the governnient does™ and on polities being “too compli-
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cated.” Finally, three items were used to measure dimensions of
personal control influence over “thungs that happen to me™,
happenings being “my owa doing™; and plans that can be madeto
work.

It is our contention that thesc attitudinal variables can be
accurately viewed as consequences of sexual harassment and not
sitnply as correlates of harassment. 1 his posture seems justifiable
on the basis of previons research. Several peneral sexual harass-
ment surveys thet spectiically queried women about their reac-
tions to harassment incidents found that a number of psycho-
logical changes (e g anger, fear, self derogation) directly resulted
from harassment (Silverman, 1976 Salran, 1976; Lindscy, 1977).
Other more rigorous empirical studies that do not focus upon
sexual harassment, show that attitudes toward work or Scif are
oftentimes a product of specific work-related problems or
conflicts. Two well-known studies of male workers that directly
address the question of causality are those of Kornhauser (1958)
and Kohn and Schooler (1973). Several recent empirical studics
of women provide additional support for the arpument that
work-related factors are significantly related to social psycho-
togical stutes such as feminist otientation or intrinsic satistaction
(e p., Ol arreil and Harlan, 1980; Fevree, 1980 Mcliwee, 1980).
While we do not deny the fact thatsocial psychological states may
otten play @ cansal role 1 social fite, our coneern is to ground our
reseaich within the existing body of knowledge which suggests
that such states are more properly treated as outcomes or

&.'Ol'lbL’q!lL,'nCL‘S‘

RESULTS
IYPES OF HARASSMENT
Over @ third (366) of the women in our sample reported that
the, had experienced sexual harassment. A total of 160 harass-

ment incidents were reported by these women. Seven types of
incidents cach account for at leust 5% of all incidents. The most
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TABLE 1
Types of Harassment Incidents: Frequencies

Harassment Type 3

Sexual Propositioning ?i;.l
Abusive Langueye 23.8
Phystcal Attacks 14 .4
verbal Innuendo 9.4
Sexual Bribery 6.3
Social Dergqgation 5.6
8ody Language 5.0
Others (whistling, stares, unspacified) 7.4

1800.0 (N=160}

prc.valcm. type is scxual propositioning (28.16). This categor
typically involved a man whoe would not “tukc'n'o for 511 'mk.,i' ; d
or v.:hn veould not “take a hint” and badgered o womaun ﬁ;r a d'kic
or for sexual favors. Abusive fanguage was the sccond‘m:“mt
t:*cqpcqt type of problem: this not only included the use of
prof;xmty. but more freguently it represented situations where
“(»n-cnl.(n“j(.»kcs or remarks were made about wumrn:s h;rdi‘ .;'r)l
sexual intercourse. Phys'eal atiack represented a 5&\ cre ty : :);
?c.\'uul harassment. Qur tigure for this type of harassment (l~4; :
is Ix.)\\'n'r than the one-third reported ‘b\' Sll\'t‘l'l;l(ll‘) \(1976)‘ h/d
sx‘m:lur to the proportion (onc-scvcmhj found in Benson anuL;
Thomson (1980). Verbai innuendo (9.4¢) and budy language
(5.0%) are, to u large extent, different means ot cxpdrmsinbg t;’;L
same message. ffor example, coworkers made suggestions u;

women about their sexual prowess in bed or talked openly about
- i

) san gl Y T 2 3 3 : N
their body parts. Remarks in this category, in contrast tothose in

» v ™ h 1l abiree (et v :
l{hL LU bal abuse category, were specifically aimed at the respon-
deat o a personad manner. Body language is similur in this
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respect: simulating the movements of sexual intercourse, or men
rubbiny their crotehes when a woman centered the arca are two
examples of this type tound in our data. Social derogation (5.6%)
is not found in face-to-face situations--rather, this form of
harassment occurred when a woman's reputation was demeanced
bv men who cpread malicious rumors or stories about her. The
final major tvpe of harassment presented in Table 1, sexual
bribery. represents a situation where the explicit assumption
made by a male coworker was thata woman's sexual favors could
be used as @ basis of exchange for obtaining rewards. Two general
situations were prevalent: One was where a woman was told that
she could pet a better job or receive a favorable recommendation
if she agreed to e con ! iaison; the other was where a woman was
offered cash for sexual favors (c.g.. one of our respondents
reported that a cowoiker pulled $500 from his pocket and luid it
on hier work table and said “IUs yours anytime you want 1t”).
Tmiphic:t crehanges were prebably also at hund when supervisors
ratiier than comorkers were the harassers. This was the case in
2720 of wil harassment incidents, which is a disproportionate
amount, given that supervisors comprise 565 of the male popula-
tuon in the plant.

TARGETS OF, AND
RESPONSES TO, HARASSMENT

Two related guestions are deait with i this section: Who are
the tareets of frequent or severe harassment? How is harassment
handled? The data in Table 2 show that frequency of harassment
is intluenced by more vartables than is severity of harassmeat.
Our first bvpothests, then, reecives more verification with segard
to freguency than it does with regard toseverity. Though oaly two
varables are significantly related to severity, in contrast to five
for frequency of harassiment, the percentages of explained
varianee are quite similar (20 1% versus 25.16). Race and work
arca sox composition are signiticantly related to both frequencey
and severity * In other words, black women not only receive more
Latisament thae whites (beta = 141, they arcalso harassed more

TABLE 2
The Freguency and Severity of Sexual Harassment:
[Mean Rates and Beta Coeflicients

FREERCY . SEVERITC
Means (M) Sets SE. seta £
i.;uv V -
Whates 1.ne :
Blawas l.tf‘: j‘g o o e e
Marital Status
Myrried 0,72 {43)
Divorces 1.82 (&%) } )
Newar-Married l.;( (Ji L) .0a5e* -.ud5 L13s
A‘J.’
JY or under V.22 (4
24-45 1,90 [46) 336 joue 2
nier 35 Gee (12) SR e s
3eniority
Less tnan 2 yegrs 1.22 (63)
2.4 1.52 (33; .ns
5 K 5 .09 5
54 6.93 (37) e N
Work Area Sex Compoasition:
Percent Female
- 1.07 (13)
1827 1,34 (29
e i ‘.S; (‘,4) 133 .082e .JgJ 136
4% .87 (34)
Jeb Status
High V.46 (59) 188 c
N { . . a‘.l - s}
Hy b 094 18
2
R .20 29
» p <..10
CICIE PR ¢ 1N
eer 0t 0L

severely (bety = .354),j’rcvious studies have indicated that wome

arc apt m‘bccpmc' the objects of harassment when they are :
distinct minonity 1o the workplace. Our findings howlcvcr
suggest that women become the victims of frcuuc;n'( 134) and.
severe harassment ((313) when their numhcrs“ are s-m‘ncwhm
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proportionate to that of the men. In other words, when thereis a
very small number of women in an arca they do not receive much
attention: however, when the presence of women is much more
aprarent, the trequency and severity of harassment increases. We
would speculate that this is duc both to increased visibility of

worren and to an increase in male coworkers' feclings of threat. >

~The characteristic which is most strongly ielated to frequency
of harasement is age (.338); a woman's “work age” (senority),
howeser, 1s not associated with harassment. It may be that
chronuiogical age s a more salient factor in harassment than
semiority becauss the former is generally more vistble than the
latier. Oui data on marital status lend themselves to an interpre-
tetion found in other research: unmarried women are targeted for
harassment more so than married women are (. 169). Though they
are Hkelv to be the victims of repeated harassment, unmarricd
wamen are not harassed more severely than their married peers.
Laatly, the status of a woman's job is significantly related to the
frequenes (18K), though not to the severity of harassinent:
Woren whose jobs rank low within the plant receive more
herassoent than others,

Hoow do these autoworkers respord to sexual harassment? A
Categorization of 87 fesponses reveals that ignoring the harass-
meni or responding mildly to it (c.g., saying “I've heard ol that
betore™ or *I'm notyour tvpe™) were the two most frequently used
methods of dealing with harassmeat. In some nstances wormen
faughed at the harasser oi tried to make Jight ol the situation
(10.3' ;). Some women reported that they tried o delay a
harass (s fequest (e.g., “maye some other tme” or “I'm busy
tomizht™) hopme ithat hie would “take the hint.” Over one-quarter
of the womein. however, used a more assertive method by cither
verhadly (14.977), or physicaliy (6 970) attacking the harasser, or
b taRing the matter to somvonein g position of authority (6.97).

Do some types of women tespond mose assertively than
othors ! e answer with regard to our six status characteristics is
nos None of the beta coedticients is statistically siznihicant. In
cttor words, Those women who are apt to be the targets of

o ement did not respond fess assertively to harassment than

TABLE 3
Rusponses to Harossment: Frequencies

Responce Type

______ ot Responses
Ignures Harassment 23.0 B
Kesponds mytdly 21 .8
vertbally Attacks 14.9
Uses Humor 16.3
Delays 10.3
Shysically Attacks 6.3
Complains Through Channels o9
Qthers 5.9
IWT (11a87)

women who were not victimized. Thus our hyporhesis concerni
thie handling of harssment receives no sup‘;n)rl \h also ! m%
that when several attitudinn! variables (sc“'—c;tccm‘ ‘)c ':)‘“n-fl
comr("" f!_'miniat orientation) were added to the ILIQY{L:())I’X
cquaiions i separite eaalyses, they did not relaic signiﬁc.z\nnlt‘ly to
:.;:russ':nvm responsc Similarky, there were no stenificant rela-
tionships between the characteristics of the hz:u\;cxs (c.g agAc
race, cowarker/supervisor status) or frequency of ]laf;xh;;iln‘}‘.t'
with harassment response.® Severity of harassment wes sionifi-
cantly related (beta = .403; p = .05) to response: That i; “:x-m‘n
who were severely harassed tended to respond in a more~ ::lb\tx tive
manncr. he types ol responses that wonien made to ".xr'n.\m il
could be predicted on the Basis of the variables we ha.\.-c i.rdm;r‘d
tn vut study. The absence of variable relationship in !hisirv-"u;‘l
stigpests two differentinterpretations: The responses ofwon;:n l:)
Faracsment are both limited and episodic; or our conceptualiza-
neon and measurement of harassment response does not respond
to the complex natuie of harassment experiences, 'I'hcscri;:ucr-
pretations will be further explored at a later point.
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CONSEQUENCLS OF TTARASSMENT

Our analysis of the consequences of sexual harassment has as
its poal to exaniine the independent effect that the frequency of
harassimient has on a number of possible dependent vanables,
whiie at the same time holding constant the social background
and work variables examined carlier (race, age, marnital status,
semority, work area sex composition, and job status). We have
not tricd to develop more claborate causal models of cach one of
the consequences examined, but instead have chosen to caamine
the independent effects of differential expericnce with sexual
Larassment. To do this we used standardized regression tech-
nigues  Fhe resulting beta coctticients for the independent cffects
of seaual harassment are found in lTable 4
¢ We find that frequency of sexual harassment has statistically
sipnificant” and independent effects on 8 of the 31 consequences

examined. Across the different arcas of work life we find the
foilowing rank order in terms of the proportion of signiticant
relationships: tirst, relations with coworkers or supcryvisors (3 of
S). followed by intrinsic job satisfaction (2 of 4), and job mobility
(1 01 S). In contrast, the following arcas of work lifcare unaftected
by the frequency of harassment: global and extrinsic job satis-
faction, control over work, work wmpctwcc.. and werk role.

The two strongest eftects of harassment are found for the two
tems that deal with feelings toward coworkers or supervisors,
with betas of 1309 and 277 respectively, A third coworker item
dealing with triendships is also significantly related to harass-
ment, while the two behavioral cowerker items are unrelated to
harassment. Thus sexual harassment seems to have a decided im-.
pact on aititudes toward coworkers (and supervisors) but no
efrects on hekavior toward coworkers.

The only two job satistaction items that are stgnificantly
related to harassment measure intrinsic satisfaction: opportun-
ities to develop "my own spectal abilities™ and to “do the things |
do best ™ Global job satistaction and extrinsic satisfaction are
unatfected by harassment.

Only one of the five mobility items is significantly related to
centt! harassment on different arcas of work life is also given
support in out analysis, sinee the ctects on relations with co-
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TABLE 4
Consequences of Sexual Harassment: Independent Effects
ot the Frequency of Sexual Harassment, with
Background Varnables! Constant

CONSEQUACES

Global )o')i‘_.n»‘_uun(n .
2eqree of Latisfsction

recommend LD trvenyd

Inteingic oo & Latisfaction:
fatrresting worn

develod abiititics

30 beat

see results

Eatrinsic Job Laticfstion:
pay
fringe beaefits

Felatinng with Cowrbers:
hefqu. tomard

frieacs with

talr with while working
3ik with on breaks

Relgtions with Supervisors:
(QIL iment 'u'd' s

Jobd Madility:

(hencas fur proaotion

fair headlvng on promotions
brouaIny Superyisor
brooming skilled trades
Yive different jub

Contro) _Uver Work Situation:

YntTuence what Naooens

work Competence
time to get 396 dt)ne
prode cver physical nandling

Work Pole;

Wort necessary evil
centralizy of work

Life Satisfaction:

no« satistied

Wome/Family Lofe
how satis:ied

Calé Fatren:
__r;,-ru-!w-l uselessness
Peregnal u\rlrol
fnttudnZe what happens
whal N3pTens Gwn forng
make plans work

Politica! Fiticacy:
ey t ghvernoent
rolitils To0 lomplicatea

Gatisfaction:

309

el

BT ]

i

2n

RETY

200
id
025

.020

354

A
D]

.093
160

278

.180

.267

.012
.Co7
A

.G08

.10z

GY LEUIAL SAVALMENT

S e R
596 [
130 6
04 .10
ke 12
vk R P4
i1 .02
599 .07

J1Ch 2%
094e- 16

.C97e H

L0958 L4

09 .08

G970 N

L0589 .08

Acoe 29

Bl .09

.10% K]

094 .16

.

102 .04

.058 .n

.100 .10

102 .08

10 .Cs

0970 e

.096 2

.093ee .18

100 .05

L9 .27

Lo .02

099 .06

.099 .07

113

rat statiis,

2. *po0Y; 0 01,

1, ne sample siee varned for each regress

1ne satogede

wceS raivied brom N

it 3] e i
The fodicwnrg vianables were controlled in our stand.ar .

sed regressicns: race, mail-

aveny sed ||ur|ly work grea sex composition, and job status.

OR3NATys1s as A resuit af some nMussing duta
120 124, .
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workus or supervisors are stronger than those on extrinsic
rewards, iob maobility, control of work, werk competence, or
intrinsic satisiaction. Of these latter variables only ene , Intrinsic
job satisfaction, is sipnificantly a affected by sexual h;:r'nsmcnt
but less so than are the feelings toward coworkers or supe TVISOTsS
vaitables,

With regard to consequences for life outside of work, pereep-
ven of sexual burissment has independent effects upon selt-
coteemn and hife-satistaction, but 1s unrelated to fannly/home
catisfaction. political efficacy, or personal control for the women
in our sample. Sexuai harassment thus seems to have more
unpact on scif identity that on personal control {or political
cificacy) as we had expocted. Contrary to our expectations the
Bndings across satisfaction items indicate that life satisfaction is
sfiected by hurassment pereeptions, while family 'home satistac-
von and global job satisfaction are unatlected. It needs to be
pomnted aut that our measerement of many of the satistaction
\:xrizz’:;!'::\ was relatively unrefimed compared to that of several of
G work varables, sinee for the former we relicd heavily upon
wnaie dtem indicators. Hence our findings with regard to these
satisfaction items nud to be treated with proper caution.

DISCUSSION

Sexual harassment may be viewed as the verbal and/or
physical abuse of women which serves to reaffirm the rights of
acerss and license that men have traditionally held in oursocicty.
Though sexual harassment is a potential problem for all women,
this paper has argued that it is an especially acute problem for
wornen who have visible status characteristics (e.g., race, nune
ical representation) which can be used to further reintoree gendc
Cratification We argtied that when status difterences between
men and women are blurred —for example, in auto work where
men and wormen tend to have similar jobs and carn similar
wapes - other means of creating ditterences between the sexes
become suhient.
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Our first hypothesis, which prcdic(cd that women with less
status would more likely be the targets of frequent and severe
harassment, lLCLAl\-'L‘d partial sunport. Two tuctors, race and work
arca sex composition, arc particularly important because they are
significantly related to both the frequency and severity of
harassment. We have tound cinpirical support for MacKinnon's
(1979) argument that women who are low caste (black) and not
simply Fm.n status (e, youngand unmarried) are especially ikely
to be victims of harassment. -

The sex composition of the work area is related to both
frequent and severe harassment, though not in the manner we
predicted. We predicted that low representation in an area would
fead to harassment. This 1s not the case. Women whose propor-
tonal representation is Jess than the plant average (roughly 1070
are not harassed to the same extent as wonien in more nitmeric-
ally proportionate arcas. Previous rescarch has arpued that an
“mavasion” of women creates o threatening situation which
provekes incidents of hrassment (Kanter, 1977; Benson and
Thomson, 1980). The detinttion of "mvasion™ is, ol course, hikely
to be based on relutive comparisons of time periods and .sp‘nia-l
houndarics: women may be scen as intruders when they first
hreak into an occupat on even though they re present a tm)
proportion of workers. In the plant we studied, howcxcr avery
small proportion of wonien (e.g., less than 10£¢) in an area may
give the women in the arca low status but they apparently are not
pereeived as a rhreat. 10is only when they far exceed the plant
average and near proportionate equality in their work areas that
they become a threatening minority.,

Age and marttal status are highly visible status characteristics
that are related to upc.\.lcd harassment. Though it is not as casily
determinable as race or age, marital status is ascertainable by
virtue of physical symbols (e, a wedding band) and x'ociu-l
exchanges of information among coworkers. According to many
of our respondents, marital status is a {requentitem of conversa-
tion i the plant and tends to spread rapidly through the
sgrapevine.” As one respondent aptly stated: “They never came
arcund nnul it got around [ was divoreed.” 'l’lm’ugh age and

L
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marital status are apparently used to crcate status distinctions

between men and women, these ditferences seem to have neither

the cmotional impact that racial difierences do. nor the connota-

tions of threat that tie presence of asizable minority of women in

4 work ares does. Although marital status and. in patticular, age

ate heiter predictors of narabsment freguency. they do not evoke

the thpes of aggressive oveitures that race and work arca sex

(.(\n.;,\\,.tu».. do.

[f:ough s aapact onseventy of harassment is much less than
that of sex composition of the work arva, job status does havea
signiticant impact on the frequoency of harassment. Persons who
occupy the tower-ranked positions inan organization are often-
Linies ginen loss respect and treedom as well as treated inatess
cordig! anner (Kanter, 1977) According to our data, a conse-
cuence ol occupying a low-status position in the plantis repeated
cexual harasement. A rosuit from our analysis which has some
important rarificattons is the finding that sen: tority 1s notreluted
1o the frequency or the severity ot harassment. A woman docs not
escane harassmoent by gaining sentority beeause it scems that this
inercased statas does not have muoch visibility in male/female
interactions i the plant.

We canrot clearly determine which characteristics arc relevant
for understanding why women handle harassment the way they
do. Seventy of harassment iy signiticantly refated tothe degree of
aegression used in the handling of harassment, which suggests
that the dircetness of women's responses to harassment is
predicated to some degree upon the offensiveness of a man's
behavior ina given situation. What we cannot ascertain from the
date are the characteristics of women who respond cither directly
o indirectly to harassment. The lack of relationship for different

variables 1o Rarassment respoise suggests two interpretations:
No relationships are found because different types of women
respond o similar ways to specific types of harassment; and, our
micthod ot detcrnaning harassment response asking women
Bow ther Tnormally handle™ specific harassment incrdents- does

Fot reves! the complex nature of sexual harassment.
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'.l'h.c (lbh“T‘llCC of relatronships of status and attituding charac-
teristies \\'1.th harassmient response, in conjunction with the
presence of & severity ot harassmesnt-harassment response rela-
u.o\hx!\, unplics that cexual harassmentis oftentinies hand'ed ona
situationslor expenence-by-expericnce basis. That s, women use
bohaviors ot the barassers to ke their own responses - and those
Fespotines IEC appare o ndependent of work status (e,
seatority, sob vpe) and attitudes (oo sat esteem, l'cmini.xnh.
There iy some theoretead justitication tor the contention that
WORICTL s prenp end to cespoid somewhat uniformly to
specilic types of tarassment. One possibie caplanation is 11t
wonien's CORCEL NN 10 1Ny harasstient episedes may be tocused
on maping the work sttuation 1 a way that terminates the
ottensive behavior as quickly as possible without rasing the
threat of an escalating controntation. In other words, w;m«:n
mayv oftentimes be more concerned with the violation of work role
and situational definitions than with the violation of distributive
justice rules (Emerson and Messinger, 1977). A second possible
explanation for response unifopmity is that women have not
lcarned bow to use personal resources (ep., high job status
positive self conceptions) i handhing harassment. This inlcrprc:
tation suggests that women have s himited rupcrtom of responscs,
or perhaps, are fearful of exploring alternative nicfhods because
of the unwrttm.t)' that is involved. These explanations seem to
indtcate that women could benefit considerably from group
support svstems in the workplace which would function to
ncreise chn‘s awarceness of harassment as asocial (as opposed
to an individual) problemand enable women to develop strategies
(c.g., by role playing) for handling different types of offensive
behiavior, .

‘The absence of relationships which we noted for harassment
response raises the question of how women learn to respond to
Barassment. Fhough we have an understanding of how women

rnormally lindie™ speaihic ty pes of harassment, we have no basis
for Jeterminming whiv these methods are normal, or more spcééﬁc—
ally, o these become “normal.”™ Itseems that both passive and
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assertive responses may be perecived as effective in certain
Gtuntions because they curtail offensive behavior-- passivity
(nonre.ricrcement of male behavior) and direct controntation
hoth hose their advantages and disadvantages. How women
perceive the cliectiveness of a response inagivensituation or why
women opt for one nicthod rather than another are guestions
which cannot be answered by our reseasch. Inorder to developa
thei ough tndenstanding of harassmentresponse, it seems thatwe
must know something about women's pereeptions of response
“tradeotisTin the workplace. For example, a woman may choose
to 1gnore harassment, and thereby inerease the risk of further
harissment inorder to decrease the risk of a confrontation which
might resuit from the tuse b more dircet methods. We feel that it
would be useiul to probe women about their response tactics with
an eve towasd understanding the social and experientiil basis of
these sesponses. Fscems likely that women may arrive at thesame
Natassncnt responses from ditferentsocial or experiential routes,
For exarpic, some women tight chose to ignare most harass-
sent Beenuee they fear the possible conscguences of more dircct
PO potisesl others miy Use this tactic because, as a result of
cor, they have feund it to be generally successful.
fee ot cuch Uroutes™ may move more i uitfalin predicting
it uaiiations than an enderstanding of status or attitud-

vnal charactonisiies of the women,

Flicre 1y some support fro our analysis for the view that the
chiect. of harassment extend beyond the workplacer Many
women whe e harassed tend to have lower seif-esteenm and to
evporizhee fess ife satisfaction than others. These results receive
cuppett trom several cmpineal studies which tind that women
frequentis expericnee emotionaland psychological difficulties as
4 resdt of harassiont experiences, What can add to this body of
research ie the fact that the cffects of harassment on social
paychiolopival stiates persist even when other tactors (e.g., age,
rice, mrrital statuspace controlled for. While a numberof women
i our study apparentiy experienced diminished self-worth or hife
catiefnetion as a reattit of harassment. their sensce of coutrol does
Lot seem to have been atfected by such incidents.®

Sersimay myvesn ) asaLta ALY DAL ALS ‘¥

These rcsulls' lend support to our carlier hypothesis that sexual
harassment raises more doubts about self-worth than about
pcrsn‘;‘ml controliand at the same time they raise questions about
the differential sources of these sel-attitudes in the lli\‘cs ohhcl:c
wonici, There s supportm the rescarch hiterature fﬂl'(hL: fact thj t
self-esteem and personal! control are sometimes weakly rc;':lcd tlo
cach other, and nave somewhat ditferent social and c‘x'wcr‘icx‘-li tl
CaUses (g 2., Hulbaiy, 1975 Mirels, 1970; Sennctt .u;'d C(;b;)
1972). Sufcc we ave not focused upon the compiex \‘uciui
processes involved (e, we hive not ereated causal mu(lcl;) we
cannat determine which factors in these women's lives ‘ re
important for yiving them a sense of worth or a sense of "-crsn;‘r:i
con'tml. Sexual harassmentis interesting with regard to (‘hcsc 1\'.‘0
\nr;::h.!c\': It doces not scem to zadvcrs[-!y aftect most women's
?)Ch:l»’l()l' 4!". \'.'mli\, their pereen ed coipetence with regard (o thc;.r
jobs, ortheirabitity in general to make plans or to g2t things dnn;'
at the same time, there is evidence that o number of l};;!;issu'(j'
‘womcn n o sample go about their lives fechng rcluti\.bclv
unhappy with themselves and with the quality of theit lives? A
gronp support system for women in the \\':'nkpl;ncc mi:z'i;l. be
beneticial e this regard: these supports might enable ha‘rus'ﬁcd
women te “depersonalize” harassment - th.u—is, to pereeive it 1\ a
social, a.\:. opposed to individual, problem — and thereby I;L;l
ther maintain a positive self image. "

NOTES

1. We use l?fc term “tarpet™ throughout this article to mean that harassment 1
candom or ubiguitons phenomenon. “large” suggests the nontandom o u\ v af
harassiient and tmplies that we can predict which types of worne “ e b
harassed. b cn are hikely 1o be

2. Based on Scett's (1455 jormulation our intercoder reliability was 92

3 Theintercorrentions among the independent saniables ranged from .b;m 23 Two
:nlc.'c-yru'l;umnsv wincis were near o above 20 were added 10 the separate |c.'.r~. S;(\‘
aralvses as multiphicative variables: age » semonty, and job status = svnmr.'xv \:uk’\\ (:Il
these rade @ statstically signibicant mcrement to the sums of squares o -

4. Sioce the relationship between haris sment and sex camposition .;f the wari areawn

cunvihinear, the latter vanable was recategorized s Ll i .
i recategonized as follows: “dispropertionate™ (1-277
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and 35 ¢ viand ";vmpuni()r\utc" (1864277 and 280-44%). In other words, disproportion-
4 s.wation where there are very few wonen, of clse more women than men.

aie punresEnis g
Pranoris male TOPIOCEnts a suliabion where women are highly visible in the work area,

thoeen et 4 numercal majonity.

independent variables were large than . 100

< N.oone of the beta coctiicients for thc six
regression

riv ol haaassment and frequency of harassmient separately in the

Foioninpe seve
e, Because of this cutcome a separate table tor

analy s d not Change the outco
Nafesameat 16,PONLE Wi ot aciud
6 A word of caution with repard to these relationships is in order. The interview:rs
L ashed to probie the respondants for specitic detaids about the chitracteristics of the
Phee sas not carped out systamatically (which resulied in missing data), and
lavton whnch was oblaned was obscure (€ g., We couldn't tethaf the

4 an the article.

IO

wne of the andorn
haiasoer was younger or older than the victim).

7 We chose the (05 jeve! of significance rather than the . 10 used earlicr as a cut-off
ion for this procedure is that the analysis of the
consrguences of harassments freught with more statistical dufficultics than is our analysis
wsrent, and therelore merits a more conservalive approachto

pownt ter sipaifcance Our just:ficat

of the ¢oterminants of hata
extnaton of eftects

& 1~ corrclations between self-csteem, life satisfaction, and the personal control

iemis dic &s foliows:

Sclf Esteem 1.ife Satisfaction

Seif Fetem 30640,

[1ifz Satistaction 30600

porstal Control

fnilunr ¢ what appens 122 144

CGCan dong 069 001

Plons work . KiIp! 136
“p<.10 oo 0L

Soce these are all fairly “standard™ items which appear frequently in the research
htesature, we are conlident that thuv have a reasonable face validity. However, since these
ate wupic items and not scales, we think thata certain degree of caution must be exercised
when interpreting these results.

¢ Ihese restlts can be diamatized by comparning all the harassed women with the
Femaining WoMCH in our sampic with regard to sell-csteem and global hie satisfaction. Of
the harassed womea 445 v, 219 of the nonharassed report low life satisfaction; 75%¢ of

the harassod versus 4676 of the nonharassed score low on the sclf-csteem item.
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