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ABSTRACT
Effects of a workshop designed to promote effective coping with sexual
harassment and its associated effects: A single~case design.
Rosal ind Goldfarb, Doctor of Phiiosophy, 1985

Dissertation directed by: Arnold Spokane, Ph.D., Counsel ing and
Personnel Services

The effects of training victims of sexual harassment in coping tech-
niques to deal with hara ent was studied in a single-case study using
six subjects who had experienced sexual harassment. Subjects were six
women In thelir 20s and 30s who were employed in local and government
business and industry. All were volunteers who either responded to adver-
tisements In local newspapers or were referred by counselors. Subjects
responded to a series of questionnaires about their experiences with
sexual harassment prior to and four times following a training workshop
in coping techniques. The subjects also completed the Rotter Internai-
External Locus of Control Scale prior to and one month fol lowing training.
Each subject was interviewed before the training workshop. The informa=
tion from the questionnaires, the Interviews, and the Internal-External
Scales were evaluated to determine whether Locus of Control was a con-
tributing factor in the subjects' experiences with sexual harassment.
Internals appeared more |ikely to report harassment than were externals
and appeared to make more attempts to deal with the harassment than did
externals. They were more prone to use avoidance than were externals,
who were more prone to use denial to deal with harassment. Prior to
training, neither group anticipated being able to stop the harassment.
Neither behaviors of primary control (assertive) nor behaviors of secon—

dary control (passive) were perceived as having been effective in the
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past. After training, anticipation of success increased. Behaviors of
primary control were anticipated to be effective, but were perceived to
be even more successful. Behaviors of secondary control were anticipated
to be ineffective (Pre- and Post-test + (5) = 3.85, p <.05), but were
perceived to be possibly effective (t (5) = 7.75, p <.01). Physical symp-
toms decl ined following training (t+ (5) = 3.78, p <.05), while emotional
symptoms remained unchanged for the group. General izations from these
data are severely constrained by the ex post facto single-case design
which was Imposed after extensive attempts to recruit subjects failed.
The evidence tends to indicate that training victims in techniques to
cope with sexual harassment alters their anticipation of success and
thereby encourages them to attempt new behaviors. |t was also observed
that al | subjects, regardiess of locus of control, were |acking in confron-
tation skiils, a factor which appeared to be retated to their experiences

of sexual harassment.
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1
Chapter 1: Introduction

Nature of the Problem

The Civil Rights Act of 1964 was designed to deal with problems
of discrimination. Title VII of this act focused on the specific
Issues of hiring and firing, compensation terms and conditions of
employment and |imitations placed on employees based on race, color,
national origin, religion or sex. The result of this act was to
sensitize the American people, as never before, to the numerous
inequities In tThe workplace. One such Inequity, which had long
existed but had remained nameiess, was first brought to national
attention by Redbook Magazine in 1976, I+ was called "sexual
harassment" (Safran, 1976).

Determining the Extent of the Problem

Since the appearance of the Redbook study, the |Iterature on
the subject has proliferated. Early efforts addressed themselves to
establishing in the public mind that sexual harassment is, Indeed, a
national problem (and not only a woman's problem), and that Its
existence is far more prevalent than Is generally suspected (Carey,
1977; Gutek & Nakamura, 1979; Kelber, 1977; Lang, 1978; Livingston,
1979; Somers & Clementson=Mohr, 1979; Working Women's Institute,
1978, 1979; MWorking Women United Institute, 1975). There was
considerable disagreement concerning the exact definition of such
harassment, and researchers were confronted with the task of
disentangl ing the Gordian knot of behaviors, intentions, attitudes
and expectations. However, what became Increasingly clear was that

sexual harassment, when described in terms of specific Incidents and



Sexual Harassment Workshop
2
unwanted attention, was evident In all areas of our society. Even the
Federal Government, long thought to be a bastion of antidiscriminatory
behavior, was not immune. Surveys conducted In three Federal agencies
(Largen, 1979) and at the Depariment of Housing and Urban Development
(Ripkis, 1979) clearly showed the existence of sexual harassment. The
most extensive study was conducted by the Federal Government's Merit
Systems Protection Board (MSPB). |t was completed In 1981 (MSPB, 1981)
and served to underscore the statement of policy issued by the Office
of Personnel Management (OPM) in 1979 (OPM, 1979) that sexual harass-
ment (which was defined as "del Iberate or repeated unsol icited verbal
comments, gestures and physical contact of a sexual nature which are
unwelcome"), was discrimination and must be el iminated from the Federal
workplace.
In November 1980, the Equal Employment Opportunities Commission

(EEOC) published Guidelines on Discrimination Because of Sex (EEOC,

1980), which specified the conditions under which sexual advances are
unlawful as follows: The sexual advances, whether verbal or physical,
are unlawful when submission to them contstitues a term or condition
of the Individual's employment; when submission to or rejection of them
is used as a basls for employment decisions affecting the Individual;
when such conduct creates an Intimidating, hostile or offensive working
environment. [t further stated that “prevention is the best tool for
the el imination of sexual harassment. An employer should take all steps
necessary to prevent sexual harassment from occurring such as . .« .
developing methods to sensitize all concerned" (p. 2f). Legal action

by victims of sexual harassment was now a definite possibllity. Within
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the year, fraining materials were made available to Federal agencies

through OPM, a number of programs were developed by individual Federal

agencies and commercial packages began to appear on the market. Fearing

a proliferation of discrimination lawsults, private Industry began to

consider the cost effectiveness of famillarlzing its managers and super=

visors with the letter, if not the spirit, of the law. They began to
look into workshops and films being offered.

The Role of Training Workshops

A review conducted by this researcher (Goldfarb, 1981) of workshops
currently in use reveals that they are designed to (a) fulfill the letter
of the law as outlined by the EEOC Guidel ines and thereby avoid suit,
(b) provide information about the nature and extent of sexual harassment,
the legal background, the responsibil ities of management and the economic,
emotional and physical consequences to the victim, the harasser and the
organization, (c) train employees, managers, supervisors and counselors
in methods of intervention (after the fact), and (d) provide participants
with strategies for self-defense or intervention as the case demands.
In addition, the more extensive workshops included: (a) consciousness
raising techniques with the goal of sensitizing people to the problems
assoclated with sexual harassment, (b) attempts at influencing attifudes
which are associated with changed behavior, and (c) opportunities for
participants to practice (via role playing, etc.), interventions or self-
defense techniques.

Al though these programs are designed to bring about change of one
kind or another, there are no measures in use (other than the SRA "Survey

of Interpersonal Values" used by the Department of the Navy, and the
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pre and post semi-structured interview process employed by Marz Assoclaes
(Marz, 1981) to indicate whether any changes (behaviorial, attitudinal,
or environmental) have actually taken place as a result of Intervention.
The question, "Can training bring about changes in deal ing with sexual

harassment? remains unanswered and unexplored.

Changling Behavior

Social Learning Theory

Albert Bandura (1977) proposes that human behavior is the result
of a continuous reciprocal interaction of personal and environmental
factors. These behaviors are learned within the soclal environment not
only through performance, but through observation and instruction. This
process, which he calls "model Ing," requires not only seeing, but Inter=-
preting events In |ight of past experience, a feeling of self-efficacy,
and anticipated effectiveness. These concepts were used In developing
the training workshop employed in this study.

Jul Tan Rotter (1966) suggests that the individual's approach to the
world [s governed by the anticipation of reinforcement (anticipated effec—
tiveness) which he refers to as "local of control." The Individual who
predicts that his/her efforts wlll generally determine the outcome of
events exhibits an Internal local fo control. Conversely, where fate
or chance are seen as determinants of events, the Individual Is sald to
exhibit an external local of control. According to Seligman (1968),
some people come to see events as uncontrollable regardless of their
efforts, and experience an overwhelming feeling of power|essness which

he refers to as "learned helplessness." Seligman belleves that such
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people have given up frying to make changes in their condition. Fred
Rothbaum (1982) disagrees. He maintains that the drive to control Is
so strong in human beings that 1t is almost never extinguished. What
happens is that people abandon one form of control in favor of another.
Where the individual feels that he/she can no longer determine the course
of events through his/her efforts (i.e., through behaviors of primary
control), the attempt is made to adapt, to flow with the current as It
were, thus maintaining a sense of control by aligning vicariously with
more powerful others, by reinterpreting events so as to make sense out
of them or by assuming a stance that will lessen the | ikel ihood of future
disappointment. These behaviors are cal|ed behaviors of secondary control.
What Sel igman sees as sel f-abdication, Rothbaum sees as sel f-preservation.

It 1s general |y assumed that behaviors of primary control are selected
by internals (who see personal effort as determining outcomes) and that
behaviors of secondary control are chosen by externals.

Rothbaum (1982) recognizes that these concepts are yet untested
and remain in the realm of theory. This study undertakes to draw some
tentative conclusions about the choice of behaviors (elther primary or
secondary) of individuals experiencing sexual harassment.

I+ 1s general ly bel leved that the Implementation of programs designed
to combat sexual harassment will result in a decrease in the practice
and experience of sexual harassment. Twenty-nine such programs have

been reviewed by the author (Goldfarb, cited in Cente~ <~ “amen's Policy

Studies, 1981). While these training programs are designed to reduce
stress and improve the work environment by providing employees with skill
for self-defense (familiarity with the law and coping skills), only Two

have made provision for evaluating the outcome of the intervention and
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none have reported their results. The purpose of the proposed study is
to examine the effects of one such training program and to determine
whether trainees (who are victims of sexual harassment) come to exper-
fence a greater anticipations of effectiveness (i.e., change in locus
of control) as a result of learning new coping behaviors, what kinds of
behaviors they select (behaviors of primary or secondary control), whe-
ther they impiement these behaviors, how effective they perc ive these
behaviors to be and whether there is a decrease in levels of stress re-
ported. The underlying assumption is that anticipated effectivenss (l.e.,
anticipated reinforcement) precedes and determines observable behavior
[Rotter, 1966]). The implementation of the behavior and the perception
of its effectiveness are bel ieved to complete the circular pattern which

govern the repetition of that behavior in the future (Phares, 1976).

Statement of the Problem

The present study deals with the effects of a sexual harassment
workshop on victims' anticipations, perceptions, and behavior. The prob-
lem Investigated Is how locus of control relates to behavior In the
experience of sexual harassment. The dynamics of the responses to such
harassment (the manner inwhich people seek to defend themselves by select-
ing behaviors of primary or secondary control), the effects of training
onalteringthe Individual's locus of control (the anticipated effectiveness
of new behaviors), the responses of tralinees to ongoing (after training)
sexual harassment and the perceived effectiveness of these responses are
explored. The manner of Intervention selected was a training workshop,
since it was assumed that victims' responses were based on an inadequate

repetoire of behavioral skills, The workshop provided a protected environ=
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ment in which to safely model and attempt the implementation of such

skills.

Hypotheses

The research question asked In this study Is: Does ftraining
influence the ability of victims to cope successfully with sexual

harassment and iIs that ability related to locus of control?

~ R W T PO B R

Bothersome vs. sexually harassing behaviors.

Ho. 1: There will be no difference among subjects in their concept of
which behaviors they consider bothersome, as opposed to sexually
harassing, over a one-month period comparing individual subjects.

Incidence:

Number of Iincidents experienced.

Ho. 2: There will be no difference In the number of incidents of sexual
harassment experienced by subjects one month following training.

Ho. 3: There will be no difference in the total number of incidents
of sexual harassment reported to others by subjects over a
one-month period following training.

Locus of Control:

Locus of control: Report of incidents to others.

Ho. 4: There will be no difference in the number of incidents of sexual
harassment reported directly to others by subjects identified
as externals as compared with those identified as Internals

(using the Rotter I-E Scale) prior to and over a one-month period

following training.
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Locus of control and behaviors of control.

There will be no difference in the behaviors of primary or secon-
dary control of subjects identified as internals compared with
those identified as externals prior to and over a one-month
period following training. Skills that will be examined will

be denial, submission, avoidance, threatening and direct action.

Locus of ~ont~--*' —=° *=='-"==" '~~~ “late effect~ -f *--'7°
There will be no change in locus of control (as reflected by

the anticipated effectiveness of new behaviors) of participants
immediately following training.

Changes in locus of control.

There will be no change in locus of control of subjects over a
one-month period as measured by the Rotter I-E Scale administered

to participants prior to and one month following training.

8
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Chapter 2: Review of the Literature

The scope of this review of the |iterature covers ai| reported
research where sexual harassment has been an issue in employment. The
presentation will be organized in the following categories: (a) history
of sexual harassment, (b) surveys and questionnaires, (c) definitions
of sexual harassment, (d) the Civil Rights Act of 1964 and its aftermath,
(e) training in industry, (f) locus of control, and (g) the change
process.

History of Sexual Harassment

The Nature of the Problem

The history of men and women in the workforce is as old as the
history of humankind upon the Earth. Our earliest records show a
division of labor based upon physiology and social necessity. Men, who
were the stronger sex, devoted themselves to hunting and providing the
basic commodities of food, clothing and shelter. Women cared for the
young and attended to those tasks associated with child rearing and
caring for the men and the aged. Later, as agrarian society began to
emerge, women took their places in the fields and on farms, helping
with the production and processing of food. A symbiotic relationship
existed between the sexes in which the tasks of survival and procreation
dove-talled and meshed.

Th~ 104k Century

There is no clear record of how the altered relationship between
the sexes gave rise to the practice of sexual harassment. What
information we have is laboriously pleced together from |etters,

conversations, Interviews, women's writings and newspaper articies.
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What becomes clear from reading these records is that the advent of the
Industrial Revolution and the rise of cities changed the social and
economic framework of people's relationships. When money rather than
barter became the means by which goods and services were exchanged, the
relationships between men and women were irrevocably altered. The
growth of factories drew men away from the farms and into the mills to
supplement their Tncomes. By 1825 barter had all but disappeared and
was replaced with "fixed prices" necessitating cash +transactions.
industry grew, farms grew smaller and roles changed. As a result of
the decline of the farm, women became financially dependent upon men
and, reinforced by the double standard of sex relations of the Victorian
era, came to be seen as "weak, passive, emotional, subordinate, dependent
and altruistic" (Meyer, 1981, p. 52). Those women who were drawn into
the mil|s were for the greater part poor, unmarried, widowed or divorced
and, consequently, unprotected. "Much male public opinion didn't
distinguish between women, prostitutes, the destitute and the criminal
classes in the industrial stages of the economy" (Bulzarlk, 1978, p. 4).
The analogy between the prostitute and the paid woman worker made them
falr game for the unscrupulous. Thoughtful observers of the time
recognized that "low wages and poor working conditions in factories
might make . . . the better paying job of prostitute too much for some
working girls to resist (or a logical cholce from an economic polnt of
view)" (Bulzarik, 1978). The situation for the working woman was a
double edged sword, as Ellsha Bartiett made clear in 1841. In his
article on conditions in the Lowell Mills, Bartlett declared: "It Is

only by maintaining an unsullied and unimpeachable character that a
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girt can retain her situation In the mill and when dismissed for any
impropriety from one establ ishment, there Is no possibility of her
getting a ptace in any of the others. . . ." (Bartlett, cited in Farley,
1978, p. 57). It should be pointed out that when Frances Cabot Lowell
started a textile miil iIn Fitchburg, Massachusetts In 1821, he organized
[Iving conditions that resembled supervised boarding houses for the
young single wo | he hired (Nieva & Gutek, 1981), thus providing a
more sheltered environment than generally existed elsewhere. In 1836,
the company went so far as to state that i+ would fire anyone "wanting
in proper respect to the females employed by the company" (Sumner, cited
in Farley, 1978, p. 58). The Lowell Female Relations Assoclation
publ ished a magaz ine which reported on conditions el sewhere corroborating
Bartlett's findings and describing an early court case where a woman
who was fired brought suit againt her employer for slandering her and
preventing her obtaining employment anywhere else. After three trials
the court turned against the woman. The magazine condemned the court's
action as an "Infamous conspiracy of the agents of this place to |ibel
the characters of all who are turned out of their employment or leave
irregularly . . . that they may deprive them of work . . . and drive
+hem out of the city" (Farley, 1978, p. 57). Thus, sexual harassment
placed women In mortal danger: to refuse Invariably resulted 1In
retal iatlon and the very real |ikellhood of dismissal; to accept was
sure damnation since marriage or future employment would then be out of
the question. The remaining option was prostitution and the resul tant
venereal diseases which regulariy killed these women within two to three

years (Farley, 1978).
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The fof of the household worker was even worse than That of the
factory workers. Accounts by Louisa May Alcott, In 1874 (cited in
Bulzarik, 1978), and Helen Campbell, a journalist in 1887 (cited In
Bulzarik, 1978), described the powerlessness experienced by women who
had been assaulted by their employers or others in the homes in which
they worked. To complaln was to be fired as having provoked the attack.
(Even today we are told by such prominent figures as Phyliis Schlafly
that such things do not happen to virtuous women.)

Conditions did not Improve with the sudden Influx of large groups
of Immigrants In the late 19th century. It resulted in a kind of
depersonal ization of all workers (both men and women) since |{abor
became plentiful and, consequently, very cheap. Working conditions
deteriorated, threatening women's status and security and funneling
them Into the financially dead-ended "women's jobs" such as clerical,
day-work and factory work. The fields of nursing and teaching had come
to be accepted as appropriate for unmarried women, since they were
perceived as having womanly functions (Nleva and Gutek, 1981). But while
working conditions were better than the factories, salaries remained
inadequate.

[T cannot be assumed that the r >n such conditions persisted was
that no one knew about them. In 1905, Upton Sinclair's expose, "The
Jungle, " graphical |y described the sexual abuse of alL Ithuanian immigrant

woman at her job (Sinclair, 1905). Articles appeared in Life and Labor,

the publication of the National Woman's Trade Union League in 1911, in

Harper's Bazaar in 1908, and In the report of the New York State Factory

Investigating Commission 1In 1913 (Bulzarik, 1978). Such reports
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indicated that the practice of sexual harassment extended into a wide
range of occupations and that "women were propositioned, promised money,
Jobs and automobiles (1) and then threatened with loss of Jobs and
blackl isting" (Bulzarik, 1978, p. 6). Harassment crossed ethnic |ines
and age lines, suggesting that "most women were harassed, not any
particular type of woman" (Bulzarik, 1981, p. 6). But, ". . . sexual
sub” ts are ¢ e |y sensitive and considered private; women feel
embarrassed, demeaned and intimidated by these incidents. . . . This is
not the sort of experience one discusses readily. . . ." The result
was that "sexual harassment was |iteraliy unspeakable which made a
general ized, shared and soclal definition of it Inaccessible" (MacKinnon,
1979, p. 27).
The Unions
Despite the utopian concepts underiying the rise of labor unions
during the 19th century, women were actively discouraged from
participating in the movement. Male workers, confronted with a system
that promoted competition among workers, found women a threat to their
jobs. Men wanted to assure that women would continue to perform the
appropriate tasks at home.
Needless to say, male unions were successful in creating
the widespread idea that women belonged at home and men's
wages therefore should be Increased since they should be
pald on a family basis. Because men never were able to
force women out of the |abor market entirely . . . union
pol Icy eventual |y adapted by evolving a strategy of confining

women to women's Jobs. This was accomplished by denylng
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them training . . . and consequently Justifled women's |ower

wages. . . . (Farley, 1978, p. 51).

Thus, women found themselves In the unenviable position of being
under attack by both employee and employer. Brodsky's study of workers
shows that even today employers tend to lay off those who are victimized.

Employers want peace. They do not want workers who

disturb the ftfranquility of the organization in any way,

not even as a result of bad luck. Employers whose

workers are raped would |Tke to have the victim disappear

and not disturb the smooth functioning of the organization

(Brodsky, 1976, p. 48).

While the employer's response to compialnts may have been to fire
the victim, harassment by co-workers was frequently the cause of her
resigning. Having Internalized the socially conditioned guilt of being
responsible for controlling male behavior, the female victim was
defenseless against her co-workers as well.

The union's position was conflicted. Samuel Gompers and the AFL
held that workers' sol Idarity was threatened by Ignoring women. Yet, In
practice, they did Ignore women workers, denied women |ocal charters
and sought to exclude women from women's locals. In 1912, Pauline
Newman, an organizer of the International Ladles Garment Workers' Union
(ILGWU) 1n Cleveland, recognized the existence of sexual harassment In
the factories and tried to solve the problem outside the union's
grievance structure. She belleved that these conditions could be done
away with by educating the girls, instead of attacking the company

(Bulzarilk, 1978). In the end, women organizers were caught In a
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tug-of-war between priorities. Like so many of her contemporaries,

Newman felt that it was bad strategy to raise Issues of moral ity when

they threatened to interfere with negotiations over wages and hours
(Farley, 1978).

There were times when the unions did provide protection for women
but they also proved to be places where women experienced additional
sexual harassment. "This Is one reason why women turned from strategies
of group action to protective legislation to protect their Interests at
work" (Bulzarik, 1978, p. 14).

Early Legislation

The Initial move for protective legislation came before the Civlil
War. However, these |laws were overturned and a second wave of agltation
for laws to protect women began In the 1870s. Not until the Muller v.
Oregon decision of 1908 though, was +the principal of legislative
| imitation of women's working hours upheld by +the Supreme Court
(Bulzarlk, 1978). But since no similar |Imitations were placed on men's
hours, the result was to malintain women at a financlal disadvantage.

The 20+h Century

The coming of World War | altered the composition of the national
workforce. Women assumed Jobs usually relegated to men as the men went
off to serve In the Army. There was hope that women would now be
viewed more as colleagues than as Intruders because of the Importance
of the service rendered. Neverthless, the end of the war and the
return of the men forced women out of skilled jobs once again and back
Into the home or Into "women's jobs,"™ which now Included nursing and

school teaching.
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World War |l saw a resurgence of women into male-dominated fields
and thelr retfreat once again to hearth and home after the conflict.
But women were becoming more educated and, by the 1950s, were entering
the job market in greater numbers. Traditional roles were being changed
by education and technology. The new generation was seeking Improved
living conditions, greater personal opportunities and a new look at
traditionally feminine roles. Bounding inflation forced women into the
|abor market and many found that holding two jobs (homemaker and employee)
was an economic necessity rather than simply a source of extra income.

Smith (1979) points out that:

. . since 1947 when statistlics began to be collected on

a regular basls, the participation rate of women [in the

workforce] Increased in all but 4 years, but never by more

than 1.5 percentage points In one year (p. 2).

Myths about working women, long used to deny women access to the
marketplace were being actively challenged. An Increasing number of
women were either heads of famiiies, the sole support of the family, or
the source of Iincome which raised the family above the poverty level.
By 1982, nearly 62% of all women 18-64 years of age (U.S. Department
of Labor, 1982) and 55% of married women were working (Smith, 1979).
Their attendance records compared favorably with those of their male
col leagues. Their presence in the labor market did not deny men jJobs,
especially since most women continued to occupy |ow-paying dead-ended
jobs not normally sought by men.

As women became more involved in the |abor market, they also

became more vocal. Social problems long Ignored began to be examined
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experienced at least one instance of harassment, either by their super-
visors at work, by co-workers or by clients or customers. Over 90% saw
such harassment as a serious problem.

1976

When Redbook pubiished a questionnaire, 9,000 women nationwlide
responded (Safran, 1976). Eighty-eight percent said they had experi-
enced one or more forms of harassment, ranging from leering to overt
requests for sexual favors, and 92% considered I+ a serious problem.
Many included detailed Information about the pressures to comply and
what happened when they did not (and sometimes when they did comply).
This early survey provided the situation with a name and first brought
the problem of sexual harassment to national attention.

1977

fn an unpubl ished paper, Sandra Carey of the University of Texas
sought to determine the presence, extent and handiing of sexual
harassment among working women In San Antonio, Texas. Al| 401 women
interviewed had experienced sexual harassment and considered it a serious
problem (Carey, cited in Merit Systems Protection Board, 1981).

At the United Nations Secretariat, the Ad Hoc Group on Equal Rights
for Women distributed a questionnaire which included a question about
sexual pressures, Of 875 respondents (73% of whom wei women), 300
reported that they had personally experienced "sexual pressures." The
questionnaire was confliscated before the responses could be analyzed
(Kelber, 1977).

1978
A much smaller, Informal survey by Lang (1978, quoted In MSPB,

1980, p. 4) explored the Incidence of sexual harassment of women in the
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Federal Government and private Industry, the forms this harassment took
and the effect [t had on the careers and personal |ives of the
recipients. The results are based on the 20 questionnaires returned
of the 100 that were distributed. Responses from women who worked In
companies that discouraged sexual harassment Indicated that they had
the least probiem dealing with such behavior. She concluded that
effective management was the best way to contain sexual harassment.

A survey by Wright (1978) of 1,000 greater Cleveland beginning and
entry-level workers revealed that 57% of the females and 25% of the
males questioned had experienced sexual harassment and that i+ occurred
as often as three or more times per week. Of those, 44% of the females
and 319 of the males found it necessary to tolerate the advances in
order to hold thelr jobs. Wrlight declared that sexual harassment was a
situation of power over a subordinate . . . negatively affecting work
productivity, decreasing efficliency, creating feelings of humiliation
and hostil ity (Wright, 1978).

Working Women's Institute, In reviewing the findings of a 1977
survey of local civlil rights enforcement agencies throughout the country,
found that only 15 of 74 agencies that responded could provide actual
or estimated figures of the number of complaints recelved between 1974
and 1977. Another 41 had recelved complaints, but no statistics were
avallable.

A study of women In blue collar occupations (Walshok, 1978) IInked
the presence or absence of sexual harassment on the Jjob to speciflic
characteristics of the workplace and the worker. In addition, the data

suggested that what some women define as harassment, others describe as
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desirable attention and still others perceive Indifferently. While
sexual harassment tended to be a problem at the point of entry, i+ did
not persist Indefinitely. These findings were similar to those of the
U.S. Department of Labor (1978).
1979
Incidence and Impact of sexual harassment in three Federal Government
« »rartments was the topic of a survey by New Responses, Inc. (Largen,
1979) at workshops conducted In each agency. One hundred ninety-eight
(98% female) of 250 employees particpating in the workshops reported
their experiences. Forty percent reported having been harassed, Including
22% who said harassment occurred once a week and even more frequently.
Fifty of the 400 randomly selected students in thelr senior year
responded to questionnaires at the University of California (Benson &
Thomson, 1979, cited in D.C. Commission for Women, 1980). The researchers
identified two forms of sexual harassment on campus: unwanted attention
from an Instructor upon whom the victim was not heavily dependent and
whom she could, consequently, avold, and attentions from an instructor
with whom there was a prior and ongoing relationship. In the |atter
case, the victim suffered from loss of confidence in the teaching
profession and loss of trust in male Instructors, in general.
The report on a 1978 survey of 399 residents of the San Francisco
Bay area explored the incidence rate of, and the reactions to, five
soclal-sexual behaviors (Gutek, Nakamura, Gahart, Handschumacher & Russel,
1980). This Is one of the few randomized studies that has been conducted
(see also, Benson & Thomson, 1979, cited in D.C, Commission for Women,

1980; Gutek, 1981; Kraus, 1980; and Merit Systems Protection Board,
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1981) with subjects chosen via random digit dialing. Over 50% of both

men and women reported some type of soclal-sexual behavior that they

considered sexual harassment. Differences existed In the experiences

and perception of men and women as to what consituted welcome and what
constituted unwelcome behaviors.

The first survey to focus attention on harassment in the Federal

Government appeared in Impact Journal in July of 1979 (Ripskis, 1979).

Readers who were employees of the U.S. Department of Housing and Urban
Development (HUD) were asked to fill out and return the questionnaire.
Al though only 63 positive responses were recieved, the survey did Indicate
that the problem existed at HUD and that 90% of those who rejected
advances reported work-related consequences.

A random sample of 460 men and women students at the University of
Maryland was asked about sex bias on campus (Freimuth and Gronsky, cited
in D.C. Commission for Women, 1980). Both men and women were concerned
with sexual harassment (grades or privileges belng contingent upon sexual
favors).

Working Women's Institute (WWi, 1979) sent a questionnalre to 92
women who had previously contacted that organization concerning their
experliences. This survey provided Information about the characteristics
of the harasser, the response and the effect of the victim's responses,
and the economic, psychological and physical Impact of the harassment.

The Sangamon State University study of female employees In 51
Il1inols State departments (Sangamon State University, 1979) focused on

Incidence rates and the consequences to victims.
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Birg's study of 197 females in the Austin area of Chicago (Birg,
1979) focused on response patterns of working class women ages 20 to 50
in relatlon to educatlion, age, marital status, as well as male or female
supervisors and the proportion of female co-workers. She suggested
that women with lower status would behave in a more passlive manner and
that women In higher status positions would maintain higher feelings of
personal efflicacy and engage In moderate or actlve resistance to sexual
harassment.

1980

The D.C. Commission for Women (1980) prepared a survey for use by
the Government of the District of Columbla. [+ was never used because
funds ran out, but it was distributed nationally to other Commissions
for Women. No records are available concerning the eventual use of
these questionnaires by the reciplents.

Telephone surveys of 77 randomly selected full time university
students at East Carolina University (Kraus, 1980) revealed that 10%
had experienced some form of sexual harassment on campus and that they
had suffered negative emotional consequences, as well as academic
sanctions. These findings confirm those of Benson and Thomson (1979)
and Freimuth and Gronsky (cited in D.C. Commission for Women, 1980).
1981

The largest study to date was conducted by the Merit Systems
Protection Board (MSPB, 1981). This survey of a stratified random sample
(23,000) of the 1,862,000 Federal employees over the two-year period of
May 1978 to May 1980 found that 42% of the female population of 694,000

and 15% of the male population of 1,168,000 had experienced some form of
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sexual harassment. The report found that such harassment was repeated,
and of reiatively long duration, but most workers felt it was no worse
than the situation that existed in private industry. Victims tended to
be women and men of various backgrounds, positions and locations, but
certain groups (such as young frainees) were somewhat more |ikely fto be
harassed than others. Cost to the employer was examined for the first
time in this study. The estimated minimum loss of $189 milllion was
attributed to job turnover, medical Iinsurance, sick leave and reduced
efficiency and productivity.
tn analyzing the results of the 1978 telephone survey, Gutek and
Nakamura (1979) state that the organizational ambiance or general
atmosphere at work can affect the way people behave. "A management
pol icy that forbids sexual harassment and that is enforced at all levels
of the organization is |lkely to minimize sexual harassment" (Gutek,
1981, p. 13). The results seemed to indicate that:
. « . men and women each thought the opposite sex has the
same ability to control the situation . . . [desplfe]
tremendous sex differences in organizational positions,
authority and power. |[n reality . . . women are |ikely fo
have less control over their behavior at work than men. But
men seem to overestimate the control women have and women
underestimate the control men have (Gutek, 1981, p. 16).

A joint survey by Redbook Magazine and The Har=-- 2-siness Rev iew

examined attitudes of 2,000 business executives towards sexual harassment
and concluded that "some see It . . . some won't" (Collins & Blodgett,

Men and women differed In their definitions of the probiem, but agreed
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that it occurred. Two-thirds of the men and three-quarters of the women
do not bel ieve that woman can avoid being a target of unwanted approaches
If she dresses "properiy."” But two-thirds of the men, as compared with
fewer +than one-third of the women, sald that the amount of sexual
harassment has been greatly exaggerated. Top management was found to be
Isolated from such Incidents with lower-level managers most aware. Fey
firms had policies to deal with it, but accepted the EEOC Guide| ines

(which will be discussed in a later chapter) as reasonable ang not

difficult to follow.

Conclusions
The twenty-one studies described are, for the most part, cohcerned

with establishing Incidence rates of sexual harassment and examining

the manner in which victims responded. These studies have clearly

demonstrated the difflculties involved in reaching an agreement on the

exact meaning of the term, Several researchers (Birg, 1979; Collins et

al., 1981; Lang, 1978; Merit Systems Protection Board, 198t; Walshok,

1978; and Wright, 1977) have investigated possible causes and have

concluded +that where management Is actively involved In enforcing

incidents of sexual harassment are

establ ished company policy,
Only the Merit Systems Protection Board (1981)

noticeably reduced.
losses that stem from sexual harassment. This

examines the financial

may be a compelling factor for ail employers.
That sexual harassment Is @ pervasive probiem is the workplace can

Nevertheless, positive steps In the direction of

NO longer be denied.

n coming. This Is due, in part, fo the

its el Imination have been siow I
difflculties Involved In accurately defining what sexual harassment s,
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Defining Sexual Harassment

The surveys described above attempted to quantify one or more of

the following elements: +the meaning of the behavior to the reciplent,

the response to It, and the assoclation of the behavior with the work

setting. It was with this in mind that various definitions were developed

for the questionnalres. Other definitions evolved as the findings were

assembled. I+ became clear that a concensus of oplinion did not exist

and that there were various opinlons not only between sexes, but among

races and groups. In many cases, differences of oplnion stemmed from

basic phliosophical differences. Some viewed sexual harassment as an

abuse of power (Backhouse & Cohen, 1978); Martin, 1981; White, 1¢,,),

Others sald i1+ was an Innate social problem arising from Improper

soclal ization of the indlvidual (Goodman, 1978). Farley (1978), Hooven

and McDonald (1978) and Macklinnon (1979) declared that It was a matter

of sexual Inequality and female powerlessness growing out of the economic

system. Bulzarlk (1978) and Chapman and Gates (1978) viewed It as a

form of aggression. At the other exfreme, Berns (1980) sald I+ was an

expression of personal attractlion and Schafly observed that i1+ was a

feminist invention (Rich, 1981).
Most definltlons dld have the followling

harassment Is behavior that Is "(a) unwanted (b) sexual In nature, [by

In common: Sexual

maklng] the victim's sex sal lent over her occupational atus and (¢)

Implicitly or explicitly experlenced as a threat to the [lndlvlduallsj
Job or abllity to perform . . . work tasks" (Mart+in, 1981, p. 20).

These factors were eventually Included In the definition set forth In
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the EEOC Guidel ines of November 1980. The Guidel Ines declare unwelcome

sexual advances, whether verbal or physical in nature, fto be unlawful
when:

- submission to such conduct Is made, either explicitly or
Impl icitly, a tferm or condition of the Individual's
employment.

- submission to, or rejection of, such conduct by an
Individual is used as a basis for employment decisions
affecting such individual.

- such conduct has the purpose, or effect, of unreasonably
interfering with an Individual's work performance or
creating an intimidating, hostile or offensive working
env ironment (EEOC, 1980).

Although the guidel ines are not binding upon the courts, they have
come to be accepted as a reasonable framework for establishing a company
pol icy to deter sexual harassment,

We will now turn to an examination of the manner in which the |aw
has come to deal with the problem.

The Civil Rights Act of 1964 and |ts Aftermath

The Civil Rights Act of 1964 has come to be regarded as the legal
basis for suits on the grounds of sexual harassment. Initially, this
act had nothing to do with sexual harassment. I+ was designed to
combat discrimination, Title VII, originally drafted to protect
employees subject to job actions based on race, religion and national
origin, came to include "sex" almost as an afterthought when a

Congressman suggested, somewhat facetiously, that the law should be
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more Incluslve of various groups In the population, The consequences

of that inclusion have been far reaching.

The Equal Employment Opportunity Commission (EEOC)

in order to investigate and resolve discrimination complaints
pursuant to Title VII, The Civil Rights Act mandated the establ ishment
of the Equal Employment Opportunity Commission (EEOC). As part of its
functions the EEOC: (a) provides |eadership and guidance in the processing
of individual and class complaints of employment discrimination by
federal agencies and private employers (with more than fifteen employees),
(b) Is responsible for processing discrimination appeals from final
agency decisions, and (c) may seek court Injunction (but has no
enforcement authority).

In 1979, as part of an Investigation conducted by the Subcommittee
on lInvestigations of the Committee on Post Office and Civil Service of
the House of Representatives, Chairman James M. Hanley requested that
the EEOC issue a set of guidelines defining sexual harassment as
prohibited under Title VII. These guidelines were issued on November
10, 1980, and have served as a guide for employers in understanding and
complying with the law. (For complete text, see Appendix A.) While
these guidel ines may be considered by the courts, they do not overrule
inconsistent case law, nor are they necessarily binding on the courts.
R " try of (for more detalled account of each ¢ 3,

e "Re 1t Court Cases," App..dix B).
» vil Rights Act of 1964 Is the most comprehensive law ffe-.ing
discrimination ' | in the United States. TitleVIlI sp.. f.__.ly

prohibits discr...] ion Inhiringor firing; discrimination with respect
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to compensation terms, conditions or privileges of employment; |imiting,
segregating or classifyling employees or appl icants on the basis of race,
sex, color, national origin or religion. As a result of this law, a
number of women who felt they were victims of "sexual discrimination"
brought thelr grievances to the nation's courts. They clalmed that
"sexual harassment" by supervisors (both in Industry and in the Federal
Government) had resulted In thelr dismissal when they refused to acquliesce
to the sexual advances of thelr male supervisors. The early cases (Corne

v. Bausch and Lomb, 1975; Miller v. Bank of America, 1976; and Barnes

v. Train, 1974) were lost In the Initial round In court. It would be
several years before the courts would reassess the relationship between
sexual coercion and job security and, In some cases, designate sexual
harassment as sexual discrimination,

In 1977, the U.S. Court of Appeals reversed the iower court's ruling
In the Barnes case of 1974, and decided that because Barnes was a woman,
she was asked to acquiesce to her supervisor's sexual demands In order

to keep her Job (Barnes v. Costle, 1977). A |Ink was shown to exlIst

between sexual harassment and employment and the court concluded that
sexual harassment was a factor In Title Vil cases. The court also held
that the legal burden was the same for Federal and private employers.
Three Important Issues were addressed by the courts from 1972 to
1981: (a) tangible losses (of Jobs, salary, etc.), (b) non-tangible
losses (psychological and emotional damage to the work environment), and

(c) itabll ity of the employer for the conduct of supervisors and employees.

Tanglbie losses. In the Barnes case the victim's job was el Iminated

In retallation for her refusal of sexual advances, The Willlams v.
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as is Tomkins v. Public Service

Saxbe (1976) case Is very simllar,

Electric and Gas Co. (1977). In each of these cases, a tangibe

employment |loss was associated with the refusal of a female employee to

engage In sexual relations with a male supervisor. Subsequent cases

defined such tangible losses or adverse personnel actions as

discriminatory because they established unlawful "terms, conditions or

privileges of employment" (Willla~~ v. Clv!'=*++], 1980),

Non-tangible losses. The question of non-tangible |osses was

Jackson (1981). Here the U.S. Court of Appeal s

addressed in Bundy v.

reversed the District Court decision of 1979, which had included in I+s

opinion the finding that:
. « . the making of Improper sexual advances fo emp]oyees

[was] standard operating procedure [In the pol ice department
of Washington, D.C.], a fact of Ilfe, a normal condition
of employment [and did not violate Title VII] with respect

to terms, condltions and privileges of employment (Bundy

v. Jackson, 1979).
The Issue presented In Bundy was whether the nature of the sexual
harassment alleged amounted to a "term or condition of emp|oyment, "
The court held that fo prove a case of sexual harassment under Title
i+ |s not necessary to establish a specific denlal or [oss of

Vil,
empl oyment and that nconditions of employment” Included the psychologlcal

and emotional work environment (Bundy v. Jackson, 1981),

Liabll ity of the empioyer. A particularly complicated and extremely

Important issue In cases alleging sexual harassment [s the question of

the |iabiilty of the empioyer for the conduct of supervlisors and
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employees. Cases have cons|dered whether requiring employees to submi+t

to sexual harassment was a pollcy of the employer (Corne v. Bausch angd

Lomb, 1975), whether the employer knew, or should have known, of the

conduct (Tomkins v. Public Service Electric and Gas Co, 1977) and whether

the employer had a pol Icy against such conduct, and the plaintiff failed
to use appropriate grievance procedures to inform the employer (Mi||er

feotoooot 1976).

L

The Superlor Court, [n reversing the 1976 MIller decision, ruled
that the empioyer was responsible "where the actlon compialned of was
that of a supervisor, authorized fo hire, fire, discipline or promote .

. even though what the supervisor Is said to have done viojated

company pol icy" (Miller v. Bank of America, 1979).

Sur=ry
The law Is clearly in its Infant stages regarding the Issue of

sexual harassment and no case on this issue has yet reached the Supreme
However, It Is becoming increasingly well established, as lower

Court.
court rul ings are belng overturned, that sexual harassment s a form of

sex discrimination and is Illegal.

The body of law that has deveioped thus far requires that tn order
to show a violation of Title VII, a plaintiff must establish that: (a)
submission to sexual advances of a superior was a term or condition of
employment, and (b) employees of the opposite sex were not affected In
the same way as the plalntiff by the employer's action so that
discrimination was an Issue. The Bundy rul Ing (1981) clearly states that
sexua| harassment in_ltself Is sufficlent evidence of discrimination,

regardiess of the effect on the employment of +the victim.
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Thus, current case law firmly establ ishes that Title VII covers
sexual harassment as a form of sex discrimination, when made a condition
of employment, though what constitutes a condition or term of employment
is still being construed. Employer |iability for discriminatory acts
of 1its supervisors has been generally established although there is
almost no case law deal ing with co-worker harassment.
Despite the progress that has been made, It should be noted that
"the remedy provided by Title VII reflects a social attitude that placed
value on Job security while ignoring the feelings of the harassed
person. . . . Title VII does not mention 'front pay' or damages for
humil iation and emotional suffering. . . ." (Whit+tenburg, 1981, p. 609)
and, depending upon the circumstances, it is quite possible that the
court might reinstate a person in the same job where the harassment was

initiated.

The Racine Conference: Training and Evaluation

In July of 1981, a conference of speclalists in the field of sexual
harassment was convened by the Center for Women's Policy Studies at the
Johnson Institute in Racine, Wisconsin. This was an attempt o bring
together those men and women throughout the country who had been active
in planning efforts to el iminate the problem. The suggestions that fol-
low are based on the recommendations of the conference (Goldfarb, 1981).
Definitions

n discussing the suggestions of the Racine Conference with regard
to training and the evaluation of training, the following definitions

will be employed:
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Devel~~*~g Workshops and Training for Change

Behavioral change. Participants at the conference agr 3:d that If

sexual | ient to "3 pi ited and el iminated, new behaviors must
be introduced. In the workplace, the __.efully designed workshop can
serve as a powerful educational tool, providing exposure to new inter-
personal process skills and an opportunity to begin to use them. Skills
for behavioral changed include: (a) coping skills for the victim: as-
sertion training In repulsing advances and practical techniques for
sel f-defense, (b) Interpersonal process skills, which examine appropriate
workplace Interactions and differentiate between assertive and aggressive
behaviors, (c) practical techniques for Intervening in problem situations
that will be useful to counselors, manager, supervisors (or anyone who
might be asked to intervene) and that will contribute to maximal effective-
ness while preserving the dignity of the participants, (d) familiarizing
all staff with grievance procedures and encouraging employees to use
them responsibly, and (e) encouraging the use of networks, co-workers
and peer groups to discourage sexual harassment.

Attitudinal change. The opinion that attitudes cannot clearly be

separated from behavior (Campbell, 1971) was expressed by many conference
representatives who also agreed that it Is possible to influence both
by altering either. A change in behavior that becomes a pattern results
in an altered point of view (Hand & Slocum, 1972). The workshop, then,
becomes a positive means of introducing new behaviors. |In designing a
workshop, one should keep in mind that positive attitudinal change will
be reflected in: (a) improved human relations as indicated by increased

positive communication, (b) Improved cross-cultural and cross-sexual
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Major Indicators of Success

Indicators of success may or may not lend themselves to quantifi-
cation. Such things as morale levels, while experienced, are difficult
to measure; whereas, attendance can be counted. A wide range of vary-
ing factors warrant examination. The following indicators of success
have been suggested by participants In the Racine Conference (Goldfarb,
1981):

1. Victims will acquire new and improved skills in handling
incidents of sexual harassment as a result of tralning.

2. The grievance procedure will be more clearly understood by
employees as evidenced by the Increase in cases received and processed
by grievance officlals.

3. Victims will come to report incidents sooner, as Indicated
by records of reports filed with appropriate officlals.

4, More women will be employed and remaln In non-traditional jobs.

5. There will be a decrease in absenteeism, accidents, sabotage

and turnover rates (Backhouse, 1981),

6. More women will be promoted to positions of greater responsi-
bility.
7. Employees will feel safer, more iImportant and recognized

for their efforts as measured by surveys and questionnaires.
8. Sexual harassment will decrease.
9. Productivity will increase.

The Role of Training in Eliminating Sexual Harassment

As we become more aware of the complexity of the problem, we must

address the questlion of who should be tralned, since the focus of frain-
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by counselors. Training geared to attitudinal changes stressing the
dignity of the individual and the right of every employee to a non-
threatening work environment which recognizes his/her contribution as a
worker, will contribute fo the growth of the organization. This requires

an ongoling process of education and evaluation.

The C ol = N ﬁJ...I_x

Origins of the Single-Case Study

The study of Individual subjects is not a new phenomenon in research,
but is rooted in early experimental psychology. The work of Wundt In
sensory and perceptual processes, of Ebblnghaus on human memory and of
Pavlov on response mechanisms was well known In the |ate 19th century.
Smal | sample research was the rule, rather than the exception In experimen—
tal psychology from 1900 through the 1930s. In clinical research, theories
of personal ity and psychopathology emerged from studies of single cases.
Freud's concepts of psychological processes, developmental stages and
symptom formation, as wel| as Watson's findings about fear and general z=
abil Ity of specific fears were developed from thelr clinical experlences
with individual patients. Indeed, Kraeplin developed his model for "dIs-
eases" used in psychiatric diagnosis by collecting thousands of case
studies of hospltal ized psychiatric patients and comparing them. Desplite
the fact that these case studies were uncontrolled, that experimental
conditions (I.e., the techniques of therapy employed) were not specified,
and the measures used to evaluate outcomes were not objJective (since
they were the opinions of therapists), the individual case study was
often the basis for drawing inferences about human behavior (Kazdin,

1982).
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A distinction must be made between the '"uncontrolled case study"

described above, which may be referred to as a "pre—experimental" (Kaz-

din, 1982) or "quasi-experimental" design (Campbel! and Stanley, 1966),

and the “single-case study," which requires repeated measures of the

indiviudal or small group of Individuals over time in a manner more

closely approximating "true experimental designs" (Campbell and Stan-
ley, 1966) usually applied to large groups.

Operant Conditioning and the Single-Case Study

The earliest single-case studies were designed by Skinner in 1904.
The goal of his research was to discover lawful behavioral processes of
the individual organism. His concepts of operant conditioning evolved
from his orderly observation of frequencies of behavior and changes In
that behavior based on changes in the environment. Using only a few
subjects at a time, he developed a system of recording behavior syste-
matically. In so doing he revealed behavior that might have gone
unnoticed had he employed statistical methods of averaging across groups

(Skinner, 1966).

In 1960, Sidman studied Intra-subject repiication using an mal
as its own co ol and aluati-- the effect of a given variable that
Is replicated over tir - more subjects. Het ~ed the out-

come before, during and after the presentation of the independent

variable,

From 1950 to 1960 the single-case design came to be Identified with
operant conditioning using animals as subjects. However, with the advent

of research to determine if operant conditioning could be extended to
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humans, single-case designs began to reach beyond the reaim of its ori-
gins in the laboratory into education, special education, psychiatric
hospitals, outpatient settings, child-rearing and crime. In short, the
study of alleviating specific probiems in human behavior was returned
to the clinician who worked with individuals under conditions where the
requirements that held for the comparison of large groups (i.e., rigorous
control with conditions that yielded statistically significant results)
could not be met. How then could the clinician best make use of the
techniques of research to explore what was of greatest concern to him/
her and to the patient: changes evident in the patient's dally life?
Single-case designs have evolved to meet just this need. Proponents of
these designs bel ieve that "experimentation at the level of individual
case studies may provide the greatest Insight for understanding thera=-
peutic change" (Kazdin, 1982).

Single-Case Designs

Single-case designs employe continuous assessment providing sev-
eral observations for one person, a few persons, or groups of persons
over time. Measures are administered on multiple occasions within separ-
ate phases. Contintuous assessment is used as a basis for drawing
Inferences about invervention effects. These effects are replicated
within the same subjects over time and subjects serve as their own con-
trols. However, there is no need to Isolate the single-case experimental
design from the between group design (most often used In research).
Group designs may also be carried out with close attention to individ=
ual change and repeated measures across time.

Minimal ly, three phases must be Included: baseline, intervention

and basel ine (ABA). WIith fewer than three phases, drawing conclusions
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about the causal realtlionship between the Intervention and behav lor |s

tenuous (Herson and Bariow, 1976). The effect of Intervention s clear

when systematic changes In behavior occur during each phase |n which

the Intervention Is presented or withdrawn,
The basel ine assessment serves a descriptive function, providing

Information about the extent of the client's problem. [t also serves

as the basls for predlcting whether the problem would have continued in
the absence of intervention by projecting a continuation of the base-
[Tne Into the future. This predictive function is essential for single-

Case experliementation because It serves as a criterion for evaluating

Whether [ntervention led to change. Ideally, baseline data will shoy

lttle variability or trend (elther to Improve or worsen), so that the

trend towards Improvement will be evident after Intervention. Ethica|

questions may be ralsed about refurning to baseline after Intervention,

since this Implles a worsening of the condition. One might ask If this

should pe part of the treatment since It means suspending skllis that
one would |ike to develop further In the behavior of the Indlvidual,

However, Kazdin (1982) polints out that It Is quite possible that be-

havior wil| not revert to basellne when Intervention Is removed ang,
Indeed, a reversal in some cases (such as attempts to eliminate I nap~-

propriate behavior) would be Indicative of fallure of the intervention.

Evajuating the Data
Herson and Barlow (1976) describe many variations of the basic ABA

design and stress the Importance of multiple measures In each phase in

order to pvoide sufficient data for drawing conclusions. These may be

measures of one behavior or a variety of behaviors, or they may con~

sist of a variety of measures related to a given behavior,
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Visual Inspection of the data, generally regarded as a relatively
unrefined and unsensitive criterion for observing change, may be used
In these cases because "only those interventions that produce marketed
effect will lead [to the agreement] that intervention produced a change"
(Kazdin, 1982, p. 231), Statistical evaluation can add to the evalua-
tion of single-case data in circumstances where the criteria for visual
Inspection are not met. This may occur when the conditions under which
the study is conducted do not permit the appropriate randomization or
observation of treatments due to problems of Inadequate time or staff-
ing. In the absence of large numbers of observations (a time series
requires 20 to 200 points within each phase), statistical signficiance
provides evidence that the change in behavior is reliable. Conversely,
the use of individual data to support statistical inference from group
differences improves the general izability of the data and makes I+ more
appl icable to the Individual client in the clinical setting. When In
the course of the treatment "one subject improves dramatically while the
other improves only marginally or perhaps deteriorates during treat-
ment, the investigator can immediately analyze, at least in a post-hoc
fashion, differences between these clients" (Barlow and Hersen, 1984, p.
64). It is the use of the appropriate design (of which ABA is only one
of many) that facilitates the discovery of intersubject variability.

I+ 1s generally concluded (Risley, 1970, cited in Kazdin, 1982;
Kazdin, 1982, Hersen and Barlow, 1976; Barlow and Hersen, 1984) that
while statistical and visual evaluation may indicate change, the signi-
ficance of that change must be Interpreted in |ight of the therapeutic

criterion of whether the Intervention makes a difference in the every=

day functioning of the client.
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The Role of the Counselor

The work of Hill, Carter and O'Farrell| (1983) examines the contri-
bution of the counselor to the therapeutic intervention. In using the
single-case design, Hill concludes that "by looking at all the objective
and subjective data, inferences could be drawn that would have been ob-
scured by analyzing group differences" (p. 17). She emphasizes the
importance of establishing a relationship between therapist and client
which creates a feeling of trust and safety. She also observes that
the greatest progress Is made when the counselor intervenes directly
with interpretations and confrontation. It is this process that is acti-
vated in the workshop where the group (under the direction of the
counselor) serves as the source of feedback. Hill's use of the single-
case study introduces the interactive component of the counseior-client
relatlionship and expands the scope of the usefulness of tThe single-case
design.

Conclusion

The strength of the single~case design Iies in the use of procedures
+hat are appropriate to studying the individual. The approach tends to
merge the role of scientist and practitioner because the data increases
the cliniclfan's understanding of the problem and the client benefits

from the treatment (Bariow, Hayes and Nelson, 1983).

Attribution Theory, Social Learning Theory, and Loci - -< ~~~*rol

Attribution Theory

The study of perceived causation is Identified by the term

"attribution theory," attribution referring to the percepfion, or
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inference, of cause. People generally interpret behavior in ferms of

its causes and these interpretations play an important role in deter-

mining reactions (or responses) to that behavior (Kelley & Michela,
1980, p. 458).

Early studies focused on two aspects of attribution: (a) cognitive
processes of assessment or manipulation of antecedents of attributions
(with little inter ;t in outcome) and, (b) interest in the consequences
of attributions (the outcome), which inciuded the cognitive aspects
(assessment or manipulation of attribution), as well as the measurement
of their effects on behavior, feelings and expectations. Both concep-
tual izations offer causal explanations of events that improve one's
understanding of the structure of the world and one's interactions with

that world.

Social Learning Theory

Social Learning Theory attempts to integrate the two psychological
concepts of reinforcement (stimulus-response) and cognition. Four classes
of variables are discussed: behaviors, expectancies, reinforcements,
and psychological situations., The underlying assumption about the
behavior is that "the potential for a behavior to occur in any specific
psychological situation is a function of: (a) the expectancy that the
behavior will lead to a particular reinforcement in that situation, and
(b) the value of that reinforcement." [Furthermore,] "expectancies In
each situation are determined not only by specific experiences in that
situation but also, to some varying extent, by experiences in ofher
situations that the individual perceives as similar" (Rotter, 1975,

p. 57). [t Is thisrecognition of similarities that allows the individual
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to general ize from one situation to another. According to Bandura (1977),
cognitive processes mediate change, but cognitive events are induced
and altered most readily by experience and mastery arising from effec-
tive performance. People learn from model ing others, but the cognitive
perception of appropriate behavior derives from observing the differen-
tial effects of their own actions In various settings. Reinforcement,
then, affects behavior l|argely by creating expectations that behaving
in a certain way will be beneficlial or will at least avoid future dif-
ficulties (Bandura, 1977, p. 193).

Locus of Control

in 1966, J. B. Rotter, drawing on Social Learning Theory of how
cholces are made by Individuals from the variety of potential behaviors
avallable to them, a process usually Involving ordering potential behav=
lors to determine the one most |lkely to occur, proposed that such
choices were entirely subjective and based on previous experience. He
observed that expectancies were prime determinants of behavior and that
expectancies for outcomes were learned and depended upon the degree of
past success or fallure (i.e., reinforcement). In other words, expec=
tancies were |earned attributions of reinforcement., Rotter maintalned
that there were two approaches to the attalnment of control of reinforce-
ment: Internal and external locus of control. Persons with an external
locus of control saw circumstances, chance and powerful others as con=
trolling outcomes. Those with an internal locus of control saw their
own ability and efforts as causal (i.e., controlling outcomes). Expec=
tancies were then shaped in |ight of anticipated reinforcement.

Rotter's theory of locus of control (1966) was followed in 1968

by Seligman, Maier and Geer, who proposed the concept of learned
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helplessness. They emphasized an apparent simllarity between learning

that outcomes are uncontrollable (l.e., not contingent upon abll ity and
effort) and Rotter's concept of external control, In which outcome was
sald to pe governed by uncontroliable forces of chance and clrcumstances
rather than by the responses of the Individual.

Abramson, Sel igman and Teasdale (1978) and Sel Igman (1975), obsery-
Ing behaviors of passivity and withdrawal (later referred to as "I nward
behav iors by Rothbaum In 1982) concluded that they represented mal adap-
tive behaviors, which were triggered by perceptions of uncontrollabi} |ty,
Research on locus of control polnts to such Inward behaviors as passiy=-
Ity, withdrawal, compliance, conformity and depressive symptomoiogy as
evidence of percelved uncontollabllity. Both theories, locus of controj
and uncontrol labi | Ity, argue that perceptions of uncontfrolliability, coup-
led with decreased motivation for control, fuel one another In a downward

Spliral, whose consequence Is the rel inquishing of motivation for contro|

(Sel igman, 1975).
In 1978, Abramson, Sellgman and Teasdale observed that Rotterts
>

defini+ion of uncontroliable events falled to distinguish between cases
'n which the indlvidual was capable of responding (or not responding)
to the event in a manner that would alter the outcome and thus make the
outcome control lable. They differentiated between unlversal helplessness
(I can'+ do [+ and nelther can anyone else) and personal helplessness (]

can'+ do 1+ but someone else can), and labelled the former as an external
This separation of Internal and

attribution and the latter as Infernal.
external helplessness implied +hat fallure and uncontrollabii ity were not

Synonymous; fallure still allowed for success by someone other than the
»
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Subject. A second problem not addressed In the ear! fer theory of learned
helplessness was the differentlation between specific (narrow range)
and global (wide range) outcomes (or sltuations) and stable (long-term
OF recurrent) and unstable (short=|ived or Intermittent) perlods of time.
It Is Important to note that both uncontrollabll ity theory and locus of
control theory have as thelr central concept the maintenance of control,

Placing major emphasis on the contingency between action and oy L3,

The most Important element In both models Is the Individual's percelved

abll 1ty to change the environment to fit the self's needs. Attributions

to fallure (+o control) are then made to: (a) |imlted abllity, (b) chance,

and (c) powerful others. In the presence of Inward behaviors which do

not serve [nstrumental needs (l.e., obtaining deslred goals, problem
solving, or termination of an aversive event), uncontroliabi| ity theor-

Ists Infer abandoning of attempfs fo control (Rothbaum, Welsz § Snyder,

1982),

The Two Process Model
Rothbaum (1982) enlarges upon the concept of percelved controi by

pointing to the Importance of control: "Because control Is so valued,

the quest for I+ Is rarely abandoned; Instead, individuals are |lkely
to shift from one method of striving for control to another" (p., 7).

Rothbaum argues that control | Ing behavior need not be blatant; |+ may

be subtie Thus, what may appear to be the rellnquishing of controf
. »

Inltlated and maintained In an effort to sustaln

may be behavior
This effort Is particularly Ilkely when Inward

Perceptions of control.
behavior (a) prevents disappolntment, (b) leads fo a perception of

al Ignment with chance or powerful others, and (c) is accompanied by
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attempts to derive meaning from the situation. Thus, the construct of

control Is divided Into two processes: primary and secondary control.
Primary control involves attempts to change the world to fit the
self's needs. This Is in Iine with both uncontrollabil ity and locus of

control theory. Secondary control rejects the concept of helplessness

and substitutes for It the process of accommodation: "the attempt +to

fIt In with the world and flow with the current . . . [and/or] to modity

one's cognitive structures in an attempt to effect a better fit+ with

real Ity" (Rothbaum, et al., 1982, p. 8).

Secondary control Is an attempt at avolding dlsappolntment which

stems from repeated fallure. The manner of control moves from direct
ems fr

sel f=protective). However, the two processes are

to covert (i.e.,

often intertwined when the individual vascillates between the two., The

difference between them should be regarded as one of emphasis, where

th ] Is an equllibrium that will optimize the Indlvidual's
e goa

adaptation in the environment.

The t primary and secondary Indicate several things, First,
e terms

(primary) has recelved more attention than the other
One process

( d ). Both terms also distinguish between the presence or absence
secondary).

f ful controlllng agents. If the seif Is the most Important
of more power

imarily; If more powerful agents
by the self) is pr
agent, then control (

I Ish because of
i task that one cannot accomp
are acknowledged (i.e., @

), then the self's control
a powerful other),
Imited abliIty, chance or

Primary and secondary also Indicate the temporal order
rima

Is secondary. o o
Is I'lkely to occur only after attempts
dary control
of events, since secon

flecting secondary control
falled. Behaviors re
at primary control have
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(passivity, withdrawal, and submissiveness) are |ate stage reactions to
stress, which are typically preceded by anger and protest, behaviors
general |ly attributed to attempts at primary control.

According to Rothbaum (1982), primary and secondary processes
subsume four types of control: predictive, illusory, vicarious and
interpretive. Predictive control 1Is concerned with attributions to
severely |imited ablil ity which have resulted in repeated failure. The
passive and withdrawn behavior that accompanies these attributions Is
seen as an attempt to adjust one's expectations and behaviors, so as to
accurately predict uncontrollable events and avoid future disappoint-
ment.

Il lusory control derives from attributions to chance, as well as
to severely |Imited ability, in that behaviors of passivity and with-
drawal arise In situations mistakenly perceived as uncontrollable where
action might otherwise lead to success, Such people nelther seek out
skill situations nor strive to manipulate the environment. They attempt
to rely on chance. Attributions to chance are similar to aligning with
powerful others, since both involve association with external agents.
People are aware that chance is operating, but percelve chance as a force
with which they can align themselves, as do gamblers. The bellef that
skill is Involved In situations Involving chance creates the Illusion
that control has been establ ished and the person experiences Increased
confidence In success and Increased risk taking. When attributions to
chance (secondary) are confused with those of skill (primary), the two

processes become confused. In this respect, illusory control resembles

external locus of controi.
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(primary control). Thus, the victim attributes her victimization to a

modifiable behavior (| should not have walked alone; | should have |ocked

the windows) and Is |ikely to maintain a belief in future avoidabil ity

of similar misfortune (primary predictive control). At the same time,

she is maintaining a belief In personal (primary Interpretive) controi
over |ife outcome (p. 1802).

Characterological self-blame follows from attributions to uncon-
trol lable, assumedly unchangeable factors (l'm a weak person and | can't
say no; !'m the type of person who attracts rapists), (secondary control).
This attribution may lead to the woman's perceiving hersel f as a chronic
victim incapable of alleviating her vulnerability (secondary predictive
control). While this appears to represent helplessness (as advanced by
Abramson, et al., 1978), it falls to meet their criteria for self-=biame
in helplessness and depression as following from factors that are con-
trol lable. Because of the uncontrollable nature of the experlence, the
Individual attempts to restore predictive control by coming to regard
hersel f as a chronic victim. She comes to derive meaning from the exper-
ience through attributions to severely | imited abi| ity (characterological
sel f-blame), chance (rape), and powerful others (the rapist). She now
understands, albel+ maladaptively, how and why she was assaul ted (secon=
dary Interpretive control). It should be noted that self-blame does
not reflect an accurate appraisal of women's causal role In assault.
The 1969 report by the National Commission on the Causes and Prevention
of Violence (1969) reported that only 4.4% of rapes were preclpifated
by women. It Is, therefore, reasonable to view self-blame as an adap-
tive coping mechanism, which enables women to restore an element of

control to thelr |ives, however incorrect the attribution might be.
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§§5!§L,Harassmen+ and Attribution Theory
harassment and attribution theory Is very

Research on sexual

timited. An article by Jensen and Gutek (1982) draws Its information

from +the I'lterature on rape. Causal attributions suggest that both

Sexes, wanting to avold being blamed In the future, assign greater

Fesponsibll ity to the opposite sex. This confirms the findings of an

ear|jer study by Gutek (1981). Where sexual harassment Is concerned,

differences In attributlions for responsibllity emerge when one compares

those women who have experlenced harassment with those who have not,
Women who have not been harassed attribute greater responsibility for

Curtalling its occurrence to victims than do those who have actually

experienced [+.
The element of self-blame among victims of sexual harassment was

eXplored in a fol lowup study of 135 victims. The authors, Jensen & Gutek

(1982), found that the majority of victims did not evidence self-blame
(@ opposed to 74% of the rape victims). 25.3% felt that their own

behavior may have brought it about. 29.3% sald that thelr behavior may

have encouraged the man, and 20.9% felt They were the sort of person to
Whom +hese things happen (characterological blame). (Since these

Percenfages add up to 75.5% and the authors malntain that the majority

°f the victims denied self-biame, we must assume some overiap of
Those who reported self-blame tended not to

Fesponses by victims.)
"l

report +he Incident to anyone. One-third endorsed the statement,
thought 1+ would be held agalnst me or that I would be blamed" (Jensen
The authors hold that fear of social censure

& Gute, 1982, p. 128).
Causes g yictim to find something in her own behavior to which she can
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attribute the Incident. The authors also report that the survey showed
that 1 4 victim blames herself, she Is concerned wl+th protecting the

harasser (p. 129). No explanation Is offered, but the Implication may

be t+hat vicarious primary control (an attempt to align herself with a
more powerfy] person, I.e., the harasser, In an attempt to manipulate

him) or vicarlous secondary control (in order to experience power through

him) may be at work.
The most detalled evaluation of responses of victims appears In the

™3t only 6% of the temales, but 25% of the males, were willing to ugo

along'n although whether they did so out of fear or out of attraction g

“Nclear. (25% of these victims sald It made things worse.) The major |ty

°f those who refused expected negative consequences. Yet, less than 5%

of al| victims took formal actlon against the harasser, and 61% of the
femal es and 71% of the males saw no need to report the Incident, |+

Shoul g pe noted that one-third of the victims experienced adverse physicai
Physfca, and emotional reactions and worsened feelIngs about thelr jobs,

Did these victims feel powerless? Less than 104 of them felt that
heir employers could do anything to reduce sexual harassment, or that
forma action would stop It. The general response (50 of women and

408 of men) was to avold the harasser.
nd 71g of males) Ignored the behavlor and did nothing. This [atter

Another group (61% of females

8roup may not have experlencd i+ as a probiem, since they saw no need
to report 1+ or take any action. Al though the vast majority of victims
reporfed no actual change In thelr Job sltuation, It Is Important that

Only 12 to 19% of the women,

me Job advantage.

and 20 to 35% of the men, expected sO
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Impl icatlons for this Research

The factor of control as a dynamic in sexual harassment is not dis-

Cussed in the current |iterature. Questions that remain to be answered

Include: (a) Does locus of control (i.e.,, anticipated reinforcement)

Play a role in the manner In which women respond to sexual harassment?

(b) Do externals employ behaviors of secondary control such as avoidance

and Ignoring behavior to a greater extent than do internals? (c) Do

Internals take a more active stance than externals, employing behaviors

of primary control such as confronting or letter writing? (d) Is the

Cholce of behaviors of either primary or secondary control unique to

elther externals or Internals? (e) Is there a relationship between

early history (of each subject) and her use of behaviors of primary or

secondary control? (f) Can tralning alter the subject's anticipation

of reinforcement and wil! this result in changed behavior?

The behav ior of victims, in | Ight of their anticipation of reinforce~

ment (i.e., locus of control) Is a central concern of this study.
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Chapter 3: Methodology
This study focused on the Impact of training workshops on the cop~
ing behaviors of six female subjects experiencing sexual harassment a+
Work. Sexual harassment was defined according to the directives of +the

Office of Personnel Management (OPM) of the United States Government

and the Equal Opportunity Commission (EEOC) as follows:

Sexual harassment |s del iberate or repeated unsolicited

verbal comments, gestures and physical contact of a sexual

nature which are unwelcome (OPM, 1979), (Appendix C),.
Harassment on the basls of sex Is a violation of Sec.

703 of Title VIl. Unwelcome sexual advances, requests for sex~

ual favors, and other verbal or physical conduct of a sexual

harassment when (1) submission to

nature constitute sexual

such conduct Is made elther explicitly or implicity a term or

condition of the [ndividual’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 unreasonably

Interfering with an Individual's work performance or creating

an Intimidating, hostileor of fenslve workIng env Ironment (EEQC,

1980), (Appendix A).
The definiton used by OPM was used in developlng the questionnaire.

Experiences related to the more comprehensive definition advanced by

the EEOC were discussed with subjects during the Interview.
g a broad base for the discus~

The two

defini+ions compl iment each other providin

Slon or sexyal harassment and discrimination.
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The study also examined the influence of locus of control on coping

behaviors and the effects of training on changes in locus of control and

behavior, The selection of participants, the freatment applied, the

Instruments used for measurement, the procedures, the design and analysis
and the outcome measures are presented in this chapter.

Subients
Selection of subjects. The subjects in this study were six women

who reported that they were currently or had recently experienced sexual

harassment, They were chosen from among those who responded to an

advertisement (Appendix D) In the Dlamondback, and the newsletter of
the National Organization of Women In Montgomery Country, Maryland,

Two were referred from Federal Women's Programs and one was referred

by the University of the District of Columbia.  The ad was run

The Washington Post, The

Unsuccessfully in the following newspapers:

Mashington Times, The Baltimore Sun Papers, The Journal Newspapers

(MonTgomery, Prince George, County, Alexandria, Arlington and Fairfax

Counties), and the Federal Times. A letter describing the research

(Appendix E) was sent to all Federal Women's Program Managers, Employee

Assistance Program Counselors and Equal Employment Opportunity Counselors

ThrO“QhOUT the metropol itan area. In addition, each was invited to a

mode! seminar. Twenty-five professionals responded. Ten attended.

It is genera[]y agreed (MSPB, 1981) that to be considered sexual
harassment. advances must be uninvited, dellberate and repeated and a
»

construed as harassment. However
single such occurrence would nof be ’

o feels sexually harassed [s, indeed,

one must assume that a person wh
Using this assumption, all those who responded to par-

being harassed.
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discrimination and sexual harassment using examples of |ife situations

and legal cases. This fosters a sense of reallty for the subject by

acknowledging her experience and offers a vicarious model of a possible

response to the situation. Subjects are requested to describe +their

personal experlence of sexual harassment (or one that might have hap~

pened to someone else), to I1lst what the person felt, how he/she

responded and what happened. These situations are later s ed with

the group and suggestions are made about how the outcome (Iif it had not

succeeded in stopping the harassment) might be changed. Alternative

behaviors are explored and subjects have an opportunity to role play

and experience the new behaviors. The purpose Is to create positive

expectancies in a non-threatening environment and thereby foster se|f-

efficacy. This Is further reinforced by the inftroduction of model ing.

A film, The Power Pinch (MT| Teleprogram, Inc., 1982), deplicts a secre-~

tary who Is sexually harassed by a fellow employee and succeeds in

dlscouraglng his advances wlthout endangering her position.

According to Bandura (1977), cognltive processes mediate change by

drawlng upon cognlitive events In which the Individual experienced mas-

tery arising from successful performance. The goal of the workshop Is

to provide the subjects wlth an opportunity to observe the dIfferentlal

effects of thelr own behaviors +oward a would-be harasser, In a safe

They are expected +o beneflt from observing others (elther

environment.

) as they attempt new skills. The opportunity to

on film or In role play
ontributes to the cogni-

evaluate the effectiveness of the new behavliors c

tive process that mediates change and thereby fosters the anticipation

that a particular behavior will be succesful.
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The workship required one full day fo complete. The researcher
conducted the workshop, since she was famillar with the materlal and is
@ qual ified teacher, |icenced by the State of Maryland and New York State.
Lunch was provided for all participants. The complete text of the work-

shop appears In Appendix F.

Souman~= - - 1_(Re=march Instruments)

The sources of Information employed In this study Inciuded (a) a

Questionnaire dealing with respondents! experiences with sexua)

harassment, which was admin!stered prior to, and one month following,

the training workshop (Appendices G & K); (b) an excerpted form of the

qQuestionnaire admnistered Iimmediately after training, to measure +the

effects of treatment (Appendix H); (c) three follow-up questionnaires
deal ing with experiences of sexual harassment over a period of three

consecutive weeks (Appendix J); and (d) the Rotter lInternal-External

(Locus of Control) Scale (Rotter, 1966) (Appendix L), a measure of

personal Ity variabies of Internallty and external ity adminlstered along

with the complete questionnaire described in (a) above.

Questionnaire on_ sexual harassment. A questlonnalre dealing with

sexual harassment was used 1o examine subject's sel f~report of the copling

techniques each used. This instrument Is based on the Merit Systems
Protection Board Questionnaire, n"Sexual Harassment In +the Federal

Workpiace" (MSPB, 1981), and was adapted In the following way to meet

The requirments of thls study:
| of the MSPB Questionnaire), dealing with

Section | (Section

harassment, was revlsed, omltting +the

the definition of sexual
as well as those parts

differentiation between supervisors and workers,
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referring to Federal Jobs. Section Il (Sectlon IV of the MSPB Question—

Naire) Includes all questions related to currentiy ongoing experiences

of sexua| harassment and a modification of those questions deal Ing wi+h

the responses of a victim (behavioral, physical and emotional) to +the

incident, Questions about the expectations of the victim were Included,

but Questions directed at the harasser were omitted (Section V of the

MSPB Questionnaire).
Contents of the guestionnaire. Section | of the questionnaire |g

Concerneq with defining sexual harassment and distinguishing i+ from

b0+hersome behaviors which subjects might not consider harassment, The
I 1steqd behaviors are specifled as being uninvited. They Include pressure
for dates ang sexual favors, touching or cornering someone, suggestiye
looks ang gestures, letters, phone calls or materials of a sexual nature,
and sexya) teasing, Jokes and comments. This section relates direct|y

to +he workshop sectlons concerned with defining sexual harassment,

Mean scores for each subject were computed to determine whether

®ach considered the slix specific groups of behaviors to be sexually

haraSSI”Q or merely bothersome. Measures were taken pre~training angd

one mon+h following training.
and E, asks about the experiences

Section {I, Part I, B, C D,

ual attention.
Subjects have had with unwanted or uninvited sex
included, In addition +to rape,

Those

behaV'orS defined In Section | are
Subjects were asked to indicate

STtempteg rape and/or sexual assault.

omeone (B)

Whether +p had experienced any of these behaviors from someone ’
e

o d how long It went on (C2 and 3),
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they responded to I+ (C5), thelr attempts at telling others about |+
(C6), +their willingness to do something to change the situation (D1),

Thelr expectations about the effectiveness of such action (D2), and the

effect of the unwanted attention on thelr emotional and physical

condition (E).
Scores for questions B and C 1-3 are totals (pre- and one month

Post-training) of kinds and number of Incidents experienced and their

duration. Questions 5 and 6 (deal ing with responses to sexual harassment

Previously experienced and the effectiveness of subjects' responses)

were scored by grouping those responses as behaviors of either primary
or secondary control (Rothbaum, 1982) and computing Individual mean
scores based on those categories. Questions D! and D2 relate to the

subjects! willingness to attempt new behaviors In order to prevent future
harassment, as well as the subjects' anticipation of how effective each
behavior might be. These questions were scored by grouping the responses
as behaviors of elther primary or secondary control and computing mean
scores (by subject and by locus of control) over three time periods:

Pretraining, Immediately following training, and one month following
training. Physical and emotional responses (E) were examined in terms

of Indlvidual means, as well as groupings of means by locus of controi.

Section |1, Part 11, deals with describing the harasser and his/her
14

Position in the company. This section reflects those parts of +he
Workshop concerned with the assertion techniques and Interpersonal

Responses were used to corroborate the interview material.

relations.
Section 111 Is concerned with demographlic Information, sex, age,

|evel, race, position In the company, and

marital status, education
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length of time employed. Responses were used to corroborate the Inter-
view material.

Rotter's Internal-External Locus of Conirol Scale. Rotter's I-E

Scale (Appendix L) was used to explore the relationship between internal
and external control of reinforcement as  personal Ity variable as it
pertains to victit of sexual harassment,

The scale is based on social learning theory, which proposes tThat
social behavior is learned and that the interaction of the individual
and his meaningful environment Is the basis for understanding personal-
ity. It emphasizes that this Interaction, colored by previous experience,
provides the personal ity with a sense of unity. This unity can be des-
cribed In terms of four classes of variables: behavior, expectancies,
reinforcements and psychological situations. According to Rotter (1975)
the general formula for behavior is that the potential for a behavior
to occur in any specific psychological situation is a function of the
expectancy that the behavior will lead to a particular reinforcement In
that situation, and the value of that reinforcement” (p. 57). Since
behavior is goal directed (Phares, 1976), people tend to behave so as
to attaln or avoid certaln aspects of their environment. How they go
about attaining or avoiding these goals Is determined by the Importance
of the goal and the person's expectancy that the goal will occur, an
anticipation based on previous experience with ear|ier behaviors and
their outcomes. Thus, expectancies for outcomes are learned. Acting
upon them depends upon the degree of past success or fallure. Neverthe-
less, "changes In expectancies can be brought about by introducing new
experlences that alter previous patterns of success or failure" (Phares,

1976, p. 13). It Is this concept that concerns us in using the I-E Scale.
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The I-E Scale Is a 29~item, forced-choice Instrument designed to
allow for a fow degree of predliction of behavior across a wlde range of
potentiaj siftuations. Because addlitive scales, such as this one, sample
Wildely from a variety of dlfferent situations, the Internal conslsfency
s not as high as a power scale that samples different strengths of re-
SPonse 1n a narrow area (Rotter, 1975). The scale was designed to control
tor social desirabll ity (keeping such items to a minimum). However, de~
Pending on testing conditlions, the measure may be more susceptible,
0Ccasionally, as Is the the case when deal Ing with alcohol Ics, conscious
aWareness of expectations of the treatment facllity may cause subjects
To select responses reflecting the philosophy of the facillty (e.g.,
in'fernall'l‘y, the cure Is "up to them") (Rotter, 1975).

Test data for the scale, as reported by Rotter (1966), reflects
The fact that the test Is an addItive one and items are not comparab]e.
SPl i+ hajf reliability tends to underestimate the Infernal consistency

(.65), as does Kuder~-Richardson(.70), since this is a forced-choice scale

designed to avoid the more extreme splIts (Rotter, 1966).

Test-retest rellablilty for a one-month period seems consistent
for two different samples (college students, .72 and prisoners, ,78),
A two-month rest-retest study of college students, ylelding |ower
Feliability scores (.55), may have resul ted from group administration
of +the first test (.49) and indlividual administration of the second

(.61), The passage of time also results in fowered reliabillity scores.

Construct val ldlty was examlned during the early stages of the

jtem scale. This scale produced

Scale's development using a 60=
correlations of .55 and .60 with the eariier James Phares LIkert-type
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Scale In studies of students. Studies have also compared the 29 forced-
choice Item scalewith projective tests (story completion) by Adams-Webber
(1963) (cited in Rotter, 1966). Analysls of varlance Indicated highty
significant differences (p = <.001) among groups selected for analyzing

da*  on +he basis of the number of external endings for three possible

story completions.
Since 1966, the mean for col lege students (scored in the direction

of external Ity) has risen from a score of 8 (SD = 4.0) to somewhere be-

tween 10 and 12, In early samples and In current (1975) sampies, +the
There Is nothing to suggest

distribution of scores tends to be normal.
@ typology (Rotter, 1976) and sex differences are minimal. Rotter (1966)

als0 recognizes that the test Is Iimited In Its abllity to discriminate
Individuals and s more sultable for Investigations of group differences
than for Individual prediction. However, "a series of studlies provides
sTrO”Q support for the hypotheses that +he Individual who has a strong
bel fef that he can control his own destiny Is Ilkely to (a) be more ajert
To those aspects of the environment which provide useful Information
for his future behavlior, (b) take steps to improve his environmental
“ondition, (c) place greater value on skill or achlevement reinforcements

and pe general |y more concerned with his ability, particularly his fajj-

Ures, and (q) be resistive to subtle attempts to influence him" (Rotter,

1966, p. 25).

Crocedures
There were two

Administration of the complefe questlonnaire.
prior to training and

Ire:
dministrations of the complete questionna
A letter accompanying the first

One month fol lowing training.
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Questionnajre explained that the responses were to be used to evaluate

the Subject's needs in the training program (Appendix Q). Subjects were

requested to bring the completed questionnaire to the Interview prior

to the workshop.

The second complete questionnaire wz mai to iJects four weeks

after the training program. They were requested to fill it out on July
©: 1984 and return 1+ (and all other questionnalres) In the mod,
Sel f-addressed envelope which was enclosed (Appendix Q).

The

"dministr-+'-- ¢< the excerpted form of the gquestionnaire.

excerpted form was administered Immediately after the training workshop

The questions dealt with

o measur the _sdiate effe. s of treatment.

behav 1ors that subjects might now (Immediately following training) be

Willing to try, and their expectations for the outcome of such behaviors,

"“3 Following the train-

Administration of the fol | ow=u

fng Workshop, each subject was glven three dated questionnalres to be

Completed (one per week) during the next three weeks. The questionnalre
' ted aboyt ongoling or new experlences of sexual hari__.._.. (or other

Confronfaflon), how the subject responded, how effective she thought
the response had been, and her emotiona! and physiologi. ' reactions to

the Incident. These questionnalres were returned with the four-week com-

Plet  questionnalre (d  -Ibed above).

Administration of Rotter's Internal-External Scale.

'"fernal—Exfernal Scal e was dlstributed along with the complete question-~

The Rotter

Nalre prior to the tralning workshop -..J. _turned prior to the interview.
The Same scale was dlstributed with the compl ete questionnaire one month

~addressed envelope prov|ded
after Tralnlng. |+ was returned In the sel f-a p

for +he rest of the questionnaires during the week of July 6, 1984,
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Measuring the Immediate effects of tralning. Bandura (1977) states

that pertformance change corresponds closely fo the magnitude of +he

expectancy change and that change can be measured via microanalys|g

of congruence between self-efficacy and performance at the |eve| of

Individual tasks (p. 205). Furthermore, the conviction that outcomes

are determined by one's own actions can affect sel f-efficacy and behav 1or

(p. 204), We examined this concept of personal conviction and action

for Change in two parts: (a) the subject's perception of the task, her

WIliingness to perform [+ and her expectancies concerning the outcome
of performing 1t (examined In the excerpted post-training section of

the Questionnalre), and (b) the subject's actual performance of the task

(examined four +Imes over the next month).
Rotter (1975) del ineates four major determinants of behavior:

(a) expectancy of relnforcements, (b) values of the avallable rein-
forcer + +o +he Indlvidual (does It matter to him/her?), (c) +the
Situation which determines both expectancies and relnforcement val ues,
Bandura

and (d) the assessment of the alternative behaviors avallable.
(1977, stresses that "relnforcement operations affect behavior largely
In a certaln way will produce

by cre -ing expectations that behaving
ficulties." I+ Is therefore

anticipated benefits or avert fufure dif
device rather than an automatic response

e malnly a motivational
Strengthener (p. 193).
rtions of the questionnalre, Section I, Part ID,
o

I'n the excerp’ 1p
Ject's value of the reinforcement

Question 1/a-c, we examined the sub
1gnlficant enough to merit action?). Question
on s

(l.e., Is the situatl
s to deal with sexual harassment which

1/d-t presents alternative behav for
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In terms of the following coping behaviors: avolding,
Part 1, D2,

were examijned

sume++Ing, denying, threatening, taking direct action.

deals with the subject!s expectancy for change with regard to sexual

harassment |n I'Tght of her willingness to attempt alternative behay~

iors,

Design

This investigation was a "single-case study" as described by Her-

Sen and Barfow (1976) employing an ABA design (basel ine, +rea+men+,

Information obtained in an [n~

basel jne). The basel ine consisted of

depth Interview (Appendix M), the scores derived from the complete

Questionnajre (Appendix G) and Rotter!'s Internal-External Scale, The

latter two were administered prior to and one month post treatment,
The Questionnalre provided Information about the extent of +the prob{em
<5Ubjec+15 prior experiences with sexual harassment, its duration, vari-
ablllfy and trend), the anticipated and percelived effectiveness of their
efforts +o stop It, the kinds of behaviors of control (primary or se-

Condary) that they employed and the level of stress they experienced
(physical and emotional). The Interview was used fTo corroborate and
ire.
elaborate upon responses given to the first questionnaire
Th + +o basel Ine measures also Included the information pro~
e return

vided p tracted questionnalres distributed weekly for three weeks
y extrac
The results of these questionnaires yere

following the treatment.
added (p f Inadequate responses) to the final complete question-
ecause o

Naire,
sing six sexual |y harassed women as suh-
u

The form of the design,

Jects was as fol lows:
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IE/Qa | X/0x Q 21 Q22 Q23 IE/Qb
A B A

IE/Q represents the pre-test, i.e., the administration of the Rotter
|-E Scale and the complete questionnaire about sexual harassment prior
to training. | represents the personal interview. X Is the freatment
workshop followed Immediately by Qx, the post-training questionnaire
excerpted from the complete questionnaire. Q21, Q22 and Q23 represent
post-training data concerning weekly experiences of sexual harassment,
or confrontation, following training. The final IE/Q represents the read-
ministration of the Rotter Scale and the complete questionnaire one month
after training.

Analysis

Data from the questionnaire were reduced to form the fol lowing out-
come measures:

1. the number of bothersome behaviors; the number of behaviors
considered sexual harassment (Section |);

2. unwanted sexual attention: the kind of sexually harassing
behavior experienced (Section ||, Part IB)

3. the number, duration and recency of incidents of sexual
harassment experiences (Section |I, Part 1, C 1=3);

4. the number of Incidents reported to officials or significant
others (Section Il, Part |, C5);

5. the measure of locus of control (Rotter I-E Scale);

6. behaviors of control employed prior to training: avoldance,
denial, submission, threatening, taking direction action (Section I,

Part 1, C5);
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7+ the percelved effectiveness of behavlors of control emp|oyed
Prior to training (Section I1, Part I, 06);

8. behaviors of control participants would now (following +rain-

'"g) be wiiling to attempt (Section I1, Part I, DI);

9. the anticipated effectiveness of the new behaviors of control

(Section 11, Part I, p2);

0. behaviors of control one month following training;

1. the perceived effectiveness of behaviors of control fol lowing

1'r‘alnlng;

12. physical and emotional reactlons (Section I, Par i, E),

Means were computed for each subject reflecting the basel ine, treat-
ment ang return to basel ine Information. In order to evaluate signficant

Sfaf[sflca‘ differences, correlated t tests were applled to the pre and

POSt-tgg+ scores. This test Is appropriate when several subjects exist

Within one group and where each subject Is tested repeatedly.
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Chapter 4: The Findings

The results of +the single-case study do not lend themse|ves to

fraditionaj statistical analyslis. In reporting the results, +he

researcher has reljed upon the responses of subjJects and visual

inspeCTlon of the data (Kazdin, 1982) in an effort to Identify changes

fn behay jor that resulted in the decline or alleviation of experiences

Any qeneralizations from these data are, of

of sexual harassment.

<QUrse, tenuous and should be qualified by the lImits of an N of 1

design.
Locus of Control

The resyf+ts for the six subjects in this study are reported In

The mean falls within the expected range and there was no

Table 1,
remarkable change in scores over time (pre-test M = 10,33, post-tes+t
M= 0 50) Three subjects were classifled external and three,
inferna'.
J-.QQ‘QE_f‘”“'Ionnalre

Section | of +he

ehaviors.
Botk~-some vs. sexually harassing b

duestionnalre examined the extent to which subjects differentiated
The purpose of

nt.
be'h'”i‘en bothersome behaviors and sexual harassme

this question was to sensitize subjects to the definition of sexual har-
While changes in

fre.
assment employed in the rest of the questionna

SCores are Inciuded and examined, there Is no Intent to Imply that these

.’.
Changes were the result of training. However, that possibiiity cannot

|+s of a correlated t test of pre and post-test
Resul ts

be discounted, s .
S0Cres did not reach significance. (See Appendix N for the Summary Tabie
noT rea

of Signlflcance Values.)
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Table 2 shows Increasing agreement over time concerning bothersome
behaviors (M = 4,88 to M = 4.94) and sexual harassment (M = 4.61 to M =

4.80). lnifially the group tended to characterize inappropriate behav-

fors more as bothersome than as sexually harassing. Post-test scores

Seem to indicate a shif+ towards designating them as harassing (Table
3. However, none of these scores reached statistical significance.

An examInation of the individual scores (Table 4) reveals that 5 of the

6 Subjects considered repeated sexual ly inappropriate behaviors to be

Here, a ain, changes are more readi |y apparen1' fhrOUgh ob-
» ag
Sub fecl 4

harassmen'r.

Servation of the means than through statitistical analysis.

Ppears to have become somewhat less certain.
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Table 1

Lompar ison of SubJects! Scores on Rotter!s Internal-External Scale

Scored in the Direction of External ity

—

Internal-external scale scores

Pre-test Post~test

Sub ject score score Deslignation
1 2 5 Internal (1)
2 13 17 External (E)
3 19 15 External (E)
4 7 g Internal (1)
5 11 10 External (E)
6 10 7 Internal (1)

Group ﬁ SD ﬁ SD

10.33 5.217 10.50 4.232

N ———

1975) was between 10 and 12. No

Note. The 1975 national mean (Rotter,
The earl ler national mean was 8, with

Standard deviation was reported.

The test Is scored in the direction of

@ standard deviation of 4.

Sxternality, using a median sp!it.
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Table 2

Aftitudes of Six Subjects with Respect to Bothersomeness and Sexual |y

Harassing Nature of Behaviors of Others (Questionnaire, Section )

Attitudes of all subjects
Pre-test Post~test
M sD M sD
Bothersomeness of behavlors 4.88 314 4.94 .229
Considered sexually harassing 4.61 .858 4.80 .395
—_—

Note. Al scores are derived from a five~position Likert Scale (1 =

definitely not; 5 = definintely yes).
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Mean Bothersomeness Ratings and Sexually Harassing Nature of Specific

Behav jors of Others by Behavior (Questionnaire, Section 1)

Attitudes of subjects about behavlors
Conslidered Constidered
bothersome sexual ly harassing
Pre- Post- Pre- Post-
test test test teost
e e
M SO M SO M SO M s

Specific Behaviors
Pressure for sexual favors
Touching, pinching

Suggestive |ooks,
gestures

Letters, calls, materials
of a sexual nature

Pressures for dates

Sexual teasing, Jokes,
rémarks, questions

5.0 .00 5.0 .00 4.6 .74 4.8 ,34

4.8 .37 4.8 .37 5.0 .00 5.0 .00

4.8 .37 4.8 .37 4.5 1.11 4.8 .38

5.0 .00 5.0 .00 4.6 .74 4.8 .37

4.8 .37 4.8 .37 4.3 1,10 4.7 .47

4.8 .57 4.8 .37 4.6 74 4.6 .47

R - S,
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Table 4

Mﬁéﬂ_ﬂgihersomeness and Sexually Harassing Ratings of Others! Behaviors

by _Sub ject (Questionnaire, Section [)

e ————
Attitudes of each subject towards behav/ors
Considered bothersome Considered sexual harassmen+
Pre-test Post-test Pre-test Post-test
Subjects M M M M
T —~———
! 5.0 5.0 5.0 5.0
2 4.3 4.6 2.8 4.16
3 5.0 5.0 5.0 5.0
4 5.0 5.0 4.8 4.6
5 5.0 5.0 5.0 5.0
6 5.0 5.0 5.0 5.0
————

Incidence: Section Il, Part |, B, C. Table 5 examines the kinds

of Seéxual |y harassing experiences reported In the questionnalre by the
Six Subjects, All forms of harassment decreased markedly during the month

fOllowlng training T (5) = 4,75, p <.01). There was no increase In the
This decrease In reporting be-

Number of [ncidents reported to others.
Incidents, Reporting

haVfors corresponds closely +o the decrease In
A{though S3 experienced four [nci~

behaViors are summarized In Table 7.
+his table because she chose not to report

dents, they do not appear In
but she told five people about |t,

Them. g1 had only one experience,
¢ responses of each subject.)

(See Appendix R for speclfli



Table 5

EQF“E[lson of Kinds " ml

—Berlenced Immediately Prior *o a

(Quesflonnaire, Section || Part I, B)
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T
—_
o
>

|

e

Number of experiences

Kinds of sexual attention Pre-test Post-test
\
Fape, assau|+ 0 0
Pressure for sexual favors 2 1
touch Ing 2 1
looks, gestures 3 1
’e*Ters, phone calls ! 0
Pressure for dates 4 7
+easlng 4 1
\

16 5

Total
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Table 6

Number of Incidents of Sexual Harassment Exp~=t~m~~d k.- €-kige+e at

Any Time Prior to and Post-Tralning and the Number ~f Times Subjects

Reported Them to Others (Questionnaire, Section |l, Part |, C1 and 5)

Number of
Number of incidents incidents repor'reda
Sub ject Pre-test Post-test Pre-test Post-test
1 1 1 6 5
2 5 0 0 0
3 8P 4 4 0
4 3 0 2 0
5 2 0 2 0
6 2 0 3 0

mne—

@The number reported may exceed the number of Incidents experienced
because subjects told several people.
BThis client said she had experienced 40 incidents off and on, over

many years, but the interview and the questionnaire include only 8.
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Table 7
EBEEEQElEEHLof Number of Incldents of Sexual Harassment Reported +o
'giilglEUELQE,SanfffcanT'OThers (All Subjects) (Questionnaire, Section
', Part, cs)
—————————
Number of Incldents reported
Reported +o Pret-test Post-test
——————
€. friends 4 1
f. other workers 4 1
9. relatives 5 1
M+ her own superv [ sor 1 1
O« harasserts syperv]sor 2 1
S+ courts 1 0
————
Total 17 5
————
Coping behaviors: Section 11, Part I, C5. Coping behaviors are

Sxamined |n terms of denlal, avoldance, threatening, taking action and

s“bMFSSIOn, These behay lors may be regarded as attempts at controll ing
| (attempts to change condltions)

The environment, I.e., primary contro
1982). Behaviors of

o Sécondary control (adapting to i+) (Rothbaum,
d to Internals, encompass taking direct

Primary controf, usually attribute
threatening or reporting.

action Thf'Ough verbal or written confrontation,

®hav jor of secondary control, usually attributed fo externals, Include
quitting, transferring (to another

denying, avoiding confrontation,
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office or department) or submitting (F. Rothbaum, personal communication,

September 18, 1984, Appendix S). These behavliors are thought to protect

the selt against disappolntment.
As was predicted (Rothbaum, 1982), prior to training, Internals

8ppeared to make greater use of behaviors of primary controf. They

appeared more I lkely to take direct action or to threaten action than

did externals. Following tralning, externals appeared more |lkely to

Threaten whereas, Internals continued to take direct action. Externals

Seemed more I Tkely to employ denlal, both prior to and following train~
Ing, whereas, Internals rejected this behavior following training.
Avoldance was the most generally employed behavior prior to tralning
for both Internals and externals. That It was the first behavior of

Cholce for internals prior to training contradicts eariler research
(Rthbaum, 1982). While denlal was the most | [kely response of externals
f0“0‘”“9 training, Internals selected direct action, followed by avoid-

ance.  None of these observations reached statistical signlficance.

Table 8 presents a summary of the findings.
eghaviors of all subjects prior

Table 9 compares the use of coping b
The most |lkely action to have been

o and one month post-training.

taken by al| supjects prior to training was avoldance, folloved by de-

denial was preferred over avoldance, or

Mfal. Following tralning,
on the whole, denial and avoldance were,

Taking any kind of action.
harassment

th sexual
and remained, the behaviors of cholce 10 deal vl
aviors of secondary control were

(Tabe 10). I+ was observed that beh
1901y signiticant (+ (5) = 8.32, p <-001) with fhe greatest change
Y significan -

<,05).
®Ccurring in avoldance (+(5) = 3:77, P
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Compar i son of Mean Number of Behaviors of Primary a- Secondary

Contro| Employed by Subjects: Internals vs. Externals

—
Pre-test Post-test
Internals Externals Inte Is Externals
M s M SO M SD M SD
e,
Prlmary control;
Threatening .66 .94 .33 .47 .00 .00 .66 .94
taking action /.35 1.88 1.00 .82 1.33 1.88 .00 .00
Secondary controf ;
denjal 1.33 .94 2,00 1.63 33 .47 1.50 .50
avoidance 3,33 47 2.60 2,05 1.00 1,41 .33 .49
Submission .00 .00 .00 .00 .00 .00 .00 .00

e —————
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Behaviors of Subjects Responding to Sexual! Har=cement Prior to and One

Mo+~ F~''owin- Tralning (Questionnaire, Section !l, Part |, C5)

Average number of behaviors

Pr fest Post-test
M SD M SD
Primary control:
threatening .05 .76 .33 .74
taking action 1.17 1.46 .66 1.49
Secondary control:
denial 1.66 .94 1.16 1.06
avoidance 3.00 1.53 .66 1.10
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Table 10

Comparison of Behaviors of Primary Control (Threatening and Taking

Action) With Behaviors of Secondary Control (Denial and Avoldance)

Average number of behaviors

Pret-test Post-test
M SD M SD
Primary control:
threatening, taking action 1.00 1.35 .50 1.19
Secondary control:
denial, avoidance 2,50 1.60 .92 1.32

Figure 1 shows the changes in behaviors reported by each subject
prior to tralning (pre-test) and one month later (post-test). Two
testing scores (pre-test and post-test) are shown for each behavlior.
(Specific mean scores for each subject are |isted in Appendix R.) The
graph 1llustrates the nearly universal use of avoldance, followed closely
by denial, regardless of locus of control. Subjects 1! and Z used more
coping behaviors than others, but each subject (except Subject 2)
employed avoldance approximately to the same extent. The figure shows
the steep decline In response behaviors during the month following
training. This corresponds to the decline In incidents of sexual
harassment experienced during that period. Locus of control scores

(shown across the top of the graph) show that subjects 1 and 3, whose
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or a combination of various behaviors prior to training. One month |a-

ter, subjects continued to anticipate that primary behaviors would be
the most effective In combatting sexual harassment.

Table 11

Anti~tn=+ad Effectiveness of Behavlors of Primary and Secondary Control,

¢~ M~mb'=att--~ -“ "ehaviors Over Three T--*'--_Periods

Anticlpated effectiveness

Pre-test Post-training Post=-test
Behaviors of M SD M SD M SD
Primary control 2,82 1.04 2,13 .99 2.00 .925
Secondary control 3.50 1.08 3.17 1.40 3.25 1.16
Any combination 3,23 1.28 2.60 2.50 2,50 1.17

Note. All scores pertaining to effectiveness represent mean scores of

respon: ; by ¢ »Jects are based on the following scale:

1 = very effective 4 = not effective

2 = moderately effective 5 = detrimental to me
3 = possibly effective = don't know
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Anticipated vs., perceived effectiveness. Comparing the anticlpated

and percelived effectiveness of behaviors (Table 13 and Figure 4) shows
that prior to tralining subjects percelved behaviors of primary control
to be Ineffective (M = 3.78). One month later, they percelved them +o
be more effective (M = 1.50) than had been anticipated (M = 2.00),
While this change did not | :h statistical significance, changes iIn
behaviors of secondary control did (+(5) = 7.75, p <.01). This cor-
responds to the change In anticipated effectiveness of behaviors of
secondary control which also reached signficlances (+(5) = 3.4, p <.05)
for the pre- and post-tests.

Table 12

Percelved Effectiveness of Taking Actlion Using Behaviors of Primary

Control, Behaviors of Secondary Control or_a Combin-*'-= - "~h~''~-g
(Pr]=nm= == 4_Secondary)

Perceived effectiveness of behaviors

Pre~-test Post-test
Behaviors of M SD M SD
Primary « frol 3,78 1.54 1.50 .87
Secc 'y control 3.68 .63 2,14 .832

Any combination 3,67 .98 2.06
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Figure 3

Percelved Effectiveness of Behavlors of Control (Pri~=-y, Seco--“-ry,

irn: [a PN | na"""'@_)

Least effective 4 o Secondary

¥ Any

e Primary

—_

Most effective

! !
Pre-test Post-test

Table 13
Com ison of Anticipated and Percelved Effectiveness of Behaviors of
E[lg*-“_gﬂg ¢arpr-~ny Con+r~! Ne~- Three Testing Per*'-~s (All Subjects)
Pre-test Post-training Post-test
Behaviors of Ant. Per. Ant.,  Per. Ant. Per.
M SD M SD M SD M SD M SD

Primary

Control 2.82 1.04 3.78 1.54 2.13 .97 -~ 2,00 .93 1.50 .87

Secondary

Control 3,50 1.08 3.68 .63 3,12 1,40 -- 3,25 1.16 2.14 .83

e i
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Flgu 4
Ant]
-——2129I§g_ghﬂ P~-calved Effe -~ " Behaviors of Primary and
Sec
==2Ndary Control Over Three Testing Perlods (All Subjects)
® P
T Imary control Anticlpated effectiveness
oS
ecOndary control Percelved effectiveness o
Least effective 4
§W
3 R
~NO T~
.\\\\:~\\‘
2 0
~
M o
oSt effective |

'
Post-test

Post=training

Pre-test

The overal| relationshlip of tralning fo anticipation and perception

Is
®vident In Table 14 and Figure 5.
Prior to training, all subjects percelved that none of their

responses to harassment had brought about the anticlpated results, l.e.,
They were unsureé (M = 3.23) whether their

st
°PPIng the harassment.

hay 1or could make a dlfference. Following training, they anticipated

ation (M= 2,50) and percelved that thelr

be

'ng abre 1o Improve the s
b —
®havior hag brought about that Improvement (M = 2.06).
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Table 14

EQEEQElEQﬂ_Of Anticipated and Percelved Effectiveness of Respondinq_ig

3ﬁ29ﬁ1L.ﬂ§££§§smen+ Using Any Comblnation of Behaviors

\——_
Post-Training Post-test

Pre~test
Effecflveness M SD M SD M SD
Anticipateq 3,25 1.28 2.60 250  2.50  1.17
PerCered 3.67 .98 not measured 2.06 1.12
\
Flgure 5
Aﬂilglﬂéigg_gnd Percelved Effectlvesness of Responding to Sexual
ﬂéﬁéggmgﬂi;g§;nq Any Comblnation of Behaviors

x Anticlpated

effectiveness

“east eftective 4
3 :::::::::::;:\\\\
!

@ Percelved
effectiveness

Mos+ effective 1
t

Post-test

Pre_-f-esf Post~train I ng

ngureeé shows the anticlpated and percelved effectiveness of primary
and Secondary pehaylors selected by each subject. 51 and 34 (internals)
Dercelved behav lors of primary control +o have been most effective., §3

. S
a5 (externals) preferred behaviors of secondary control 2 and S6
ussed In greater detall In conjuction

rema'”eduncerfatn. Thiswlill bedisc

With The Interview material below.



Figure 6.

Subject Showing Locus of Control (LOC)

(Pre-= and Post-Tests)

Anticipated and Percelved Effectiveness of Behaviors of Primary and Secondary Control of Each
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o = Behaviors of secondary control Perceived

know) has been entered

where the score = 0 because

the subject falled to respond.
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Phv 'cal and emotional responses: Section Il, Part |, E. Subjects

were asked about thelr physical and emotional responses to sexual harass-
ment on three occasions: on the pre-test and during the Interview (both
of which preceded training), and on the post-test. Interview data revealed
several complalnts that had not been included In the pre-test or the post-
test questionnaire (see Appendix M for the questions asked in the Personal
History). More physical reactions were reported during the Interview than
on elther questionnaire. Externals reported more physical and emotional
distress (M = 10.3 and 9.6 complaints, respectively), than did internals
(M = 4.0 and 7.3 complaints, respectively). However, the total number of
complaints (physical and emotional) decreased from M = 18.25 (pre-test
and Interview combined) to M = 12,5 on the post-test (see Appendix R for
a summary of physical and emotional reactions experienced by subjJects).
The mean for physical complalints (each subject) was 3.0, and for emotional
complaints was 3.08 prior to training. Externals exhibited more physical
sympi s (M= 4.16) than did Internals (M = 2.3), but fewer emotional symp=

toms (exernals M = 2.6, Internals M = 3.5). Following training, physical

symptor decl Ined for both groups (M= 1.7) (+(5) = 3,78 p <.05), but exter-

5.3) than did internals

nals reported many more emotional symptoms (M

(M =0.6) (Table 15).
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Mean Number of Physical and Emoti~nal Complaints of Subjects

Pre~test Post~test
Locus of Control Physical Emotional Physical Emotional
Internal 2.30 3.50 2.00 .60
Externai 4.16 2.60 2.00 5.30
Al Subjects 3.00 3,08 1.70 3.00

e —————

Conclusions

The following are observations concerning the accumulated data.

The reader is referred to Appendix N for specific t scores.

1. Locus of control scores f‘ema!ned stable for par‘ﬂc!panfs and

2. Although subjects came to regard Inappropriate sexual behav-

iors as sexual harassment (rather t+han merely bothersome behaviors)

fOHOang training, the change In attitude (Tables 2=4) was not statis-
’»

cha”Y significant.
3. There was a ctatistically s{gnfffcan+ decl ine in the number
While the number of

nt experlenced.

of Incidents of sexual harassme
+ reach statistical signifi-

€38 5 reported also decl ined, these did NO

cance (Tabjle 6).
in the us€ of behaviors of elther primary

4. Whiile dlfferences
r externals following t

raining did

°f Secondary control by internals ©
a specific
not reach st: stjcal signlficance the use of avoldance as p
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not accurately reflect the responses of individual subjects who were

divided their concluslions. I+ should be noted that +wo Internals

41d se|ect behaviors of primary control, while two externals selected
behav | ors of secondary control.
8. Physical and emotional symptoms decl Ined for all subjects fol~

s experlenced fewer physicaj
fow Ing Training. However, while exter

r of emotional complalnts [p-
Complajnts following training, the numbe

Creased.
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Summary (of Interview and Testing Information) and Conclu-*asns

The fOIlowfng Information was complied from the material gathered

d
Uring the Indlvidual [nterviews conducted prior to the tralning work-

Shop. the detalls about the clients and their famiiles were

Provided by the cllents themselves. Personal observations and |nter-

Pretations by +this researcher are conflned to the sectlon enti+}eq

]
Concluslons" for each subject.
Resy|ts of the questionnalres were compared on the basis of +the

fOIIOWIng criterfa: (a) the number of experliences of sexual harassment
Prior +o and followlng the training workship, (b) the use of behaviors

of Primary and secondary control, (c) victims' perceptions of situa-
(d) anticlipated effectiveness of

-’.
fona ys, characterological blame,
behaviors of primary or secondary control prlor to and following the

*ralnlng workshop, (e) percelved effectiveness of behavlors of primary

and Secondary control prlor to and fol lowing the tralining workship,
g tralning, and (g) locus

oL Physt¢ complalnts prior fo and followln

Of controy scol .
SIMIlarly, conclusions about subjects address the following areas:

(a) COnsistency of behavior with +ralning (home environment) and !ocus
on In the famlly, (c) use of

(b) history of confrontati

of Controj,
(d) sltuational vs. characterologi-

“Onfrontation skiils In the famlly,

Caj self-blame (locus of control’ (e) use of skills learned in the

wor shop,  (f) evidence of changes and (g) percelved effectiveness of
14

re 7 (Anticlpated Effectiveness

oW behav{ors. The reader may find Figu
(Percelved Effectiveness of Behaviors) in

)
f Behavio 1 and Figure 8
tlon.

Append;x T us¢ ;| when reading this s€C
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Subject 1 %

The Interview

Subject 1
(S1) is a 36
-year-old, divorced w
hite femal
e. She |
[

employed a
s am
icrobiologist In a | aboratory where the DI
rector be
gan

making ad
vance
s several years ago. At first she felt that It
must have

been
: “hi
ng she was doing +hat attracted him. But aft
er a year o
f

avoiding hi
m and denying that [+ was
a problem, she confr
onted him a
nd

sald she
wasn't [nterested The Di
. rector became an
gry and hostil
e and

n to seek support from co-workers d
an

the | -
assment continued. Sl bega

d similar exper iences Sh
. e became affil
iated

sh
e found me ' v o had ha

Eventual ly, @ friend who was a la
wyer

with
NOW for broader supporte

ped her draft a letter of complaint. Th
. e

su .
gges: | that she sue and hel

decided by the EE
phere at work has b

oc, but S1 Is pursuing it in the

case
was favo
rably
ecome hostile
and she

Stat
e Courts because the atmos

g denled promotion and advancement.

fe
els thi she Is beln
s ralsed on a farm in a

children. She wa

s the second of four
Her parenTs ran the farm and a

re
Iglous fe | y that ¥
e mutual ly supportive and

gued, They wer

Sma
Il store. Although theY ar
ved through

af
fectionate. She bel ieves that problems were resol
her mother ylelded. Family members did

generally,
Her father empl O

com
promise but that,
yed sarcasm and

no
t hesitate to confront on¢ another:

children cr

ITIclzed each other's weaknesses.  Her

te
asing, while the

din dijvorce. Her husband

mot

her ¢ 4 not confronte

ed nine ye
r and denl

+ he t+ende

ars and ende

ed +hat he wa@
d to be stubborn and made

Si's marriage 18sT
wa
- unsbie 1o alize oo s angry until They

s
ought coun: |ing- She sald the
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decisions that she had to | Ive with without consulting her on such issues

as money and social engagements. Although she felt she had given equally
to the relationship, he did not think she had.

S1 « scribes herself as strong, accepting, trusting, pleasant,
independent, stubborn and a procrastinator. She has a strong sense of
Justice and a desii 1o correct what she senses may be wrong around her,
She believes that her harassment stemmed from her pleasant and accepting
manner, but she views i+, and her divorce, as having contributed
positively towards her independence. She Is unafraid to express her
opinion in a calm and assertive manner. She says she learned to do this
when she took advantage of the assertiveness courses sponsored by NOW
and she remained active in that organization.

The traditional female role has always been uncomfortable for Si1.

She be aware of this when she attended a woman's college in Virginia,
an « fence she found "empowering." NOW has provided the encouragement
sl 1 fed persevere in her suit despite the resulting problems.
The Que~+ic  re

S1 considers all Iinappropriate sexual behaviors to be bothersome
and hara: ing. She has experienced only one Incident of sexual

harassment, but It has been ongoing and has varied in its form from overt
se: hi ;sment To covert retal iatory action.

Her earliest attempts at dealing with the problem relled heavily
on denia| and avoldance and she wondered what she was doing that encour=-
a8ge his t ravior. She anticipated that these behaviors of secondary
control would be more effective than taking direct action. However, she

émployed behav it of primary control of threatening and taking direct
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.

threa: i
1ing, favoring direction action. This Is consistent with h
er

focus of
control scores of 2 and 5. S1 percelved +hat her behavior fol-

fowing t
g training was highly effective, more so than she had anticipated

S1
exper ienced many physical (5) and emotional (9) complaints
This number was found

compa
pared to other subjects prior t+o training.

month fol lowing the workshop (1 physical and

to
be greatiy reduced one
2

emotional complaints).

Conc|
~LNCius 5
er background, +raining and locus

S1's behavior Is consistent with h
family appears to have

onfronfafion in the

of
control. The p: tern of €
or In her mother's caseé, avold=

een
indirect (teasing and using sarcasm,

in dealing wi harassment,

{ors +h sexual

in
9). S used similar behav
therefore, she who

o had confribufed +o It and,

be|
leving it was she wh
she began fo

r assertiveness +raining,

had
to ent 1t. >llowing he

she sued: this did not directly

However,

Use
more direct approaches.
+he lawyer.

since There was an intermediary,

e
onfront 1t hal isers
she wrote a | etter direct—-

aining programs

Af
ter participating in the 1
y of discrimination

n ongoing pol ic

ed from someone €

behav ior +o be highly

concerning @
|d be expect

I
Y to her su; ‘visor
xhibiting a

‘inst her, a move that wou
rcelved This

She p®
arned appro-

h
' locys of control score
effec 1y in discouraging addlfional haraSSmenT. Having e
e w que - S1 was able 1 pehave 1N @ more effective manner.
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Sub ject 2

The Interview

Subj - 2 is a 22-year-old white female. From 1980 to 1983, she
was « »loyed at a technical university, where she ran a food service
for an al|-male dormitory. During that time she was repeated|y harassed,
fit - by an ol der man who used to kiss her on the cheek, and iater, when
he left, by two young black males who made remarks and - zhed her (al-
though not sexually). SZ was afraid that they might think her prejudiced,
S0 she ignored their behavior. When the harassment continued, she thought
she wi: eading them on in some way and felt angry and guilty. StiIt,
she ¢ 4 not report them, nor did she tell them to stop. The problem
was resolved when S2 was taken 111 In 1983 and |eft the university.

Other incidents of sexual harassment, which went unreported,
Included a teacher in high school who repeatedly made advances to her.
More recently, she had been harassed by strangers in the park when
! was running. She was angry and thought she was provoking their
attention, so she attempted to dress more modestly. The harassment did
not stop. The only incident she reported to someone was one in which a
s"’r‘ange man accosted her and exposed himself. This happened in high
schoo| and the school reported the incident to authorities, who provided
short~term counsel ing-

In 1983, S2 sought medical attention because she had not menstruated
In thy years. A brain tumor was diagnosed and medication prescribed.
Soon after, S2 began to experience hallucinations and was hospital ized

repea- ||y In a serles of mental hospitals. She claims that the

medication |nduced the hallucinations and that they disappeared when
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the prescription was withdrawn. As a result of her il)ness and repeated
hospital izations, she became despondent and attempted suicide. She was
sorry she falled to kill herself and Is still undergoing therapy. $2 is
bulemic and sees herself as overweight, although she is 5'7" ang weighs
130 pounds.

S2 is the older of two children. She describes her home as "awful,"
al though it appears to everyone to be fine. Her parents do not get along
and are unable to resolve their problems. They snipe at each other
constantly. Her mother deals with confrontation by getting angry,
shrieking, becoming hysterical and finally locking herself in her
bedroom. She has threatened suicide repeatedly. Her father gets angry
and pale with rage and finally retires to the basement to avoid further
argument. However, her parents do not hesistate to confront her. In
response, S2 gives In Immediately and goes to her room. She does not
| ke confrontation and doesn't do it because she says she always feels
that she is guilty and at fault. Her defense is to become passive.

She describes herself as depressed (since age 17), silly,
fri )ed, lacking In direction, and, at times, suicidal. While she
appears to be friendly, st says that she bel res that she really Is
not. Moy er, she denies that she Is attractive. . dl _ to & -

her only positive quality Is | intel " 3nce and her ability fto

remember r 1es.
9 re
S2 found Inappropriate sexual behavior bothersome, but was | ess

incl ined than otl ° subjects to label it hai ient. She has

ex * ,c¢ 5 Inci 1ts, but reported only 1. Her manner of deal ing
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with It was to deny It and hope that It would go away. When it did not,

she felt angry, gullty and responsible for I+. This is consistent with

her locus of control scores of 13 and 17. Prior to training she antici~

pated that behaviors of primary control would be more effective, but
perceived that none of the action she had taken had been effective. Fol-~

IOWInQ *alning, she anticlpated that taking direct action would be more

effective, but she was not sure because she had just taken a new job

whi e sexual harassment was not a problem.  Prior to training, she re-

Ported more emotional than physical complaints. One month following

training, she was no longer experiencing any.

Conclusions
e
S2's shavior |s consistent with her home environment and her external

locus of control. Confrontation Is handled by extreme measures by her

parents, both of whom wl+hdraw from the sifuation without resolving the
»

S2 exhibi+s similar behavior relying upon passive behaviors of
ex

issues,
in deal ing with unpleasant situations,

deniaj, 'oldance and withdrawal
harassment Is conslstent

exual

H allure to report the Incldents of s
In general, blaming herself and denyling

With her approach to problems,

|d appear that her history of depression
I+ wou

that le.
at change Is possib her 1llness and attempted

n.'.’ t+he bu | em ’a)

harassme
(since age 17), the ense of helplessness and uncer-

n Increasing s
suiclde have contributed to a However, the fact

s In her |Ife.

to make change

tainty apout her ab!lity +ro workshop Indicates that she has
In

fhat sl chose to participate nd that what appears to be
+o regaln control a
not relinquished efforts s of adapting to uncontrollable

|y a mean
a state of helplessness Is actual Iy

events 1n her |ife.
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FOllowIng fraining, $2 got a different job and reported that she
was not experlencing any sexual harassment. While her seeking new em-
ployment does reflect an Improvement In her mental health, no I'nformation
about her abll ity to deal with sexual harassment under these new circum-

stanceg is avallable. I+ should be noted that during the month followlng

Train;ng’ 's locus of control score became more external (17 compared

With 13 op the pre-test). This may be explained by the greater Invo|ye-
ment of her parents in monltoring her medication following the suicige
attemp+ earller this year. Rotter (1973) points out that extreme scores
Indicate mal adaptive behavior. This Is consistent with Janoff-Bulman's
(1979) View that characterologlcal self-blame Is maladaptive In that the

Indlvldual falls to |earn new behavioral skills that will prevent the
§2, In persisting in her passive approach

réoccurrence of the event.
to ’”*erpersonal exper lences has anticlpated failure to control her envi-

FOnmen+ and Is now employling secondary interpretive control to explaln

Why nofh,ng can be changed In "going with the flow," she retains a

Sense of control that will protect her agalnst future dlsappolntment,

Subject 3

T ‘
‘h§~lﬂ view
SUbJec+ Is a 37-year-old dlvorced black female. She Is employed
S3 has experlenced repeated

A "“tographer for a Federal agency.
he has had some 40 Incldents, the most

“XUal harassment, She sald
under the pretext of massaging

Fecent of which Involved a worker who,
Infuriated by

y up to her crotch,

her 'njureq leg, reached all the wa
him to hls supervisor. The supervisor sought
1 him

h
action, st | ror
y her demands for the man's removal

to MolTfy | so that she would modf
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from the department. S3 refused until she |earned that the man was not

far from retirement. Then she decided that she did not want to be the

cause of a "brother's" losing his position. It was arranged that he

would no longer enter her area. The Incident was very upsetting to her.

She sald she felt guilty and she didn't know why. While she held him

responsibie for his behavior, she believed that his environment
encouraged it.

Earlier experiences had occurred both on and off the job. Men at
work had ogled her and made remarks. (As a defense she began to wear
slacks and a long lab coat, believing it was her manner of dress or de-
meanor that encouraged them.) A supervisor had touched her repeatediy.
A friend's husband had tried to seduce her. A strange man had pulled
her intfo an alley and tried to assault her while passersby looked on.
There were two Iincidents of rape: one by a cousin when she was 7, and
one 10 years ago, by a former schoolmate. She did not report any of
the incidents until recently, when she decided that this was her best
defense at work. She had never told anyone about the rapes until this
interview.

S3 is the oldest of three children. She has several half brothers
and sisters, born of her father's previous marriage and numerous rela-
tionships. She grew up in a largely biack city, known for its high crime
ra . bt because her father was well known, she was well protected.
The atmosphere at home was good when her father, an alcohol ic, was not
there. Her mother worked and assumed al| responsibi|ities for the home,
her childi 1 and her husband. S3 always felt that her father did not

love her, although he was concerned about her. Her mother withstood a
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great deal of abuse before she finally became angry and asserted herse| f.
S3 made an effort to avold confrontations at home with her parents or
with her siblings. She is now more willing to speak her mind, but stij]|
avoids becoming involve in family problems.

S3's marriage lasted five years. Her husband was a compulsive gam-
bler, who left her with ¢ | the bills and the responsibility for raising
their two children. He was in the military and was overseas for several
years. During that time, S3 avoided other men (she generally avolds
physical contact of any kind), but her husband had many affairs, She
tried fo give him everything he wanted, but there was no sharing in the
relationship. After their divorce, she was not able to support herself,
so she continued to |ive with him In his house and to provide him with
money, knowing that she would never get It back. She says she feels
taken advantage of, disgusted and gulilty. She Is especially angry be-
cause his adult children came to |ive In the house and she was forced
to assume responsibil ity for their upkeep, despite one son's drug addic-
tion.

S3 describes herself as someone who cannot say "no." She [ lkes
people ¢ d can't stand to see them suffer. She Is optimistic and ioves
children. She says that on all Issues but sexual harassment she tends
to avold confrontation. She assumes a stoic and submissive stance until
conditions become so unbearable that she becomes angry. This anger is
rarely expressed because she finds that anger Interferes with her abl!ity
to think rationally. Consequently, she gives into people, avolds them
and feels gullty and helpless. This inability to confront, she bel leves,
stems from a lack of assertion skills, which she hoped to learn in this

workshop.
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Questionnaire

S3 considers all inappropriate sexual behaviors to be bothersome
and sexually harassing, She had a long history of sexual harassment
and reported some 40 incidents, among them, two cases of rape. In each
case she wondered what she had done to create the situation and concluded
tha situational factors were to blame. She recently took to wearing a
smock and slacks to conceal her body from the men at work. Prior to
the training, she anticipated that these were the most effective ways
to deal with sexual harassment, but she didn't know whether they changed
anything. Following training, she anticipated that behaviors of primary
control, threatening and direct action, would be more effective, but
she did not use them. She continued to use denial and, to a |esser extent,
avoidance. She took no direct action other than to threaten and made
no effort to report the harassment, but she perceived these actlions to
be effective. This Is consistent with pervious studies of externality,
as reflected in the locus of control scores of 19 and 15.

This subject has a long history of [llnesses and accidents. She
contracted a virus In 1966, which paralyzed her for two weeks. [n 1979,
she was hit by a car and still suffers back pains. Corrective surgery
has been recommended for her neck and leg. She has galned a lot of
weight In the past five years and suffers from exzema. She listed 13
physical and 7 emotional complaints prior to training. Following
training, the physical had been reduced to 2, and the emotional to 5.
Conclusions

S3's behavior Is consistent with her early experience, her mother's

mode! and her locus of control. Perseveration In the absence of positive
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reinforcement is characteristic of externals. S3's wide range of attempts
to deal with the harassment indicates effort on her part to stop it.
However, she recognized that her efforts were Ineffective. Her reliance
on denial and avoidance reflects behaviors of secondary control in that,
by using these techniques, she attempts to adapt to conditions that she
bel leves she cannot change. This pattern is repeated throughout her
personal history. She Is wary of confrontation and afi Id of anger.
She assumes a passive stance and refuses to confront until the situation
becomes untenable. Eventually, she assumes responsibility for other
people's behavior and feels guilty about having contributed to it.

This behavior Is charactristic of adult children (of an alcoholic
parent) who assume the role of "hero" in the household. Feelings are
denied and never discussed and the child comes to bel ieve that it Is
his/her responsibility to correct the problems of the home. Unable to
do so, the child feels guilty and continues, in adulthood, to try fo
bring about these changes (Woititz, 1983). Prior to training, she made
some use of threatening and reporting. Following training, she used
threatening to a greater extent, but made no effort to report the inci-
dents. This indicates that training had provided her with new skills
for direct confrontation. The addition of threatening to her response
repertoire indicates that S3 feels that change is possible through behav-~
lors of primary control. This change is also reflected in drop In
physical symptoms from 13 to0 2, and In emotional complaints from 7 to 5,

indicating an improvement in her mental health.
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spoke about her personal feelings if something bothered her. She would

be quiet and not answer her husband. Thus, tension existed, but was

concealed from the children., |f someone had to yleld, It was her mother

who did. Communication between the parents and children was not open.

Topics such as killing and sex were not discussed in the home. As a
result, S4 knew very |Iittle about e dangers she might confront.

S4 is married and says that when problems arise between herself
and her husband, they are discussed. Sometimes they agree to disagree,
but should someone have to give in, she usually does, albeit reluctantly.

S4 describes herself as shy and quiet, a thinker, but not a talker.
She thinks she Is too trusting. She says she Is responsible and a hard
worker, able to handlie situations. (This coincides with her locus of
control scores of 7 and 9). Her difficulties arise in her inability to
be as outgoing as she would |ike, for fear that others might misjudge
her and see her as leading them on. Because of this, she does not know
how to deal with men on the job. Situations In which a male Is the boss
are difficult for her. In dealing with such problems, she employs denial
and avoldance and attributes the cause to her own behavior. She Is
general ly shy about confronting people and prefers to say nothing because
she Is unsure If it Is her place to do so. She says that she doubts
that her parents would ever confront anyone elther. While she Is open
to advice (such as that given by her husband that she report the man),
she rarely acts on It, hoping that it will stop by itsel f.

Questionnaire

S4 bel leves that all Inappropriate sexual behaviors are bothersome.

However, she did not classify them all as harassing. She has had three



Sexual Harassment Workshop
109

experiences of sexual harassment. In all three cases she relled upon

denial and avoidance and took no direct action to stop It (other than

To mention 1+ to her supervisor). She felt suprised, angry and unsure

what to do about it+. She wondered what she was doing that encouraged

IT.  This is consistent with her self-description of being capable and

responsible and with her locus of control scores of 7 and 9, which re-

flect her sense of personal accountabil ity.

Prior to tralning, she anticipated that nothing she could do would

be effective. She was unsure about the effectiveness of behaviors of

Primary control and recognized that behaviors of secondary control might
be detrimental to her. Following training, the anticipated effectiveness

remained unchanged, but she perceived that behaviors of primary contro]

had been more effective. No further Incidents were reported, but she

sald that she had become very watchful and cautious about people who

approached her during the day. This behavior ceased when the harassment

did not reoccur during the month following training. She had worked

out a plan In her mind as to how she would respond If he did approach

her,

S4 reported very few physical or emotional symptoms, other +han

tension headaches prior to testing. These ceased to occur during the

month following training.

Conclusijons

S4's behavior reflects her early fraining of trusting people and
avolding confrontation. Her use of denlal and avoldance are not syr-

prising In Iight of her earlier experience with sexual harassment when
she faiied to report It for fear of not being believed. In addition,

the topics of sex and/or violence were clearly avoided In her parents!
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Interest In the world around her and her Imagination. At the same time,

she sees herself as fat and is very sensitive fo comments about her pro-
porfions. She says she is lacking In discipline, without a sense of
responsibiiity, and occasionally foo confrontive with people. Contrary
to Indlan custom, she Is living with a man, a medical student, whom she

does not Intend to marry. She has not told her parents, nor does she

intfend to do so, although she thinks she should fell them before someone

else does. She has, In the past, found herself ostracized by other mem-

bers of the Indlan communi+ty because of her open association with males,

her drinking, smoking and cussing. She belleves that the "guys" fee]

that she is "an anathema" fo them and that they have recently begun +o

make nasty comments. She has begun fo confront them about [t and feels

better for having done so. She does not belleve that her behavior has

been the cause of either tt harassment or the comments. She attributes

it entirely to her being "black." Were she white, they would not do
If.

Questionnaire

S5 finds all Inappropriate sexual behavior to be bothersome, as

well as sexually harassing. While she notes some 20 experlences of sex~-

ual harassment, only two are described in detali. She reported these
Incidents to friends and family, but she generaily attempted to make a

Joke of |+. She was uncertain, prlior fo training, as to whether such

behaviors of secondary control might be effective and perceived that

nothing had Improved. Immediately foliowing fraining, she anticipated

that behaviors of primary controi would be most effective. But one month

later, she was no longer certaln and percelved that behaviors of secondary
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control had been highly effective. No prediction of her behavior may
be made from her locus of control scores of 11 and 10. The Incident
she described In the follow=-up questionnaire involved a confrontration
with her boyfriend. This did not Involve sexual harassment, but deal+t
with "power." She refused fo agree fo leave a party until she was ready
to go. She described her behavior as childish, but felt satisfied that
she had made the polnt that she could not be coerced. Simllar incidents
of confrontation with the boyfriend were described during the month fol-

fowing tralning in which S5 Insisted upon her Independence. During

that month, S5 lost her job because the term came to an end. She wanted

to reapply but was afrald because she feared that the harassment might

resume.

S5 experienced a wide range of physical symptoms (9) prior +o

training. Following training, the number of physical complalints had

dec| Ined +to 4 but the number of emotional complaints had Increased from

2 t0 11. This decrease in physical and increase In emotlonal complalints

was characteristic of external subjects.

Conclusions

S5's behavior Is inconsistent with her cultural background and

cannot be evaluated In Iight of her locus of control scores (11 and 10),

She tends to make good use of Information and situations, which Is

characteristic of internals, but she Is devious in her use of avoldance

and denlal. She knows that her father would object to her fIving

arrangements and would refuse to support her; so she doesn't tell him

and contlnues to take his money. In |lke manner she acknowledges that

her boyfriend owns the car and provides ! ' with food and clot , but
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she Insists that she is completely indpendent while continuing to take

his money. She was aware that her supervisor had a bad reputation when

she took the Job, but she agreed because he could give her a referra]

to Harvard, which she wanted. S5's behavlor appears to resemble the

Machiavel | an approach described by Phares (1976). "Whereas internals

seek objective control of the environment, high Mach people seek a form
of power through manipulation of other people [which results] not from

a bellef In their own power or effectiveness but from a pervasive sense

of power|essness or lack of confldence. . . ." (p. 100). Machlavellian

behaviors are not specific to internals or externals. Internals may

resort t+o i+ when all personal efforts are exhausted, while externajs

may attempt I+ when placed in a situation requiring such action to obtain

a valued goal (Phares, 1976). S5 has thus Incorporated some of her mo-

thertsg manipulative patterns Into her own coping skills. She has a
history of back pains and during the training session had been unable

to sit in one position for any period of time. She eventually sat on

the floor., Her sensitivity about her body Image and her efforts to mani-

pulate situations Indicate a lack of self-confidence. She is more |ikely

to attribute bl ame to other people's unreasonabl e behavior than to examine

her contribution to the situation. While she expressed anger at her

having been sexually harassed, she was unaware that her having accepted
the position (with a man who was known to behave this way) precipitated
her having been victimized. This Inabillty to anticipate the consequences
or the effectiveness of her behavior tends to explain why, one month

after training, she reported that behaviors of secondary control had

been most effective In dealing with Issues Involving confrontation.
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The pattern of attempting to manipulate events and people was further

evidenced during the week following pletion of the research project when

she failed to return the questionnaire. In response to a telephone re~

quest she blamed the post offlce and sald It had been maiied on the date

requested. |t was received the next day.

While there appears fo be no behavioral evidnce for change, the
shift from physical to emotional complaints suggests that some change has
occurred. How thiswlil| be reflected In her behavior cannot be predicted.

Subject 6

The Interview
Subject 6 Is a 36-year-old, single, black female who enrolied |n

the workshop when she lost her jJjob as a resuit of what she called

"harassment on the basis of sex." She believes that a co-worker, with

whom she came into conflict was being sexually harassed by their mutual

Supervisor, a man who was a friend of S6's family. Because of her

knowledge of the law, S6 obtained the job with the D.C. Government
reviewing law briefs. The supervisor would leave work at noon with her

Co-worker and they would be gone for several hours, leaving her +o

complete the co-worker's assignments. When she protested, the supervisor
created a hostile environment, |imiting her phone calls, Interrupting
her lunch, and creating conflict between her and the peopie with whom
she worked. When she bec e aware of what she felt was the superyisor's
manipulative behavior, she discussed it with the co-worker, who suggested
that she, too, develop a "special relationship"™ with him. $6 told her
family and friends about the situation, but realized that no one could

help her. She felt angry and suffered from loss of self-esteem as a
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results of the supervisor's denegrating her work. After 90 days, she

was let go as part of a reduction In force. She felt that she had been

Sexual ly harassed and flred.

She had had one previous experlence of sexual harassment In col|ege.
A man (also a friend of the family) had rubbed his hand across her

breasts. She was Infurlated and spoke to his secretary about [+, By

accldent, she discovered the solution because the secretary was Invo|ved

With him and confronted him each time that S6 compiained. This put a

stop to the harassment. However, had she known about theilr relationship,

S6 would never have told the secretary.

S6 Is the older of two girls. There are ten years between them,

SO that she feels that more of an aduit-chiid relationship existed
between them. Both her parents worked, her father by day as a soclol ogy
Instructor at a university, her mother, by night, as a nurse. They split

the child~rearing responsibilities until S6 was old enough to begin to

ook after her sister. At that time, her father developed alcohol Ism,

but his condition did not begin to seriously disrupt the home unti} she

went away to college In Callfornia. She recalls that her mother went

to great pains to shlield the girls from the effects of his drinking.
She described her mother as a passive, resistant person, who Ignored

her husband's behavlor and did not confront him openly. I+ was her father

who was outspoken and domineering. Because she was away at the height

of his drinking, S6 retained a positive Image of her father, so much so
that she has been unable to find a man who treats her as well as her

parents did. She continues to llve at home and Is stll}| not flnanclally

Independent.
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S6 describes herself as spontaneous, open, articulate and caring.

She sees herself as traditional. But she also recognizes that she tends

to proscrastinate, to be argumentative, outspoken and oversensitive,

While she Ilkes challenges, she resists change. Washington has fal|eg

to meet her needs for professional development. She did not complete

her Ph.D. several years ago and now bel leves that If she Is to succeed,

she must do so. She sees It as the key to the power structure that wij|

put her on an equal footing with men. She describes the harassment at

work as a power struggle In which men seek to capture and control +he

Youthful spontaneity of women, which they find sexually attractive., As

a result, her efforts to challenge and question are repeatedly thwarted

and the weapon for dolng so Is sexual harassment. She belleves that

Callfornla has a much healthler attitude towards women and she would

I'lke to go back, but she has no Immediate plans to do so.

Questionnaire

S6 Is strident In her bellefs about bothersome and sexually haras-

sing behaviors and conslders them one and the same. She has had +wo

such experiences and reported them to friends and co-workers. She did
not confront the harasser In elther case, nor did she feel that she was
I'n any way to blame, but she hoped that somehow things would get better.

Prior +o training, she anticipated that behaviors of primary control

would be most effective. This anticlpation was even greater Immediately

following training. One month later, she anticipated that behaviors of

secondary control would be more useful. However, at neither time did

she perceive that she had been successful In changing the situation,

Her reluctance to take any action on her own behalf Is In conflict with
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her focus of control scores of 10 and 7. Emotlonal complalnts predomi-

nated over physical complaints (8 vs. 3) prior to training, but none

were reported a month |ater.

Conclusions
S6's behavior Is in keeping with her rational, inteliectual approach

to Ilving. She Is somewhat strident In her oplinions, demanding (during

discussions In the workshop) that people change their behavior +o al low
for complete freedom for the Indlvidual to behave (and dress) accordlng

to his/her personal preference. She tends to disregard the concept of

stimulus and response, expecting completely rational and Just behavior
from everyone. Thus, she feels that she should be able to walk naked

down the street and be unafrald of being assaulted. This tendency to

assign responsiblil ity Is characteristic of internals who belleve that

because they accept responsibility, everyone else should too,
Having been ralsed by her parents as an "equal among adults," Sg

Is accumtomed to belng consuited about decislons. She has difficulty

dealing with authority and was totally unprepared for what she refers

to as "harassment on the basis of sex." Her mother did not mode| con-

frontation skiils but went to great pains to protect her daughters from

the effects of their father's alcohol ic behavior. As In other alcohol Ic

homes, denlal and refusal to dlscuss the problem or confront the alcoho-
l'ic were the rule. S6 became the parental child to her sister ang claims
to have been unaffected by her father's drinking. Nevertheless, the
fact that she continues to | lve at home and has been unable to find any-
one who would treat her "as well as her parents have" Indicates a strong

dependency upon her parents and an inability to achleve financial and/or
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emotional Independence. This vasclliation between dependence and |nde-

Pendence is reflected in her choice of behaviors of secondary control,
which allow her to see "how things will work out." Each of her Jobs has

come to her from a friend of the family and she says that you must known
someone to get a Job. The pattern of walting while wishing for change
reflects an inability, or unwiillngness, to make choices. It would ap-

Pear that she has developed an intellectual concept of what should be
which masquerades as an internal score on the locus of control scale,
As a result, a conflict exists between what she anticipates Is appropri-
ate and her ability to potentiate those anticipations.

S6 experienced no further harassment following the workshop. The

deciine in physical and emotlional symptoms from 11 to zero Indicates an

Improvement in her mental helath. However, no evidence is avallable to

conclude whether she made use of the skills for confrontation presented

In the workshop.
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Chapter 5: Summary, Conclusions and Recommendations

The material assembled for thls project Intended to be used in

an Industrial setting, where the relatlionship of sexual harassment to

Productivity might be explored. Initial efforts to implement the study

were greeted with in ‘est from the business community, but none agreed

to participate. Attempts were made to secure volunteers by adverflslng

In the newspapers and on TV and con :ting members of the helping

professioli._, who were In position to refer victims. Only six subjects

were Identified and it was decided fo proceed with the study using a
single-case design to determine I[f tralining infiuenced the abll ity of

victims to cope successfully with sexual harassment and whether +hat

abllity wi related to locus of control.

Six female subjects participated. Each subject fllled out a

questionnalre about her experlences of sexual harassment and compieted

the Rotter Internal-External Locus of Control Scale. Exter jve

Interviews deal Ing wlith the subjects' personal historlies were

conducted. All subjects were then Involved in a one~day tralning course,
which was designed to provide Information about the history of sexual

harassment, the laws that have evolved pursuant to the Civi| Rights Act

of 1964, and techniques designed to help the victims +to defend

themse|ves. immediately following the workshop, subjects completed a

questionnalre about thelr willingness to try new behaviors and what they
anticipated might happen If they did these things. During the following

month, they completed three fol low=up questionnalres about thelr week|y

experiences with confrontation and sexual harassment. The origlnal
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Questionnaire and the locus of control scale were readministered one

month after training. On the basis of their scores on the Rotter Scale,

Subjects were designated either "internal® or “external." There were

three of each.
The Findings

In presenting the findings In this study, the 1 iIrcher has rej jed

upon the opinions expressed by Kazdin (1982), Hersen and Bar]ow (1976)

and Risley (1970). The data re,. » 1ts a variety of measures re|ated

to the behavior of coping with sexual harassment and is reported on the

basis of visual Inspection of the means and correiated t tests., |t jg

the opinion of the researchers herein relied upon that while statistical
evidence may provide evidence that the change In behavior Is reliable,
only +the exper imental design can provide information about what caused
(The reader is referred to Appendix N for the results of

the change.
the correlated t+ tests and to p. 7 for the statement of the hypotheses.

Findings Related to the Hypotheses
The questionnaire revealed that five of the six sub jects

Ho, 1:
agreed, prlor to tralning, that uninvited sexual attention constityted

sexual harassment. Following training, this view was held by all sjx.

The nyt | hypothes|s concerning conceptual ization could nejther be accepted

nor rejected since convincing statistical evidence was unavailable. |+

may be that subjects came to substitute the term sexual harassment for

bothersome and that no change in attitude actually occurred. (The reader

is reminded t+hat the Intentlon of this question was to sensitize subjects
to the definition of sexual harassment as presented in the questionnalre

and that there was no intent to Imply that any changes In attitude con-
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cerning the definition were the result of training.) However, j+ shoul d

be noted that S2, who did not consider behaviors to be sexual ly harassing

prior to the workshop, changed her mind followling training. In the ap-

sence of changes In other members' scores, one must conclude that training

(or participation in thls group experience) Influenced her decision,

since she alone dlssented from the group's opinion.

Ho. 2 and Ho. 3: The number of Incldents decreased sharply for

four of the six subjects over the next month. This change was statjs-~

tlcally significant, t (5) = 4.75, p <.01. The number of Incldents

reported also decreased, but this was not statistically significant.

Visual inspection of the data (Table 6) reveals that while Si exper |-

enced only one Incident, she reported It five times. $S3 no I onger

reported the incidents although she experienced four. Combining the

data to create an average of post-test scores results In the following:

The number of post-test Incidents = 5. The number of post-test reports

= 5. Using comblned Information one might mistakenly conciude that aj]

Incidents were reported.

Ho. 4: While Internais tended to report Incidents at a higher rate

than externals both prior to and following training, thus rejecting the

null hypothesls, t scores for reporting behaviors (taking action - Tapje

9) falled to reach statistical significance. This may have been the

result of the extremely small number of subjects (three in each group).

Ho. 5: None of the behaviors of control employed reached statis-

tical significance when the group was divided on the basis of |ocus of
control (Table 8), probably because there were only three subjects iIn

each group. However, visual Inspection clearly reveals changes In the
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Use of behaviors of control of internals and externals. Avoidance and

denlal were the behaviors of control most used by all subjects, regard-

less of locus of control prior to training. While avoldance techniques

declined for all subjects fol lowing training, denial contlinued to be pre-

ferred by externals. At the same time, thelr use of avoldance decl Ined.

Externals also Increased their use of threatening, but failed to take

any direct action. Avoidance was employed by Internals more often than

by externals, both prior to and following training. Thls tends to contra-
dict earller research findings (Rothbaum, 1982), that externals are more
likely to employ behaviors of secondary control. The use of these behay~

lors appears to be unlversal when subjects are presented with a prob|em

whose solution [les beyond the realm of their experience. Externals

Increased thelr use of threatening behavior, but stopped short of takIng

any direct actlon to report following fraining. This represents a shif+

In locus of control for externals, since threatening Is a behavior of

primary control usually attributed fo internals. Here, again, we hesl~

tate to state conclusively that change has occurred. However, the

findings to indicate that tralning may, indeed, Influence |locus of con-

trol.

Ho. 6: Immediately following training, one external subject anti~

cipated that behaviors of primary control would be very effective if

undertaken. Only one subject, an internal, anticipated that behaviors

of secondary control would be most effective (See Appendix R for scores).
Because behaviors of primary control are usually preferred by internals,

the anticipation of the success of behaviors of primary control by an

external represents a change In locus of control. However, In |ight of
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our findings that Internals employ behaviors of secondary contro| (contra-
dicting Rothbaum's 1982 findings that externals choose these behavlors),

The anticipation of the success of these behaviors by an Internal no

longer Is cause to reject the null. Further study Is necessary before ga

decislion can be made.

Ho. 7: There were changes In scale scores on the post-test of +the

Rotter Scale, but no subject was reclassifled as a result.

Findings Unrelated to the Hypotheses

Visual Inspection of the means revealed information that might have

been obscured had the study been designed to observe only locus of con-

trol and not speciflic behaviors of primary and secondary control. Most

notable among these was that avoidance was the most |ikely behavior +o

be selected by subjects regardiess of locus of control. It was expected

that following training, subjects would select behaviors of primary con-

trol which were taught during the workshop. While there was a move in

that direction, denial supplanted avolidance one month fol towing +ralnlng.
Sub jects reported that they did nothing, Ignored the behavior, or made
a Joke of It. Behaviors of secondary control reached statistical signi-
ficance, t (5) = 8.32, p <.001, but the change was Internal (from avoidance
to denial).

The internal subject, S1, took direct action and denial and avoldance
decreased. This Is consistent with the behavior of internals reported

In +he | iterature. The external, S3, continued her use of denial, aj-

though avoidance declined and was replaced by threatening, Her yse of

behaviors of primary control was a projected outcome of training, but
contradicts the |iterature with regards to the behavior of externals.

More consistent with the | iterature was her continued use of denial,
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It Is Interesting that where subjects! scores approached the med]an,

behavior became less predictable. It Is hard to classify these subjects

as Specifically Internal or external since both the median and the mean

hovered about 10 and the deviation was approximately 4.5, The tocus of

control scores of +hese subjects did not accurately reflect their behay-

for. S5 was classifled an external with locus of control scores of 11

and 10, Since she was Hindu and an immigrant as well, It was to pbe

expected (Rotter, 1975) that she would be passive and assume the more

fatalistic stance of her cultural background. She did neither. S6, a

black who was classified internal (10 and 7) was expected, on the basis

of her race (Rotter, 1975) to be more external In her score. She proved

to be one of the "defensive internals" described by Rotter (1966) who
masquerade as Internals (on paper) but actually view the worid from the

Perspective of an external, relyling upon more powerful others and depen~

dent upon external forces.
Differences In anticipated effectivenss of behaviors of secondary

control were found to be significant for pre- and post-testing (+ (5) =

3.85, p <.05). Although the change in anticipated effectiveness was

significant, four of the six subjects predicted that such behaviors wouid

be Ineffective (Table 7, Appendix T). Simllarly, correlated t+ tests

for the pre- and Immediately posf-fralnlng tests of behaviors of secondary
control were signlficant (t (5) = 7.75, p <.01). While this was not so
for behaviors of primary control (no significant change was found), Figure

7 (Appendix T) reveals that four of the six subjects anticipated that

behaviors of primary control would be much more effective.

Perceived effectiveness of behaviors of secondary control and per-

celved effectiveness of any combination of behaviors reached statistical
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significance. Here, again, visual Inspection of the means (Figure 8,

Appendix T) polnts out that the group was divided about effectiveness,
Two Internals found behaviors of primary control more effective; +wo

externals preferred behaviors of secondary control; two falled to re-

spond.
Table 14 reflects the overall response of the group, i.e., that |+

I's better to do something than to do nothing at all (+ (5) = 4.73, p

<|05) .
Conclusions and Impl ications

Although this study Is Iimifed In scope by the small number of
Subjects, evidence appears to Indicate that victims could dlfferentiate

between sexual harassment and bothersome behaviors. Whlle externals

experienced more Incldents of sexual harassment, they seemed |ess

I'lkely than Internals to report them. When subjects did report, they

sought out friends, relatives and fellow workers, none of whom were [n

Positions of authority. It would appear that they were seekling morai

support rather than change, since change would require some form of

confrontation. |t was not possible to determine whether training altered

this pattern because of the decrease In Incldents during the one month

following the workshop. However, the Internal subject who continued to

exper lence sexual haassment did continue to report at a higher rate than

did the external subject who told no one.
The choice of behaviors of primary or secondary contro| In deal ing

with sexual harassment seems to be governed more by experience wi+th con-

frontation and a knowledge of confrontation techniques and Interpersonal

skills than by locus of control. Each of the women described a home |n

which confrontation was either avolded or inappropriately hand|ed. During
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thelr developmental years, each had had to deal with one or more of the

fol lowIng problems: Isolation as a result of peer rejection; highly

Stressful environment conditions (growing up In a dangerous area); |ack
of communications between chiid and parent on matters concerning sex
and persona| (physical) boundaries; highly stressful famlilal conditions
(@ mother who threatened suicide; a hypochon_. .acal mother; parents who

verbally abused each other; a father who was alcoholic); unusual attach-

ment to parents to the exclusions of same age friends. These condltions

were not | imited to externals or internals, but were experiences shared

(to a greater or lesser degree) by all participants. Only Subject 1

was able to take actlon on her own behalf and she learned to do this at

a8 seminar on assertion. |t should be noted that she contlinued to exper-

lence interpersonal dlfficultles at work, probably because her manner

had now become too strident. Subject 3 had recently begun to report,
but generally, did not do so. For the most part, subjects adopted the

confrontational styles of thelr mothers (l.e., they didn't confront).
One developed the manipulative style of her hypochondriacal mother.

Another fal|ed completely to detach from her parents, so that each job

she got involved a friend of the family. Al'l depended upon denial and
avoldance, which proved to be no defense at all. The evidence would

seem to [ndicate that a strong relationship exists between fallure to

learn confrontation skills and the experience of sexual harassment,

site the flindings concerning confronfation, the research does

D
tend to Indicate that training vict..s In niques to cope with sexual
'd thereby I s

~

ha ssment aiters their anticipation of succ

Successful outcomes are then perceived as

Them to attempt new haviors.
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more successful than anticipated. Thls relnforces Rotter's theory that

expectancies are learned and that the anticipation that a given behavior

Will be successful Increases the potential for that behavior +o pe

attempted.

The questions may be asked: Is this a normal sampie of the popu-

fation given the wlde variety of backgrounds and experlences of the

Subjects? One might be Incllned fo conclude that most people rarely

experlence the things described by these subjects. However, rareiy do

We Interview research subjects In such depth. Nor Is It unusual, when

reviewing the history of sexual harassment, to discover personal hlstor-

les that appear to depart from the average | ife experlence. However,

It Is +he opinion of the researcher that this sample cuts across the
normaj population with regard to age (25 fo 37, the largest group so

affected, MSPB, 1981), sex (most victims are female), marital status

(never married to dlvorced), mental health status (few emotional com-

Plaints +o many such complaints), physical health (many somatic

complaints to none), experlences of harassment (less severe to rape),
employment (clerical to managerlal) and education (no college to ABD),

The group Is raclally representative (40% black, 50% white, 109 for-

eign) of our community, as well as economical ly representative (from

completely dependent flinancially to completely Independent). Kazdin

(1982) views thls diversity as important In making Inferences about the

Causal Ity of treatment. n|f change Is demonstrated among several c|lents

who differ In subjective or demographic variables . . . the Inferences
that can be made about treatment are stronger than If this diversity

does not exist" (p. 91). Conversely, Barlow and Hersen (1984) point
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out that one of the pitfalls of a truly random sampie In applied research
Is that the more adequate the sample, in that all relevant Population

Characteristis are represented, the less relevance wil| this finding
have for the specific Individual. The major Issue here is the contention
that the better the sample, the more heterogeneous the group. The authors
contend that greater diversity results In specific effects of g glven
treatment on an Indlvidual with certaln comblnations of problems becoming
lost In the group average. Thus, rel lance upon group averages and fal|ure
to refer to Indjvidual scores obscure the effects of treatment and the

Individual clinician would be unable to differentiate helpful from harmfuyl

+echniques (Chassan, 1969).
The value of the tralning approach cannot be discounted because of

the tenative nature of the findings. Training programs offer an oppor-

+un!+y for education, group Interaction, modeling, experimentation,

reinforement and cognlitive deveiopment unavailable in other forms of

Intervention. While change in this study may not be obvious, it s ey]-

dent that small changes, painstakingly Implemented, result in altered

(and, hopefully, more positive) expectations, behaviors, and perceptions,
Limitations

The use of the single-case design has | imitations reminiscent of the

French proverb, "Entend une cloche, entend une sonne." (He who hears one

bell, hears one sound.) However, the careful conslideration of each case
,n—depfh al lows the researcher to explore areas of concern that would

Rotter (1966) recognizes that the Locus of

Otherwise go unnoticed.
Contro] Scale Is | Imited in Its abil ity to discriminate Individuals and |s

more syj+able for Investigationof group differences. However, when viewed
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from +he Perspective of behaviors of control In conjunction with detalled

Personal histor|es and other test data, [t can provide guldelines for

undersfandtng responses of subjects In situations which appear +o have
become hope| ess,
It has been suggested that no real change occurred and that subjects

merely learneq that repeated, uninvited, and unwanted behaviors of ga

Sexua| nature, whllie bothersome, are actually sexual harassment and, as
a resul+, began to refer to them as sexual harassment. Whlie this seman-
tic alteration is quite possible and even very |ikely, It does not alter
the resuits of the study, i.e., that, overall, it appeared that avold-

ance apg denial continued to be the behaviors of cholce following

Tralnyng_ It Is only when we examIne the means on the basis of |ocus

of controj that I+ becomes more evident that externals are more |lkely

than

Internals to employ denlai rather than avoldance, and that they
are Jess I Ikely than Internals to take direct action following training

(Tabj e 8). The greatest difficulty In Interpreting these numbers | jes
not 1p the semantic alteration but In the severe tIme constraint to which

the research was ul+imately conflned. Sexual harassment Is a process

hat develops over time. Because the follow=up was restricted to a one
month perjod during which time three subJects got new jobs, It was not
POSsIble +o determine how (or If) they would have used the skilis they

learneq 1y, the workshop.
Is this, then, a problem that Is amenable to training? In view of
’ 14

the findings that internals are more | Ikely than externals to take action
fol oy Ing training, wemight concl ude that Intervention might be effective,
14
I+ Is also possible that most people

espeC'ally for Internals. However,
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emp'OY behaviors of secondary control successfully and fee| that they

°re handiing the situation to thelr satisfaction. (This would account

for the fallure of more victims to enroll In the workshop.)  Never-

*heless' this conclusion tends to oversimplify a highly comp| ex,

C0n+rovers;a, and political Issue. The fact that people In thirg world

Countries reject medications for Illnesses because they are unfaml| |ar

With them does not diminish the severity of thelr [linesses, nor the

It merely points out the need for more edy-

Value of the med|cation,
€ on, Simllarly, because victims think they know how to cope with

Sexua| harassmenT, does not necessarily mean that they are doing so.

The situation has consequences for physical and mental well being dis-~

CUssed n +his study (Table 15), as well as economic repercussjons

dlscusseq by other researchers (MSPB, 1980). What Is needed Is more

EduCaf]on' not less, but the problem of how to go about providing |+

"emalns unresolved.
The question of the adaptive or maladaptive nature of behaviors of

prlmary VS. secondary control Is not addressed In this research. Lazarys
(in Breznlfz, 1983) djscusses the circumstances under which denfal or
voldance may yleld elther positive or negative outcomes, saying that
deniaj has been shown to be beneficlal to morale and recovery when peop|e
have experienced Incapacitating physical or emotional trauma, but also
atal, as when physical symptoms of cancer or heart disease are neglected,
In discussing "problem focused coping" and "emotion focused coping" he
POInts oyt that the former requires changing a damaging or threatening

re’aflon hip between person and env]ronment (sexual harasser) and the
ship be

+inq the emotional distress produced by that refa-
ating

ter requir ; regul
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ﬂOnsh'P (the experience of sexual harassment). Clearly, thls creates

N amblguous situatlon where the Hwo coping strategles may conf|jct,

Problam focused coplng requlres action, whereas emotion focused Copling

Is Internaj. Lazarus also refers to the time-related Impl Ications,

S8y Ing that It the same stress Is encountered repeatedly, "denial (which

coutd keep up morale and keep down stress) will prevent ultimate mastery"

(p. 24) of the situation. Finally, he concludes that "It is far more
dangerous to deny what Is clear and unambiguous than to deny what cannot

be known for certain® (p. 25). He concludes with the observation (sup~
Ported by Rothbaum, 1982) that there Is a difference between denial of
fact ang denlal of Implication and that the use of denlal has been shown
to aig effective adaptation. Whether denlal Is situationally adaptive
'n cases of | cual harassment remains to be explored.

Recommendations for Future Research

This project has been frought wlth Innumerable setbacks, the mos+

sfr!king of which appears to be +he fallure of all efforts at advertising
The

to 'nvolve ef+ther business establishments or Individual subjects,
Feason may be indlgenous to the topic Itself. Sexual harassment fs an
€motiona| subject which Is greeted simul taneoulsy with ridicule and ser~

lous resolye. Victims are afrald to come forward for fear of Jeopardizing

thelr jobs They know that to complaln Is o fnvite frouble, to be |ab~
hat they will never advance whije

eled 3 "+roub|emaker," to ensure t
employed where they are, and to Increase the |ikellhood of thelr josing
b4
*™heir jobs. oOn the other hand, not fo complain ls fo court physical,
S. n
®motional and psychologlcal distress, all of which can result in the

Same  itcome: Josing thelr jobs.
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Emp'oyers are no more anxious than victims to pursue +he toplic,
although they reallze that the law currently favors the victim, They

Would rather "not glive people Ideas" by providing Information beyond

the Statement that sexual harassment Is Illegal. The assumption widely

held Is that 1¢ you don't Invest a problem with too much Importance,

If training Is provided at all, |t js the

'n time, 14 will go away.
Managers ang supervisors (whom the law holds accountable) who are

trained, Regrettably, these people are often the cause of the probiem.

FUrThermore, they are usually the court of last resort for the victim
Who has become desparate. This approach to training has been shown to

have cogt American Industry miillons of dollars In wages, health
Insurance clalms, unemployment Insurance, and lawsults because [t does

not recognize that the victim Is In the most strategic position to comba+

I+ would be most efficlent to traln employees at

Sexual harassment.
all levels of employment but, specifically, at the entry level, so as

' prevent the problem from developing.
Future resarchers may wish to inves~

Suggestions for future toplcs.

tigate the following topics related to this study:
1) What are the most effective techniques for Involving Industry

In Training projects such as this one?
e techniques for Involving victims [n

2) What are the most effectlv

trainin
g?
techniques for helping victims of

3) What are the most effective

SeXual harassment to help themselves?
| used most effectively by Inter-

4) What are the behavlors of contro

Nals? by externals?
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5) Under what clrcumstances do peopie select behaviors of secondary

control? Are such behaviors adaptive or maladaptive?

Concluding Remarks

The value of the research Iles not In Its Immediate findings (which
are Iimited) byt In Its ImplIcations. The fact that few subjects volun-

teered +o particlpate in tralning In no way diminlshes the severity of

the prob!em. If anything, It polnts out the difficultles Inherent In

addresslng the problem. While victims may belleve that they are copling
Successful |y, +the changes In physical and emotional responses of oyr

very smaj | sample belle that clalm and relnforces the concluslions of

the MSPR (MSPB, 1980) that there Is a great potentlal loss to the economy

from absenteelsm (due to the results of emotional and physical dlstress)

and from related health Insurance clalms. The conclusion that denia]

Comes to be substltuted for avoldance only adds to and Internal lzes the
Smotional distress of the ongolng experience.

It may be argued that behaviors of primary control are not superlor
To behaviors of secondary control, but merely different and that one
should, Ideally, strive for an adaptive blend (Welsz, Rothbaum and BJack~
burn, 1984y, Their study of Japanese culture reveals a basic philosophlical
difference between East and West, the former choosing to adapt to |ife

and merge with nature's current, the latter attempting to take contro|

of |ife and nature and by virtue of Its own power, alter I+. Glven these

™o Inherently antagonlistic Interpretations of man's purpose, [+ may be

More accurate to conclude that on the whole, behaviors of control are

Culturally defined but situatlonally selected.
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Clviy Rights Act, 1964, As Amended - Contlnued
s of non-

e)

f)

g’

An  employer may also be responsible for the act
employees, wlth respect to sexual harassment of employees |n
where the employer, (or Its agents or superv | sory

the workp| ace,

employees) knows or should have known of the conduct and falls

Immedlate and approprlate corrective action, In
nt

to take

reviewing these cases the Commission wlll conslder the exte
of the employer's control and any other legal responsibl| |ty
Which the employer may have with respect to the conduct of such

non-emp| oy ees.
for the ellImlnation of sexua)

Prevention Is the best tool
An employer should take all steps necessar to

hai ;sment.
prevent sexual harassment from occurrlng, such as afflrmative)
g

ralsing the subject, expressing strong disapproval, developin
a8pp rlate sanctions, Informing employees of thelr right +o
'd how to ral. , the Issue of harassment under Title

raj
V11, and developing methods to sensitize all cor__rned,

o 1=+~+ practices

ortunltles or beneflts are granted because
yhi;f ﬁﬁf*?%;ﬂ:pﬁ;OSSLmlsslon to the employer's sexual ad 1ces
or requests for sexual favors, the employer may be held |lap|e
for unlawful sex dlscrimination agalnst other persons who | e
qual 1f]led for but denied that employment opportunity or benef i+,
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RE
CENT COURT CASES - Continued

B-

Nothing In the complaint alleges . . . +that
the conduct complalned of was company directed
policy. « Mr. Price's conduct appears to

be nothing more than personal proclivity,
By his alleged sexual

pecularity or mannerism.
Price was satisfylng a sexual

advanc Mr.
urge. Certalnly, no employer policy Is here

Involved. . . .

I+ would be ludlicrous to hold that the sor+t

of actlvity Involved here was contemplated by
the Act. . . an outgrowth of holding such
a potential federal lawsul+t

activity to
every time an empl oyee made amorous or sexual ly

orlented advances toward another. The only
sure way an employer could avold such charges

would be to have employees who were asexual,

[1llams v. Saxbe (413 F. Supp. 654, D.D.C., 1976),

W
Allllams v. Saxbe

1.

Comp{alnant!s Posltion

Diane Willlams was hired In 1972 by the Justice Department
Information alde. She was twenty-three and

recently dlvorced. Shortly before she was hired, her
supervisor, the Justice Departmentts Pupjjc

Immediate

Information Offlcer, Harvey Brinson, began to make sexua|
advances. She rejected these advances for several months,
On May 9, 1972, Brinson sent Willlams a Mother's Day carg

that sald: "Seldom a day goes by wlthout a loving thought
Willlams continued +o

of you." I+ was signed "Harvey."

reject Brinson's amorous advances. A short time |ater he

began making resentful, snide comments about her. A fey
She flled a Tit|e

months |ater, WIlllams was terminated.
VIl complalint alleging sex discrimination In employment.

as a public

Company's Position.

The Justlce Department moved to have the case dismissed on
the grounds that sexual harassment s not discrimination,

Court's Opinion.

1976, U.S. District Court Judge Charles R,

On 0

RIchAe’;”lulzed' that retallation for refusal to comply with
sexual advances constlitutes sexual discrimination., = This
marked the first time a victim of sexual harassment was
succe: ‘ul In winnning a sexual harassment case. The Judge
ruled that Brinson's retallatory actions against Wi||iams
constit+uted an "artificial barrier To employment which was

placed before one gender and not the other."
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R
ECENT COURT CASES ~ Contlnued

C.

The Justice Department appealed and In 1978 (W11 lams v
Bell, 587 F.2d 1240, (D.C. Cir. 1978), the decision was

reversed and remanded to the U.S. District Court. This cour+t
found for the plalntiff, upholding her contention that +he
rejection of sexual advances resulted In her dismissal
(Wit''ams v. Clvilettl, 487 F. Supp. 1387 (D.D.C., 1980))

Inconsistencies were found In the defendant's case. |p +hé
recent ¢ ., he contended that he and Willlams had had ap
affalr, that he had broken [t off and that she had grown
vindictive. The court rejected this argument on the gounds
that Brinson (t+he defendant) had never mentioned +his before
and stated that "If thelr relationshlp had gone bad, he coul d

not flre her wlthout disclosing the nature of the prob|en:
Is excesslve.," This case

the opportunity for abuse
establ Ished that submission to the sexual advances of +he
supervlsor was a "term and condition" of employment.

Tomkins v. Publlic Service Electric & Gas Company, 568 F.2d 1044

1.

(3rd Cir. 1977), (New Jersey).

Complalnant's Position.

Ms., Adrienne Tomkins was an office worker for the Newark,
New Jersey offlce of Publ Ic Service Electric & Gas COmpany,
When she became el lgible for promotion, her boss took her

She alleges that he made sexual advances toward

to |unch.
her, and that he +hreatened economic reprisal [f she dig
She complalined to the company, and was

not cooperate.
transferred to a lower position. After a brief perfod of
She fliled a complaint allegling

time, she was t+ermlnated.
sex dlscrimination.

Company's Posltion.

The company moved to dismiss on the grounds that harassment

Is not a form of discrimination.

District Court!s Oplnlon.

e of whether sexual harassment Is a form of
On the Issu the Judge ruled In favor of the company,

discrimlnation,

stating:
lalntiff's view were to prevall, no

If the p
d, prudently, attempt fo open a
jgg?;:ogi;ngue w?fh any subordinate of elther
An Invitation to dinner coufd become an
lon to a general lawsult, If a once
ationshlp turned sour at some
n Inebrlated approach by

S6xX.
Invitat
harmonious rel

+ime |ater. And If a



Sexual Harassment Workshop

140

RECENT COURT CASES - Cont!nued

D.

a8 supervisor to a subordinate at the offlice

Christmas party could form +the basis of a
federal lawsult for sex discrimlnation |f a
>flon or a ralse |s later denled to the

‘dlnate, we Id need 4,000 fe r; J jes
Instead of some 400,

4. Court of Appeals =117 .

Ms. Tomkins appealed her case, and In 1979 the Court of
Appeals for the Third Clrcult reversed the |ower cour+t
decision, and ruled that sexual harassment Is a val Id cause
of actlon under Titie VIi. Speclflically, the court devel oped

the following standard for whether sexual harassment
constitutes sex discrimination.

« « « these cases. . disclose a pattern of

how sexual advances In the employment context
do or do not constitute a Titie VI violation.

The courts have distlngulshed between complalnts
alleging sexual advances of an Indlvidual or
personal nature and those alleging direct
empl oyment consequences flowing from the advances,
finding Title VII vlolations In the latter
category. This distinction recognizes +two
elements necessary to find a violation of Title
Vil: flrst, that a term or condltion of
employment has been Imposed by the employer,

elther directly or vicarlously, In a sexually
discriminatory  fashion. ApplylIng these

requirements tothepresentcomplalnt, we conclude
that Title VIl Is violated when a supervlsor,

with the actual or constructive knowledge of
the employer, makes sexual advances or demands
towar~ - subordinate employee and condltions
that empiuyee!s job status, evaluation, continued
empl oyment, promotion, or other aspects of career
development oN_ a favorable response to those
c*-ances or demands, and the employer does not
‘Fake prompt and approprlate remedial action
after acqulringsuchknowledge. [Emphasis added. ]

Barnes v. Costle, 56 F.2d 983 (D.C. Cir. 1977}, reversing Barnes

ve Traln (1974).
Ms. Barnes was a payroll clerk at the Environmental Protect!on
Her supervisor repeatedly made sexual remarks and

Agency.
Innuendos to her, suggesting that If she had an affalr with him,
When It became clear

she would Improve her employment status.
that her refusals were finai, she was retallated agalnst by
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RECENT Court CASES - Contlnued

H,

J—EL-IE_‘?_,employer |lable for +the conduct of

&mployees?

harassment and fInal|
y abolItlon of her job. The United s
urt of Appeals for the District of Columbla reversed a Tgxzf
court rullng +that +this +reatment was not uniawfy| sex

discrimination and held that Ms. Barnes! complalint stated a cause
The court sald, "Plaintiff became

of actlon under Titie VII,
the target of her supervisor's sexual desires because she was a
woman, and was asked to bow to hls demands as the price for

holding her job."
its supervisors and

Miiier v, Bank of Amerlica, 418 F. Supp. 223 (N.D. Cal., 1976)

1. Compilainant's Position.

In August 1976, Margaret Mlller, a proofing machlne operator
at the Bank of America, flled a Title VI sult alleging that
her supervisor at the bank had promlsed her a promotion |f
she would be sexually "cooperative," and +then caused her
Another female employee

to be flred when she refused.
testifled she had wltnessed the supervisor's harassment,

3. Company's Positlon.
Pletely

United States DIstrict Court Judge Spencer W11 lams com
He ruled that

agreed wlth the position of Bank of America.
I't was "ludicrous” to consider sexual harassment a form of

He went on to say:

sex dlscrimlnation.
It would not be difflcult to foresee a federal
challenge based on alleged sex-motivated
considerations of the complialnant's superior
In every case of a lost promotion, transfer,
demotlon or dismissal. And who Is to say what

degree of sexual cooperation would found a Tit|e
I+ Is concelvable, under plaintiffts

Vil claim?
theory, that flirtations on the smallest order
The attraction

would glve rise to Ilabllity.
of males to females and females to males |s a

natural sex phenomenon and It Is probable that
this attraction plays at least a subtle part In
most personnel declslons. Such belng the case,
It would seem wise for the court to refraln from
delving Into these matters short of specific
factual al | egatlons describlnganemployer pol Icy
which In Its application Imposes or permits a
conslstent, as distingulshed from Isolated, sex-
blased discrimination on a deflnable employee

group.
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CENT courT CASES ~ Continued

1]

Judge Willlams also ruled that an employer cannot be hel d
résponsible for the acts of an employee unfess +the company
that s, unless +he

has had "notice" of the harassment;
g has brought the complaint +o the

person who Is complalinin

attention of management. After her termination, Ms, Miller
went direct{y to the EEOC, wilthout first flling a grlevance
with the company. Judge Wililiams felt her action rel jeved

Bank of America of any responsibl]ity.

Margaret Mi||er appealed this decislion, and in 1979 the Ninth
Circult Court of Appeals reversed the lower court. The
g

appe: ; court ruled that Miss Miller was not required to o
throt | the bank's internal grievance procedure before fitin
(9th Cir, 1979)),

a complaint with EEOC (600 F.2d 211
However. In two other 1979 cases, Luddington v. Sambo's,
(20 FI cases 1000 (E, D. Wis., 1979), and Ne' " 4% . D.
H. Holmes Company, (2! FEP cases 452 [E. D. La., 19/9]) fhe

courts ruled that for an employer to be held responsipje
for sexual harassment, the employer must have had actua] or
constructive notice of the harassment, and to have Ignored

Otherwise, the employer Is not responsible.

i+,
i§~§EXUQL.ﬂ‘ ~ant_Illegal If It does not resuit in a specific
! uch as termination?

Bundy v. Jackson, 19 FEP cases, 838 (D.D.C., Aprii 25, 1979),

2. Court_of Appeals Oplnion.

Compl ainant's Poslition.

In April 1979, Ms. Bundy,
Department of Corrections, flled a complaint, alleging
that three of her supervisors continually made "Improper
sexual advances" toward her and that, as a result, she

The court found that her

w passed over for promotion.
al legations about sexual harassment were true; In fact,

an employee of +the D,C,

+h court found that making wal advances was a "normal
condition of employment® In the office of the D,q,
Dc 3rtment of Corrections. However, the court also ruf ed
that her fallure to be promoted was not due to +he
harassment, and therefore no violation of Title vy
existed.

Ms. Bundy appealed this decision. (Bundy v. Jackson, 641
F.2d 934 (D.C. Cir., 1981).

U.S. Court of A |
On January 12, 1981, the ppeals In
Washlngfony}eve;sed the rul Ing of the District Court., Chief
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Justice J, Skelly Wright, In a unanlmous opinion for +he
court wrote that unless the court reached 0

: ut to prohipi+
employers from malntalining a "dIscriminatory envlronmentn
the employers could:

+ « .Sexually harass a female employee w|+h
Impuntty by careful ly stopping short of f Iring
the employee or taking any other tangible
actlons agalnst her In response to her
resistance. . . .

In addition to directing Judge Hart of the jower
draw up an Injunction barring sexual har
appeals court told him to hold further hearings op Bundy's
|k pay and promotion clalms. The ruling In effec+ hoi ds
that ¢ 1al harassment, Ir ' ° itself, Is a violation
of THE 1aw_and does not require further proo: -+ -~ ——

EEETOX“‘ was penal ized or lost specific job ben_. ., ..

court +o
assment, +he
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APPENDIX D

Newspaper Ad

Sexual Harassment A Problem?

Traj
Ning Course In ways to deal with sexual harassment, Learn aboyt

the
law, how to say "Nol," whom to contact and what you can do apoyt

It.
Conf idental Ity assured. Part of Doctoral Dissertation research

at
the Unlversity of Maryland, Department of CounselIng and Personne|

Se X
VI 5. Call 654-1610 or write P. 0. Box 15242, Chevy Chase, MD 20815,
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APPENDIX D
March 20, 1984

"Anne's Readers! Exchange"
The Washington Post

1150 <" 15+h Street, N.W.
Washlngfon, D. C. 20071

Dear Ann.:

The 1981 Merit Systems Protection Board of the Federal Government
announced that sexual harassment had cost the Federal Government $189
miltion between 1978 and 1980 and that 42% of the workforce had had this
©xperience at some t+Ime.

As part of my Doctoral Dissertation which deals with the effects
alning on eliminating sexual harassment, | am offering a Ira’-'ng

of +r
cour . at no charge, to people who are currently attempting o gea|
¥ith r--| harassment. Participants will have an opportunity to spend
full | learning about the nature and history sexual harassment, what
© law has to say about It, what happens to peopie who experience It

and, most Important, what they can do about It.

I am currently looking for people who would be Interested In
Parflclpaflng In thils tralning program. | see It as an opportunity
To enhance their coping skills so that they wiil feel that there Is
=2omething they can do beslides suffer, sue or quit. A copy of +he
Suggested announcement Is enclosed.

Your assistance In this project Is very much appreciated.
can be of further assistance to you, please feel free to contact me at

654-1610 or 891-5199, Thank you for your Interest.

If 1

Sincerely,
Croadinds WM
Rosal ind Goldfarb

Doctoral Candidate
Counsel Ing and Personne! Seryjces

University of Maryland
654-1610 891-~5199

Encliosure
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Tee Workshop Planned

)
n Sexual Harassment

ByD""kl A. Fisher

a
m‘:;ctom candidate at the
irh i:f Maryland, Rosalind
¢ to dattempting to teach
o efend themselves
Xual harassment, a
€Cts one in fo
T3, : ol
by lccord}ug to a 1980
erit Systems Pro-

R —
i th‘re many ways of deal-
i:i t:lcnxual harassment
ut quittin
" Ge g your
3 notldcf::e' but most peo-
ifl;roblem.
lisx:;b‘ who directs the
in Outpatient Program
'mag'b# Advg.m:ist Hospital
eda rark, is planning a
oe Y Workshop, a train-
o dealing with sexual
o She is looking for
v ::cnong those people
n Y are currently ex-
8 sexual harassment.

forward and

Goldfarb says it is difficult to get
people to come forward and par-
ticipate in a workshop, even
though confidentiality will be
carefully guarded. ‘‘No informa-
tion about particpants will be dis-

closed to anyone,’ says Gold- ,

farb.

The workshop is based on a
similar one Goldfarb wrote for the
General Accounting Office in
1981 while interning there. It is
tentatively planned for late May
or early June and will include in-
formation about the history, na-
ture, legal aspects, and effects of
sexual harassment. But, most im-
portant, according to Goldfarb, it
will address the question of what
people can do about ‘sexual
barassment. ‘‘My hypothesis is
that if you teach people that they
can defend themselves, they-
will,”* says Goldfarb.

Although both men and women
suffer sexual harassment, it is
much more common for women

APPENDIX D

to experience it. Surveys during
the past ten years have shown that
up to 90 percent of women say
that they have been sexually
harassed in some way at work.

' -Moral Support

** At some point, a person being
harassed will have to face the
harasser,”’ says Goldfarb. That
person must first make sure that
he or she is actually experiencing
sexual harassment. Documenting
suspected acts of harassment may
help to clarify the person’s sus-
picions, according to Goldfarb.
Discussing the situation with
friends or co-wotkers provides
moral support for the victim, she

adds.
The Office of Personnel Man-

agement defines sexual harass-
ment as ‘‘deliberate or repeated
'unsolicitqd verbal comments,
gestures, or physical contact of a

D)

Maryland

sexual nature which are un-
welcome.”’

Those being harassed must
make it clear that the action is
undesired. Otherwise, the harass-
ment will be likely to continue,
according to Goldfarb. *‘Nothing
is going to happen in the work-
place without something else hap-
pening; everything is in-
terrelated,’’ she says.

She believes that sometimes -
sexual harassment results from a
power struggle in the workplace.
People trying to attain power are a
threat to those in power, who may
attempt to stop them, ofien by
frightening them into submission,
says (Goldfarb.

Responsibility

The Equal Employment
Opportunity Commission has
stated that responsibility for sex-
ual harassment lies with the em-
ployer whether the employer
‘‘knows or should have known of
the conduct,’” if no sufficient cor-
rective acton is immediately
taken.

Sexual harassment in the work-
place is outlawed by Section 703
of Title VII of the United States
Code. The Supreme Court
however, has not ruled on a scx—'
ual harassment case, according to
Goldfarb. Since law is based on
precedent and interpretation,
“‘what is law in one place, may
not be law in another,"’ she says.

Goldfarb, who has a master’s

ree in counseling from the,
v veIsity of Maryland, has apri-:
vate practice in family therapy. ,
She has also worked as a psy-
chologist at the Montgomery,
County Detention Center. ;

-~
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UNIVERSITY OF MARYLAND
Division of Human and Community Resources

Col lege of Education
Col lege Park 20742
Telephone (301) 454-2026

In
g ang Personnel Services
APPENDIX E

Letter to Referring Agencies: FEW, NOW, FWP, EEO

Dear
In rec
emp | ent years we have become more aware of the many difficul+;
Ogrgy?es encounter |n the workplace. The 1981 Merit Systems Profecflsﬁ
In ParfMSPB) of the Federal Government highlighted the effects of ong
fcular: sexual harassment.

Part of my Doctoral Dissertation, which Is concerned with +he
g

of¢ As
ects of tralning on el Iminating sexual harassment, | am offer|p a
9 course, at no charge, to people who are currently attempting
ppPortunity

:"‘aln[n

o

Zea’ With sexual harassment. Participants wlll have an o

haraspend @ full day learning about the nature and history of sexya|
SMent; what the |aw has to say about It; what happens to people

exper lence I+, and, most Important, what they can do about |+,

Parf,I- 8m currently looking for people who would be Interested |p
such, Cipating n the tralining program. You are |lkely to come across
o offases In the course of your work and, If so, you may well be apje
to er victims of sexual harassment added support by encouraging them
Thefarf[cipafe In this project. | see It as an opportunity to enhance

" coping skifls, while malntaining contact with your office as +he

Ce
Mtra Counsel Ing system.
and I'n order +o participate, Indlviduals should call me at 654~1610
con '®ave their name and phone number or a malling address where | can
COmfacf hem, Each prospective participant will be Interviewed privately,
Plete confldential ity Is assured.
I'f | can

Your assistance In this project Is very much appreciated.
urther asslstance to you, please feel free to contact me at the

he above number.
Sincerely,

Croslonde fow
Rosal Ind Goldfarb

Doctoral Candlidate
Counsel Ing and Personnel Seryices

Unlverslty of Maryland
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APPENDIX E
Announcement for Newsletters of FEW AND NOW
Are you experiencing an uncomfortable working environment? Are

You trying to persuade a co-worker to stop making unwanted comments

about you, or to let him or her know that these repeated advances are

entirely unwelcome? Do you believe you are being sexaully harassed?

If so, there is help. A one-day workship, designed fo help you

cope with this probiem Is being offered free of charge by a doctoral

candidate In the Department of Counseling and Personnel Services of

the University of Maryland. The workshop is open to all who are

experienclng sexual harassment and participation will be confldential.

For information about the workshop, please call 654-1610 or write

P. 0. Box 15242, Chevy Chase, MD 20815,
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APPENDIX F

SEXUAL HARASSMENT

A WORKSHOP FOR THE VICTIM

JUNE 10, 1984

Rosal ind Gol dfarb
3309 Shirley Lane
Chevy Chase, MD 20815
6541610

Copyright, Rosalind Goldfarb, 1982
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SEXUAL HARASSMENT

A WORKSHOP FOR THE VICTIM

Iraining Objectives

ﬁo sist you in ’i harassment and distinguishing
1t m sext di: i 1 xu  pol S .

-

2. to assist you in understanding sexual are 2ant in the
Workplace in an historical context, in relation to tradji-

tional sex roles and in relation to the changing world

of work.

3. 1o provide you with information about sexual harassment:

definitions of sexual harassment, myths and misconceptions,
gal impli-

ldentification of the harasser and the victim, le
¢ations (the law, OPM, EEOC), other ways to handle complaintg
Unions, outside agencies).

. to Provide you with coping technliques.

Gorp1~
——

The goal ofythis workshop 1s to help you help yourself.
that if you know how to defend yourself,

The guiding principle i
YOu will be more willir~ to do so.

If you give a man a fish, he will eat for one day.
If you teach him to fish, he will eat for a lifetime.

Maimonides
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Coff 2, Registration, Distributio i
, , n of Materialsg
Completion of Questionnaires

Introduction
Welcome - introduction of the presenter

Explanation of the objectives
Introduction of participants

ssment in America

H. rerview -
'y of v 1 into

‘¢ .omlc s
tiie Lavur force;
Women in the workforce
- labor market statistics

- myths and fact
- inclu ion in the Civil Right Act (1964)

Surveys - Redbock, Navy, UN, HUD, WWU
MSPB Findings

Civil Rights Act, Title VII (1964)
Eéﬁgfsﬁmgfo§§§n%lEﬁ%o?&ﬁ?%? éggmission
Subcommittee on Investigations of the Committee

on Post Office and Civil Rights (1979)

- EEOC - request for guidelines on Title VII
- OPM - request for statement of policy
- MSPB - request for survey of the problem

Definitions: sexual harassment, discrimination and
Sexual Discrimination - definition and examplec
Sexual Harassment - definitions and examples

- Exercise 1 - group activity

- discussion
Sexual Harassment - definition and examples

- Policy Statement: OPM
-~ Guidelines: EECQC
- examples
- discussion
Sexual Politics
Review: Differentiate among sexual harassment,
' sexual discrimination and sexual politics,

- Homework - read the examples present on p. 13, 14

politics

COFFEE BREAK
FIIM: The Power Pinch

The experience of being sexually harassed:
Exercise 2: What are you feeling?
What would you do?
Effects of sexual harassment on the victim
Strategies for combatting harassment
- assertion theory
- confrontation

- documenting
avoiding the situation

-
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- telling other people: forming a support group

~ planning ahead

- reporting the incident

- writing a letter

Summary of alternatives .

-~ discussion in small groups: discuss the
alternatives and decide which would be effective
and why

Role of the Manager/Supervisor

- Homework: Read the section pertaining to

the role of the Manager/Supervisor (pp. 25, 26)

12Noon Conc”7ion: Review basic points covered by the wor™-hop.

PLEASE FILL OUT THE FOLLOW-UP '‘QUESTIONNAIRE.
PLEASE HAND IN ALL QUESTIONNAIRES.

THANK YOU FOR YOUR PARTICIPATION.

Rosalind Goldfarb
3309 Shirley Lane
Chevy Chase, MD 20815
654-1610
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A. INTRODUCTION

1. The World of Work

The history of men and women in the workforce is as old as

the history of humankind upon the earth.‘ Our earliest records
Show a division of labor based upon physiology amd social necess-
1ty. Men, who were the stronger sex, devoted themselves to hunt-

ing and providing the basic commodities of food, clothing ard
he young, and attended to those t ks

shelter. women cared for t .
3Ssociated with child rearing and caring for the men ard the aged.
Later, as agrarian society began to emerge, women took their
Places ip the fields and on farms helping with the production amg
Processing of food. A symbiotic relationship existed between the
Sexes in which the tasks of survival ‘ard procreation dovetailed
and meshed.

The advent of the Industrial Revolution amd the rise of
Sities altered the social and economic framework of people's
felationsHips. When money rather than barter became the means by

services were exchanged, the relationships between

which goods and . ,
Men and women were irrevocably altered. Womep, e+ther by choice
or Necessity, entered the labor market, becoming involved in the

Publji : f goods and services. The rise of factories
¢ Production of g Although condj-

drew women out of the home and into the mills.
they were bearable. How-

tions were never optimal in these jobs, y we _
eVer, the sudden influx of large groups of immigrants in-the late

19th century resulted in a kind of depersonalization of all work-
€r's (both men and women) as labor became plent;ful and conse-
Working conditions deteriorated and with i«

Qquently, ve cheap. X A
the stztus gzﬁ secﬁrity of women who found themselves in finan-
Cially dead-ended "women's jobs" such as clerlca}, day-work, ard

The more financially lucrative skilled trades arnd

factory work. :
Professions became the domain of men.

2. Changing Roles and Attitudes

The. coming of World War I altered the composition of the
Women assumed jobs usually relegated to men
There was hope that

National workforce.
2S the men went off to serve in the ammy. \
women would now be viewed more as colleagues than as lntruders
because of the importance of the service they rendered. But the
€nd of the war and the return of men force@ womsn out'of.sﬁliled
Jobs once again and back into the home or into "women's jobs

which now included nursing and school teaching.

World wWar II saw a resurgence of women into male dominated

fields and their retreat once again to hearth and home after the

ccnflict. But women were becoming more educated and by the 1950's
Were entering the job market in greater numbers. Traditional
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roles were being changed by education amd technology.
géneration was seeking improved living conditions,ggrea52§ n§¥
Sonal opportunities and a new look at traditionally femininz )
roles. Bounding inflation forced women into the labor market
many found that holding two jobs (homemaker and employee) was and
€conomic necessity rather than a source of extra income. Myth:n
about working women, long used to deny women access to the mark
Place, were being actively challenged. An increasing number Ocet
women were either heads of families, the sole support of the i
family or the source of income which raised the family above the
Poverty level. Their attendance records compared - V¢~ bly with
those of their male colleagues. Their.presence in the * or mar-
Ket did not serve to deny men jobs especially since most women
Continued to occupy low-paying dead-ended jobs not normally

Sought by men.

‘A brief look at the labor-market statistics of 1978 revealed

the following:

~-~-the average woman earned about 3/5 of what a man did des-
pite the fact that they both worked full time year roumd

~-women occupied:

--80% of all clerical positions
--63% of all service positions
~-64% of all retail sales positions

--men occupied:

~--97% of all apprenticeships in skilled trades
all non-farm management and administrative positions

--76% of
--57% of all professional and technically skilled positions

B. SEXUAL HARASSMENT

As women became more involved in the labor market, they also
became more vocal. Social problems 1ong ignored began to be ex-
a@lned, among them the working corditions of women. In 1964 the
Civil Rights Act denounced and declared unlawful the practice of
discrimination. The time was right for reevaluating our society
and old problems became the subjects of new recognition. From
among these many problems dealing with human interactions emerged
4 long repressed and denied abuse: sexual harassment. Resear;h
was soon to reveal that this was not a problem unique to women.
Indeed, it has been shown that no one, regardless of age, race,
Sex or marital state, is completely immune. As discrimination,

sexual harassment is non-discriminatory.

surveys aimed at determining the nature and

Early in 1976,
These gqueries

Prevalence of sexual harassment began to appear.
lmdicated that the practice was probably more common than had

been suspected.
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to fill out amg return s

EEQESQE, in 1976, asked readers
9,000 female clerical and

QUeg+ . , :
Prof;lopnalre Printed in the magazine.
“Sional women resporded as follows:

50% knew someone who was fired or who quit becayse

“nearly
of it,
~=75% found these attentions deméénihg, intimiddting or
embarrassing.
Yk
that -l bk @

T m e A e e

£ the United Nations Secretariat, the Ad Hoc Group on Equal

A
Righ i 1 i included
© i i uestionnaire which inclu a
quESti ot poistributed 3 : Of 875 respordents (73% of whonm

°n ab : ures. .

W out ress

n:re Women), ogeiggérged that they had personal;y experienced

QOEXFal Pressureg" (overt or subtle). The questionnaire was
nflscated before the responses could be analyzed.

ight of these early firdings amd reports, research was

In
?ndertaREn by the Merit Systems Protection Board 1n'respon§e'§? a
Suest James M. Hanley, Chairman of the Subcommittee on I

] S Of the House Committee on Post Office amd Civil

v .
S:isjgation he Federal Government, the keeper of

e L] y ; .
;he lay istng:sifo$gg Egash: ;roblem. The Merit Systems Pﬁgtecflon
Cary (Sept, 1980Tmpublished the following findings of a study of

1,8
%2, 000 federal employees.
"25% (294,000 or 42% of all womeh; 168,000'05 iasi ?igajlsiom
Ten) had experienced some form of harassmen g

less serious advances to rape.

T=67% of all those who had experienced harassment were women:;
33% were men.

' 1 oun
- TTSexua] harassment, although more llkelgggz aﬁgsg? % g
€male trainees, is not restricted to g

- than
"TVictims are more likely to be harassed by co-workers

Y supervisors.
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SEXUAL DISCRIMINATION AND SEXUAL HARASSMENT

DEFINITIONS:

SEXUAL DISCRIMINATION

. In an employment situation, showing favoritism or establish-
09 requirements or policy solely on the basis Of sex is discrim
2hation. The law requires that no one individual be treateq dif-
ferentlY in any aspect of employment on the basis of Sex; to do
SO is discriminatory and therefore against the law (Civil Rights
Act, 1964, Title VvII, 42 U.S.C. 78). The exception to this law
1S a Situation in which only a male or a female could } form the

task, In the case of males this could.be an actor, a father, a
Females might be mothers, wetnurses

*Pem donor or a male model. :
°r models. These requirements are established for purposes o<
authenticity ard genuineness, not arbitrgrily fo; purposes of
Choosing one group over another. What differentiates’ the two is

18 actual job requirement, not the social stereotype associated
¥ith the job.

SXAMPLES OF SEXUAL DISCRIMINATION THAT DO NOT CONSTITUTE

\
SEXUAL HARASSMENT

(1) A supervisor in charge of a small staff of 6 women ard 2 men

5 to the women as "girls" and calls them by
Tepeatedly refers The women are expected to address all

their first names. .
the males as "Mister....

(2) A manager decides that all women w@ll wear "dress clothing"
(no slacks) to work. Men are permitted to wear-sports

Clothing.

A gqualified woman is not hired by a firm for a vacant mar-

i ] keting
i itd se the vice president of ma rk
keting position becau B Hettence marketing o eeing

(3)

would be uncomfortable.

work."
The director decides to

t . i mi funds. :
(4) 2ei;vt:;ogfh§§svigg ;éilzsda Fraiaing conferigceaslthough
4 woman who is egually qualified 1s not CSPii gg méreTTER 1
director says that he knows thgt the meg lf c it is ely
than the woman to stay on the job and therefor 2

better investment of funds.

. it i lves
(5) ' i fers a higher salary because it invo .
ngob yhlch ogel has opened up in a division. The supervisor
ensive tra He decides that a man would be

he candidate. - ; <
gu:t choog:ag to the job because staying at motels is dan
g:rgsg zg; unescorted women. He chooses a man although the

woman who applies is equally qualified.



Sexual Harassment Worksnop

160

ia "

"Sexual Harassment S

Indicate

S
Sual harassmeat.

1)
2)

leering

©gling

CMmplimer ;5  scut your et
Staring

Sexual Jokes

teasing

Tequests to work overtime
S€Xual comments about vour body
Subtle sexual hints
patting

tOuching

kissing

Nugging

Pinching

Peing calleq "sweetie,'
Deing called “girl
invitations to a date
Sexual propositions

rape

' "honey, "

“hether you consider any of the following behaviors

etc.
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EXAMPLES OF SEXUAL HARRASSMFNT

(1) ?he Supervisor tells a clerk that she will get a promotion
1f she agrees to be intimate with him.

(2) A female employee is constantly being touct and is the.
SWbject of sexual jokes by co-workers despite her complaints

O them and to their boss.

(3) Female office employees are constantly bothered by verbal
Se&xXual assaults from male co-workers and supervisors.

(4) A Young male employee is threatened with demot;on if he
Fefuses the sexual advances of his male superviscr.

5) A female supervisor refuses to promote an e@ployes yhi has
Tefused her advances and invitations to go for a drink.

hich
The em is being harassed now has grounds on w
pciiiiai H ent over the time when there

tQ -
ctle a i improvem
grievance, a great imp : . e
gire 10 such groundé and when the problem was virtually ignored
A9t taken seriously.






£)

g)

Sexual We

-wLlieCT Ve action.

Other Le . :
Where employment opportunities or b i
granted because of an individual's submission to
the eaployer's sexual advances or requests for
sexual favors, the employer may be held liable for
unlawful sex discrimination against other persons
for but deni that employment

who were quali -
¢ unity or penefilt.

r
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OFFICE OF PERSONNEL MANAGEMENT'S™*
POLICY STATEMENT AND DEFINITION OF SEXUAL HARASSMENT
PCec. 12, 1979

. Federal employees have a grave responsibility under the
dederal code of conduct and ethics for maintaining high stan-
ards of honesty, integrity, impartiality and conduct to as-
SuFe Proper performance of the Govermment's business ard the
Maintenance of confidence of the American people. Any em-
Ployee conduct which violates this code cannot be condoned.

. Sexual harassment is a form of employee misconduct
wh}ch undermines the integrity of the employment relation-
Ship. a11 employees must be allowed to work in an environ-
Tent free from unsolicited amd unwelcome sexual overtures.
Sexual harassment debilitates morale and interferes in the
work Productivity of its victims and co-workers.

Sexual harassment is prohibited personnel practice
When it results in discrimination for or against an employee
On the basis of conduct not related to performance, such as
€ taking or refusal to take a personnel action, including
Promotjion of employees who submit to sexual advances or
Fefusal ¢o promote employees who resist or protest sexual
°Vertures.

Specifically, sexual harassment is deliberate or re-
Peated unsolicited verbal comments, gestures, or physical.
COntact of a sexual nature which are unwelcome.

. Within the Federal Government, a supegvisor who uses

MPlicit or explicit coercive sexual behavior to control,

*Nfluence, or affect the career, salary, or job of an
Similarly, an

SMployee is engaging in sexual harassment. .
Mployee of an agency who behaves in this manner 1in the

Process of conducting agency business in engaging in sexual
drassment. '

Finally, any employee who participates in deliberate

OF repeated unsolicited verbal comment§, gestures, oOr
P Ysical contact of a sexual nature which are unwelcome ard

lhterfere in work productivity is also engaging in sexual

drassment., )

*The Office of Personnel Management (OPM),'is the Federal
adgency charged with administering and monitoring the

Federal civil Service.



SITUATION

‘xl?he”e is one of three members of a professiopal
he working on g project directed by Mr. Duggin.
Ieae Shares an equal status with her two col-
i g'\ - both of whom are male. Whenever a meet-
Sseh gy Mr. Duggin assigns the arrange-
Ments for Toom set-up and coffee to Micl

:11;8 Tyler is the branch office manager. She ex-
mUCrI:S to Howard, a new employee. that shg is
' too busy during working hours to take time
" his Orientation and that he should come to her
MOrr:e tha €vening. When he arrives. he finds that
ativ,; Tyler has Created a very romantic aqd provog
Chi’jl atm.osphere with slow music, low Ix'ghlfs an
ori ed wine. It is soon clear that Howard's ‘ofﬁce
tation Means succumbing to Mrs. Tyler's sex-
ad"Einces.

t-i; \I’Vils()n is branch manager of a bank with seven
ViSs'tz © tellers, Periodically. throughout th’e day, he
ach of the teller's cages to supervise trags-
vally Whenever he visits Sally’'s cage he cont;rg
Oftep Ouch‘?s her, puts his arm around her ahe
as ®Ven pinches her on the way out. However,
fever asked her for any sexual favors.

Df:me is terribly attracted to her boss. }e[fgry
to y As g Tuse to be alone with him, she asks him
N e’OIn her for 8 drink after work on _the preteqs:
him 28 to discuss g troubling work sxtuatxc?n wfxt

04 Alter g foy drinks, Denise accepts Jefl's offer
"ve her home. She insists he come in for a
ing th Af'ter a few more drinks they.end up spend-
on Night together at her invitation and provo-

Sf‘uce 80d Jeanette are employees of the same com-
h::/]y' They have been dating openly for a year ancti
inf ° fecently decided to live together. Mgnagemen
TS them that their jobs are on the line unless

t
hey alter their “cohabitating’ arrangement.

CeIOr‘ia's boss has told her that a promotion_ awaits
i he 8grees to go out to dinner with him once

166

SEXUAL HARASSMENT?

YES

YES

YES

YES

YES

YES

NO

NO

NO

NO

NO

NO
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D‘SCussion

! NO. Thig situation is an example of sex discrimination, not sexual harassment. Sex-

ual harassment is a form of sex discrimination.

* YES, Situations where women are found in management positions are constantly in-
Creasing. Therefore, it should be emphasized that sexual harassment is not always a

Case of a femalg subordinate being harassed by a male supervisor.

+ YES. For a8 behavior to constitute a case of sexual harassmept, it need not be a re.
quest to submit to sexual favors. The definition of sexual harassment also includes
“verba or physical conduct of a sexual nature which has the purpose or effect of
Creating ap intimidating, hostile or offensive working environment.”" Assuming, of

Course. that Sally finds his actions "‘unwelcome.”

- NOL.1f the employee and employer engage in a sexual relationship which is voluntary
N nature, and which has no connection with the employee’s continued employment

or OPportunity for advancement or promotion, then it does not constitute sexual

8rassment.
NO. Thjs is an example of policies established by mana.gemenf in an aftempt to keep
the workplace free of personal and intimate relationships which may {mpact on em-
Ployee Performance. It is important, however, that management policies b.e‘clearly
€Ommunicated to all staff members and employees and that these .polixc(;;ast‘are
8pplied consistently and fairly to everyone. It should be noted that sc;m: juris d(': thns
orbid policies such as this. Thus, it is important to know the laws of the jurisdiction

YOou are ip.

- YES, Although Gloria's boss has not asked for any sgxual favors an: by h;sdrerqx:aasst xat
8Ppears that he will treat her quite “properly,” it is obvious tha; ﬁ;eg?it: s e
Substaptig) factor for making the request. Furth.ermore. her con ) u; ce with this re.
quest, which is not work-related, will be thg basis for deternglmn.g 8 bos:isysmp!v :
Cision which would affect Gloria's job. It would seein the!t' or;: Tiance is aimply &
onely man looking for company. However, by making Gloria's comp

for employment he is guilty of sexual harassment.



DEATLING WITH SEXUAL HARASSMENT
168

ion for women

Exercise 2:Sexual Harassment situat

retty well for you. You - - have a
. marriage and are devoted to your
children. You're physically attractive (you exercise to keep in
shape and to feel good) and people like to be around you because
You're easy to get along with. you have good relations with
folks at work but you remain a little reserved. A while back a
{ ’ You found him

new male supervisor wa :
attractive and soon giscovered the attraction was mutual. You
"not being the type" to pur-

have been very clear with him about .
. nything but a comfortable

Sue the attraction and not wanting an
you're secretly sort of flattered about

working relationship. .
the attraction but feel good about how 1t was handled.
he understood and backed off.

At first, your supervisor said ‘
he began to make 1t clear he was still

About ¢t i
WO o ionship wi
months agor a relationshlp with you. He con-

Things have gone P
good job, a satisfying

attracted and wanted to pursue
Stantly arranges for Yyou to work together and to have working
o miss an opportunity to brush by you
to get more physi-

lunches. He never seems t
Or to touch or pat Yyou. He has made agtempts .
cal which you have rebuffed and told him were unprgfeSSLOnal and
lnappropriate. rately, b peen making suggestive remarks and
Sending you cards with suggestive and sexual messages. You have
tried unsuccessfully t©° avoid him other than when you have to work
together, Last week, he implied your.lack of Cooper?thn was
beginning to bother him and he was going to have to "take some
Other action" to get Yyou to come around. You suspect he means

not sure. He now seems mean.and vindictive

you like where you work (except

gig action but you're o5 sttered
o el atte ' :
for ii;)no éoqger fed e highly inconvenient tO leave or to explain
and it wou pand has told you y0u‘seem tense and
x situation with him or

your hus

not discussed the wor

YhY,YOu're leaving.
wFrltable. You have
Lth anyone else.

u e;periencing?

What feelings and reactions are YO

ar up the situation?

What actions would yoU take 10 cle
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EXERCISE » (ALTERNATIVE)

Describe an incident of sexual harassment in the workplace
Which ooyon plausibly have happened to you (or did happen
to You) or +o someone else you know about.

Use an incident that you will be willing to share with Cthers
later in the workshop.

U gy gt tions 3 a quide:
WY t happened? .

What were you feeling?
What did you do?
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E\FFEIS__OF SEXUAL HARASSMENT ON_THE WORK ENVIRONMENT

ran The effgct of sexual harassment on the work environment may
o de from mild to drastic depending. upon the work setting, its
Inrms' the type of §exual harassment occurring and who is involved
ha SOome cases, particularly when the harassment is in private, tho.
fassed will suffer the most directly and the work environment

Wlll be minimally disturbed. However, in these cases, hidden COsts

Such as employees leaving the firm, may occur. 1In other cases,
mber of individuals are ipn-

“hen behavior is very public or a nu
ilvolved or when the behavior seems to imply favoritism (however
the normal work

gls?aken that perception may be) or coercion,
Vironment may be radically altered.- ]

ang A number of reactions in the environment have been identifjed
nd will pe presented here in outline form. .

~— When harassment is exéremely discrete and private and/or
when both the victim and harasser make. no.mention of it,
co~-workers may have no knowledge of the situation.

Co-workers may not notice what is happening.

-~ Co~workers may egg the harasser on or may participate,
This usually occurs when the environment is predominately

male and when females begin to "crash the club”, or when
a large power differential exists between harasser and
harassed.

Often, when co-workers do notice, they deny or discount
the harassment's occurance and importance. (This varies
by sex of observer according to a recent Harvard Business

Review Survey - women were found to be more aware of
harassment than men.)

Co-workers may refuse to assist the victim if he/she
seeks out their support or advice. 5

Co-workers may keep silent because they fear tribution
or fear that they too will be harassed.

Co-workers sometimes have to "cover" for the harasser
he or she is in a powerful position. They

especially if i
mag lie, gover for unfinished work or deny the behavior
in order‘to keep their jobs.

-- Tension and resentment may build up in co-workers.
may resent the activity or having to cover up for it.

They



- Hax-?sszgnt and accampanying negative emotions may lower
Productivity and morale. Same employees quit or change

Jjobs because of harassment.

= Qo-warkers who recognize the harassment may offer support
and encouragement to the victim. They may help confront
vior on either an individual basis or as part of

the beha
& group effort. The work envircmment may improve due to
1nCreased morale and group cchesion in this case.

= Co~work may organize and file a grievance to Stop the

vior.
— Co~warkers may be vigilant concerning the harasse_r'an;j :
his/her future harassing behavior.

Scra ) It is Quite cbvious that sexual harassment may have high per-
and economic costs in the work: enviromment. As mentioned

e&rlier' Sexually harassing behavior is objecticnable because of
‘ e but also because it is inappropriate, in the

:Qt:kcoen_:lve ratur
), Svirarment. Indeed, any type of sexual contgct betw.'v?en
Reg Oyees My cause reactions in regula; organizational life.
attip. ) Pas shown that the office affair "can have measurable
to tud‘?‘m fallout on superiors, cowarkers and subordinates, not
in Mention the trysters themselves" (Quinn, 1980). Mores regard-
of1g=i Such relationships have changed radically in recent years as
smCe Ces have became less objectionable. Yet they are
,l POt without their power to distort the organizational
gtnctemj Ure; a pertinent example is the recent uproar involving the
.~ Corporation where romantic involvement was denied by both
Partles.
T intent to condemn or condone dffice
qQu -+ < 13 our intent to point cut that they may have conse-
inences in the work envirarment. Sex . s ¥ of any. sort
e woriplace may have powerful effects.

Ep
SLEpe - U*™ HARASSMENT ON THE "™ T™

son . € individual being harassed is, with the harasser, the per-
fn?mﬂbst directly affected by the behavior. Reactions may range
: indivi d not see it as a
E‘;’:}sémd (for example, when the individual dces
=~female relationships and therefore of no consequence) to
oo ere (for example, in the case of actual sexual assault or con-

s y 1

tant high pressure behavior or taunting). It has also been
Vary by sex of the harassed, by perception and by ths:a
Of __hers. Also, "mild" situations may have profoud

:?aetion
Tects and vice versa.

far Concern; or when it is seen as consistent with "nommal™ '

171
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RECOMMENDED STRATEGIES FOR THE HARASSED™

i;:gil.harassment occurs in the society at large, but sexual
vulnerany in the world of work makes the victim especially
can be o ;. Sexual harassment'ls coercive in nature because it
from thon orced through economic power. To refuse sexual demands
A Situatfe w@o coptrol thg worg environment places the victim in
the Vict'on in wplch reprisal 1s.p0551ble: Further, the fact that
work o im must lnteract'profesglonally with the harasser in the
nvironment on a daily basis increases the likelihood that

he viceri : ; . :
geneZLCtlm will experience increasing anxiety and fear. The stress
ated by such a situation may cause an adverse impact upon the

Vi { ' 3
Ctim's job performance.

of segedhave.lgarngd thus far that sexual harassment is a subset
in the lscrlmlgatlon, that is refers to inappropriate behaviors
for ir work enylronment gnq that there are cues that one can look
fhat preventing or avoiding sexual%y harassing situations. Now
we know what sexual harassment is and how to recognize it,

What do we do about it?

haras

In an instance of sexual harassment, there are really only

three options:
(1) Endure - studies in this-area indicate that ignoring
Sexual harassment does not make it "go away." Often
silence is perceived as acquiescence.

(2) sSubmit - the moral and/or professional damage.to the

individual may be immense.

(3) Take positive steps to stop the sexual harassment -
eitner individually or with support of a third party

within the system.

of Curtailing sexually harassing behavior is the responsibility

b the harasser--not the harassed. However, because behavior may

€ perceived as appropriate or inappropriate depending upon the
cipient's responsibility

zecipient of that behavior, it is the re _
© educate the harasser that the behavior is offensive and he/she

Wants it to cease. Once the harasser has been informed that his/
tgr actions are offensive, the responsibility for termination of
e offensive behavior shifts to the harasser.
Therefore, the first step that the victim of sexual harrass-
Ment must take is to inform the harasser that the behavior is
Unwelcome and unwanted. Use of the assertive response may cause
the behavior to stop.

\
Betty Hart, et al.

*
Adapted from the Federal women's Program,
+S. Army Signal Center and Fort Gordon, Fort Gordon, GA.
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1. Assertion Theory

nce between assertive and

1 : a i

r is emotionally honest, digzzissévi
what you feel in an apérof ‘
aming another's behavior

behavfgere is a real differe
enhancir' Assertive behavio
Priate ng and expressive. It states
way without challenging or bl
A : : .
but ggressive behavior 1S also honest, direct an |
gzgaiieghe expense of the other Qersqnfs feeling oi iii§u§““§§Cing
attempt éotEe common human rgact}on ls.to counter-attack iﬁ a e
is imperati save face" OT maintain position. For this reasonn .
grade or ive that the sexual parassment victim who is of 1owe Lt
tive re rank in the organlzgtlon understand how to- use the a :
The sy sponse when deallng with a sexually harassing supervissser—
pervisor may be completely out of line in his/her acti oo
4t the worker in a more Drecagzgés

but
1t an "attack st "
Situation. atement” may p

Bas'
Basic Response: No. thank you.

Es .
33%3§EE£5§_§§°°rtion (to be uysed when the first response does
top the proposition):

A nOn:Itm pot interes;ed and if you continue, I will report you."
OSitioemgtlonal but f%rm r?sponse the very first time the proo_'
stang n is made wi;l 1mmedlately ;et the person know where yo&
wash . Don't get into & debate with the person. Don't use wishy-

arag langgage like, "I really shouldn't" or "I can't." The ¥
vou sser will then debaté€ all the reasons why you "should" or how
sueh :gn.n Be gware that smlllng 1napproprlat81y when rejecting
Unwan vances will confusé the harasser and encourage his/her

res ted behavior. Yyour bOdY 1anguag§ ShOUld reinforce your verbal
ponse. Speak seriously- ook serious. at.
response over and

ig called "Broken Record."”

Use of the direct : over will so draw the
This technliqué
e who refuses to be taken

Co -
Yonversatlon to an end.
Of? can't effectively argue with someon
the pertinent issue. -
2. Confrontation
m confronts the harasser, the

ent victi

clearlys to insure  that the harasser

considers the pehavior to be offensiv
The victim should make a writt:’
e harassment continues or !
nt harassment should

al harasshm
be stated
he victim
s it to stop-
in caseé th
of any subseque

obs When the sexu
ungectlves should
ang. o cands that t
recothat he/she want .
re rd of the confrontation
Prisal is attempted: Notes

be kept.,
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3. Third Party Intervention

The victim of sexual harassment may wish to talk to co-
the harassing

ZOrkers to determine if there have been witnesses to
®havior o if they have been recipients of harassment by the same

lndividual. (Note: If you observe sexual harassment of another
It is only

Person, don't be afraid to step forward as a witngss.

through bonding together that appropriate corrective action can

$ taken to curtail sexual harassment in the workplace.) The
ring

Victim will need emotional support from someone as well] du
If the harasg-

this trying period of confrontation and follow-up.
pProvriate

nent Continues after the individual has taken all ap
the victim may then need to seek help . _sp

teps to stop it, ' .
Others ip the organization such as the second-line supervisor,
ing psychologist, Federal Women's Program Manager, Civil

COunse]
Righes Officer or representative or Management Empli _ Relations
SPeCialist, . '

4. Tester Writing*

Ma economist at MIT recommends thgt complain-
Ly Rowe, a labor This allows

Ants take i 1 ‘ 1 and reasonable way.

action 1n a rational a ' :
the Offended person to focus his/her anger outside him/herself
INSteag of internalizing the emotion. The aim of individual
ACtion ig.

to give the offended and the offender a chance to see

a.
things the same way.
B.  to give those who are wrongly accused the chance to
defend themselves.
me extent
. L o are correctly, or.to so
; SO the chance to make amends.

correctly accused,
to provide some evidence of the offense since usually

d. ;
there is no substantive evidence at a%l._

- .-

@. to give aggressors who do not understand whay't:ey
were doing a fair warning, if this is appropriate.

to protect the offended
£. the harassment and
:gpﬁsigesgggm public counterattack or embarassment. It

may prevent the aggressor from losing face.

to encourage those who exaggerate to be more responsible.

—

\\\

) i i ssment, " Mary P. Rowe,
Excerpted from "Dealing with Sexual Hara ;

i . 42-45.
§§£Z§£§ Rusinags Review, May, June 1981, pp |




says Dr. Rowe, even 175

when Cne method that warks quite consistently,

to o BY verbal requests have failed, is for the offended perscn
X WIlte a letter to the accused. She recammends a polite, low—
¥ letter (wnich may necessitate many drafts).

The first part of the letter should be a detailed statement

1_0): facts ag the writer sees them: "This is what I think
FPened..." precisicn about facts and dates is important.

the second part of the letter, the writer should describe

. In
his/her feelings and what damege seems to have been done. Opinicns
‘I am extremely

belo"’g here. ‘your action made me feel terrible.”
“You have caused me to lose (change, be absent frecm)

enba‘_rass'ed L ;
w"g’ Job., Menticn any perceived or actual costs and damages alcng
th feelings of dismay, distrust, misery, etc.

Like J1Mally, the accuser should briefly state what he/she would

to ° @ have harren next. Most people cnly want the harassa?-ent

fm:“d- The letter might state: "I ask that our relationship
POw on be on a purely professional basis.™ S

ha The letter shculd be delivered in person to ensure that it
N It is a good idea to bring along a witness

‘vh reC&lved. \ . -
Shoo Can state that the accused did indeed receive it. The writer
“1d remember to keep a' copy for his/her file.

harg The outcane of such acticn is generally that the alleged
LSMent stops. But even if it does not, says Dr. Rowe, the

oc?gplalnant is always better off for having t_r:z.ed to stop the

hasense in a direct ard umanrbiguous way. In addition, he/she- - -
SVidence in writing of the situation and attgmpts mac.ie to

£ Tect it. This evidence may be useful if a grievance is later

fileg
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E
XERCISE 2: Group discussion
» discuss your

Using 'the "S " (b .1 ,)
a uggested responses elow
NSwers g the problem presented on pPpP. 15 and 16.

Ve actions

Decide among you which were the most effecti
aken. Why were they most likely to Succeed?

that might be +

SCCGESTED RESPCNSES:  Your alternative for soluticn should include
sane or all of the rollowing:

2+ Recognize the behavior as harassment.
b. Dont acquiesce—make it clear you object.
S+ onfront the harasser in an assertive way and explain
Keep i1n mind that silence is mocst orften

your concern.
iNterpreted as acceptarce.

d. 1s thrg harassment continues, document the events—date,
time, circumstances. _

S.  Awoid sitvations where you are alcne with the harasser,

. N't be caught by surprise—begin to plan what you

Do

Will say the next time sexual comments are mace,

J'JWit'.at'_j.cns exterded or unacceptable be.ngv:.or oceurs.

9 Talk to cther employees about it. Get witnesses and
fird an ally.

. Report the incident to sameone who can help.

—the regional manager, office or division director or

deputy director
—the C_:{v:_l Rights Office (Roam 5047, 275-6388) - FWp
—the Labor Maragement and Employee Relaticns Branch

. “5374)
in Personnel (Roam 7424, 275 5.37 .
—a Counseling Phychologist in the Counseling and Career

Development Office (Rocm 6844, 275-5348).

1. Write letter (see p. 57).

3. Take acticns that you f&ﬁﬁii :isti:g::#frm _ ‘
Your cptions, your style b .

aﬂpty;e elge. (see Exercise 1, p. 38)
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Identify
The
Behavior

Are
You
The Target

Speak To The
“Oftender” —

Th
“Sure \ Clarify The

Situation
Assertively

Study Actlon Chart
And Responsibllity

index

Determine Course

ot Action

Does
Behavior
Stop

Situation
Resolved

N

l

;

l

l l

Use Personat’ Seek Other
. Begin Recognize, Support
_ Deal With - "1 Professional Counseling
Steps Keep Log Personal Stress xl(t”al Suppogll, Legal Advice,
nessess, E1¢ Representative
Y
' Go Beyond Go Outside Activity

Organizational Beql Request HS'u;:\erv:orh ‘

Action egin Supervisory _ | e.g., Higher Authority

Steps Documenting Assistance o EEO Oftice > Civic Groups
Emplc  » Relatlons Civll Authority

1on I
| S—

LLL

doysyJop fuswssedeH |enxas
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c. Your Role as Manacger/Supervisor

%SSECause the victim of sexual harassment may seek help £rom
as 5 mapanyme within the organization, it is imperative that you,
sexua) ‘A9€r or supervisor, be familiar with the law concerning
leplaiglmssment and what is required of you when dealing with

The Eroc Guidelines clearly hold the agency respensible for

S
xual harassment comitted by its supervisors and managers.
+ S&X" " harassment camitted by non~supervisory personnel i

! er R
S an agency responsibility unless the agency can show that

S
Ment SOrs took immediate corrective action to stop the harass-

whj_chsgml harassment by supervisors represents a misuse of power

supen_?'s Jranted by their position within the system. Failure by

in th 1S0rs to correct sexually harassing behavm; between peers

adem . Ok envirorment indicates that the supervisor is not

wory Stely fulfilling his/her responsibility to insure that the

inapn—virorment is free frem behaviors which have a discrim-
tory/adverse impact upon members of the work group.

bemneln View of thig policy, supervisors and managers should

tivar.. Proficient in intervention skills to enable them to effec-

behay 088l with subordinates accused of displaying inappropriate
V1Or in the work emvironment.

WEAT

VE REGARDING SEXUAL
A CSPONSIBILITIES DOES THE SUPERVISOR HA
LARASSENT OF FeoERar BPTOVEES?  (CFFICE OF PERSCNNEL MANAGENENT) .

\

Qi What is expected of supervisors?

: the supervisor will make it plain to
ed cac harassing behaior will not

ard he/she will circulate

Ar Tt ig
all employees that sexually hara
be tolerated in the organization, : :
written statements of organization EX.DlJ.C‘_(' to all members
of the organizatien, discussing ;.tzp_lgcatlons as needed |

Q: What should a supervisor do if an employee oqplai.ns of
sexual harassment by another employee, subordinate, co-

worker, or other supervisory person? ‘

i ard try to
uld listen to the err:ployge ry t
determine what action the employee would like :i;o see in
the situation. For example, the employee may desire cnly
to inform the supervisor about the problem, to J_co,btam
same information from the supe:;vxso; alx>L'It arf hyfe
rights, chocse to handle the situation without help,
or want’ the supervisor to intercede.

A:  The supervisor sho
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I£ the employee wants the supervisor's help in resolving
o?

the problem, what can the supervisor offer to d

Speak to the offender privately about the organization'sg
code of ethics and behavior, if appropriate, or about the
discomfort and loss of productivity the offending behavior
s causing; or call a meeting between harasser ang the
Person who feels harassed to discuss and resolve the

: or suggest the employee contact an EEQC Counselor,
sonnel office or other person for procedural

1ge for co 1nicatior 'S training for
1d others who woula prc¢ - frop

z 1S

the per
advic : or ar:

the harassed employee : ‘ _WoL
such training with the intert Of equipping thc

to deal more successfully with sexually harassing

behavior.

What should a supervisor do if he.or she observes

possible sexually harassing behavior on the job?

The supervisor should inquire of the harassed employee
or to

whether the latter considers the observed behavi
The employee may need to be told thas

'be harassing.
he or she dges not have to tolerate sexually harassing

behavior.



VI, ,
Qoveruszay

it Sexval harassment in the workplace is not a new phencmenon—
; hasbe&laround for as long as men and wamen have worked. It
1S 1NCreasingly recognized as a serious problem of sizable pro-
>Ttions that has a severe emotional and econamic effect on its
VlCt.pns. It may also affect others in the working envirorment
: the vic * s personal life.

"I | e in the workforce to stay. Many work out ¢
" assing

ebzhoa’nl“ic Necessity, many because they want to work :
V1or in the work environment has a negative impact affecting

she indiyic .'s right to work. BEmployers and supervisors (as
the Smployer's agents) are bound to intervene when harassment is
SUSpecteq and/or becames known. Co~workers also can do much to.
eStab]_ish a positive, respectful wark setting, one that i‘S not
Co'ﬁUC:LVe Lo any form of harassing or discriminatory behavior.

180
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Resources °“=n_the Metropolitan A--a

E ..
ZEual Employment Opportunity Commission
aOl.E St- NW

Maon s
l;rlt SYStems Protection Board
Wal?-H St. Nw

Shlngton, DC 20419

Sgﬁif“al Advisory Council on Women's Educational Programs

Ington, nc 376-1038

SSoe 4 the Status and Education of Women
181g ~2tion

0f American Colleges

W . .
ashlngtOn, DC 20009 387-1300

S, .
1900 gfgéce Oof Personnel Management

Waan - .
Shlhgtoh, DC 20415

12§§i°an Federation of State, County and Municipal Employees (AFSME)
Wasr. L St. Ny
aShlng‘tOH, DC 20036

W 1
ESgS“PSSLegal Defense Eund
: T. MW  Suite 400
Washlngton, DC zogéée 887-0364
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RECENT COURT casEs
from an EEoC ruling) have

addre:lnce 1975, the courts (on appeal
Sed themselves to three questions

I.
II.
IIrI.

Is sexual harassment a form of sexual discrimina+ion

and therefore a violation of Title VII?
Is the employer/company responsible for the conduct of

its supervisors and employees?
Is sexual harassment illegal if it does not result ip

4 specific employment harm such as termination?

The ¢ :
Dllow1ng cases summarize the thinking of thé courts:

I.
Is sexua

\

l harassment a form of discrimination

I I :
and therefore a violation of Title VII?

A Co;ne v. Bausch and Lomb, Inc., 390 F. Sﬁpp. 161 (D.
Ariz. 1975).

1.

Complainant's Position.

Jane Corne, and Genva De Vane, of Tuscon, Arizona
Their

were clerical employees of Bausch and Lomb.
made continuous sexual ad-

supervisor, Leon Price,
vances toward many female employees, including them-
According to the complaints, women who

selves.
cooperated with Price received favorable assignments
Both Corne and De Vane

and other job privileges.

ultimately resigned, becuase they felt their working

conditions were made intolerable by Price's behavior.
1975, the women filed a complaint under

In March, :
Title VII of the Civil Rights Act alleging sex

-

discrimination.

Company's Position.
Bausch and Lomb and Price moved to dismiss the com-

plaint, arguing that sexual harassment was not the
same thing as sex discrimination, and that Title VIT,

therefore did not apply to this situation.

Court's Opinion.

United States District Court Judge William C. Frey
He ruled that sexual

agreed with Bausch and Lomb. :
harassment is not a form of sex discrimination since
the harassment was not an employment policy. He

stated:
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“Nothing in the complaint alleges...thas
the conduct complained of was company
directed policy....Mr. Price's conduct
appears to be nothing more than personal

proclivity, pecularity or mannerism. By
his alleged sexual advances, Mr. Price was

satisfying a sexual urge. Certainly, no
employer policy is here involved....

It would be ludicrous to hold that the
sort of activ’ .y involved here was contem-

plated by the Act...and outgrowth of
holding such activity to be a potential
federal lawsuit every time an employee
made amorous or sexually oriented advances
toward another. The only sure way an
employer could avoid such charges would be

to have employees who were asexual.”

Williams v. Saxbe, 413 F. Supp. 654, D.D.C. 1976).

Complainant's Position.

Diane williams was hired in 1972 by the Justice

Department as a.public information aide. She was

twenty~three and recently divorced. Shortly .before

she was hired, her immediate supervisor, the Justice

Department's Public Information Officer, Harvey

Brinson, began to make sexual advances. She rejected
Cn May 9, 1972

these advances for several months.
Brinson sent Williams a Mother's Day card that said:

"Seldom a day goes by without a loving thought of
you." It was signed "Harvey." Williams continued to
reject Brinson's amorous advances. A short time later
he began making resentful, snide comments about her.
A few months later, Williams was terminated. She
VII complaint alleging sex discrimina-

filed a Tit:
tion in employment.

Comp--v's Position.

The Justice Depar. :nt moved to have the case dis-
missed on the grounds that sexual harassment is not

discrimination.
Court's Opinion.

On april 20, 1976, U.S. DIstrict Court Judge Charles
R. Richey ruled that retaliation for refusal to comply
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with sexual advances constitutes sexual discrimina-
tion. This marked the first time a victim of Sexual
harassment was successful in winning a sexuaj] harass.
ment case. The judge ruled that Brinson's retaliatory
actions against Williams constituted an "artificial
barrier to employment which was placed before one

gender and not the other."”
The Justice Department appealed'and in 1978 (Williams
V. Bell, 587 F.2d 1240, (D.C. Cir. 1978?, the decision
was reversed and remanded to the U.S. Districe Court,

This court found for the plaintiff upholding her con-
ces Tesulted

tention that the rejection of sexga; advan
in her dismissal. (Williams v. ClYlletti, 4387 g, Supp,
1387 (D.D.C. 1980)). Inconsistencies were foung in

the defendant's case. In the recent case, he con-
tended that he and"Williams had had an affair, that
he had broken it off and that she had grown ViﬂdiCtivg,
The court rejected this argument on-thg grOundg that
Brinson (the defendant) had never mentioned this

before and stated that "if their relationship hag
g

gone bad, he could not fire her without disclosin
Y for abuse

the nature of the problem; the ogportunit
' This case established that submission
a "termq

. : ,
ls excessive. :
to the sexual advances of the supervisor was
and condition" of employment.

;ic & Gas Company, 3568

s ).
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3. District Court's Opinion.

On the issue of whether sexual ‘harassment is a for
of discrimination, the judge ruled in favor of tnem
company. stating:

view were to prevail,
prudently, attempt to
open & social dialogue with any subordinate
of either seX. An invitation to dinner

‘nvitation to a general

could become an 1l
harmonious relationship

"If the plaintiff's
no superior could,

lawsuit, if a once |
turned sour at some time later. and if an
inebriated approach by a supervisdr to a
subordinate at the office Christmas party
could form the pasis of a federal lawsuit
for sex disctimination if a promotion or a
denied to the subordinate,

raise is later
d 4,000 federal judges instead
i

4., Court of Appeals Opinion.
and in 1979 the Courct

Ms. Tompkins appealed her gasec
Third Circult reversed the lower

of Appeals for the
d that sexual harassment is 2

court decision, 2nd Tule '
valid cause © action under Title VII. Specifically,
loped the following standard for whether
rimination:

the court deve ' '
titutes sexX disc

sexual harassment cons
.disclose & pattern of
how sexual in the employment con=
rext do or do not constitute a Title VII
violation. The courts have distinguished
petween COMP i lleging sexual advances
of an {ndividual or personal nature and
those alleging direct employment conse~
om-the advances, finding
i e latter category.
o elements
iolation of Title VII:
; condition of employ-
firse, thal T d by the employer, !
either directly ©F vicariqusly, in a sex-
riminatory fashion. applying
he present com=
Title VII is

n.'.these casesS.
advances
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evaluation, continued employment, promo-
tion, or other aspects of career develop-
ment on a favorable response to those
advances or demands, and the emplover
does not take prompt and appropriate
remed -1 action after acquiring such

knowleage."

Barnes v. Costle, 56 F.2d 983 (D.C. Cir. 1977),

Teversing Barnes v. Train (1974). )

Ms. Barnes was a payroll clerk at the Environmental
Her supervisor repeatedly made

Protection Agency. : :

remarks and innuendos to her, suggesting that if gshe had

an affair with him, she would improve her employment
When it became clear that her refusals were

Status, .
final, she was retaliated against by harassment and fjin-
The United States Court of

ally abolition of her job. ;
Appeals for the District of Columbia reversed a lower
court ruling that this treatment was not unlawful seyx
discrimination and held that Ms. Barnes' complaint Stated

Sexual

The court saig,

4 cause of action under Title VII. :
"Plaintiff became the target of her supervisor's sexual

desires because she was a woman, gnd was gsked to bow to
his demands as the price for holding her job."
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a.l.}egations describing an employer policy
M?J.ch in its application impcses or per-
mits a consistent, as distincuished frem
isolated, sex-biased discrimination on a

definable employee group."

Judge Williams also ruled that an employer canrot be
held responsible for the acts of an employee unless
the can  y has had "notice” of the harassment; that
1S, unless the ] son who is camp” ° ing has brought
the campla . to the attention of manage 1. After
her termination, Ms. Miller went directly to the
EECC, without first filing a griévance with the -
Carany. Judge Williams felt her action relieved
Bank of America of any responsibility.

Margaret Miller appealed this decision, and in 1979
the Ninth Circuit Court of Appeals reversed the lower
ourt. The appeals court ruled that Miss Miller was
Dot required to go through the bank's intermal griev-
ance procedure before filing a ¢ plaint with EECC
(600 F.2d 211 (9th Cir., 1979)). Bowever, in two
Other 1979 cases, Luddington v. Sambo's, 20 FEP
Cases 10C0 (E.D. Wis. 1979), ard Neidhardt v. D.H.
Holmes Company, 21 FEP cases 452 (E.D. La. 1979) the
Courts ruled that for an emplover to be held respon-~
sible for sexual harassment, the employer must have
had actual or constructive rnotice of the harassment,
and to have ignored it. Otherwise, the employer is -

ot responsible.
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Is . L.
§E~§Siggi;harassment illegal if it does not result in g
employment harm, such as termination?

=RScific

A. Bundz v. Jackson, 19 FEP cases,
19797,

1. Complainant's Position

In April 1979, Ms. Bundy, an employee of the D.(C.
Department of Corrections, filed a complaint, allea-
ing that three of her supervisors continually made
"improper sexual advances" toward her and that, ag a
result, she was passed over for promotion. The court
found that her allegations about sexual harassment
were true; in fact, the court found that making
sexual advances was a "normal condition of employ-
ment" in the Office of the D.C. Department of Correc-
tions. However, the court also ruled that her fail-
ure to be promoted was not due to the harassment,

and therefore no violation of Title VII existed,.

828 (D.D.C. April 25,

Ms. Bundy appealed this decision. '
(Bundy v. Jackson, 641 F. 2d 934 (D.C.Cir. 1981).

2. Court of Appeals Ovinion
On January 12, 1981, the U.S. Court of. Appeals in
Washington reversed the ruling of the District Court.
Chief Justice J. Skelly Wright, 1n a unanimous
opinion for the court wrote that unless the court

reached out to prohibit employers from maintaining a
"discriminatory environment"” the employers could:

"sexually harass a female employee witg
impunity by carefully stopping short of
firing the employee Or takingany other
tangible actions against her 1n response

to her resistance....”

In addition to directing Judge Hart.of the lower
court to draw up an injunction barring sexual
harassment, the appeals court told him to hold

i d promotion
further hearings on Bundy's back pay and p
claims. The rgling in effect holds that sexual
is a violation of Fhe

harassment, in and of itself,
ifaw and doés not require turther prqo§ that the
employee was penalized oOr lost specific job benefits,
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u
Questionnaire Pretest -~ Continued
remarks or questions:

would it bother you?
would you consider It sexual

6, :
Uninvited sexual teasing, Jjokes,

work did this,

a. |f someone at
id this,

b. |f someone at work d
harassment?

Section Il - Part |
ave had with uninvited

y exper [ences you may h
ons of either sex.

the job from pers
attention during the

1:;5 section a: s about an
unwan- | sexual attention on
A,
H?ve you experienced any unwanted sexual
pe © six (6) months?
No

Yes
d sexual

e r————

of the fol lowing uninvite

B-
Are you now experiencing any
at- 1tion from someone [N your company?
YES NO
aul t. o

1. Actual or attempfed rape or sexual ass
~gssure for sexual favors.

hing, jeaning over,

2. Unwanted

3. Unwanted del 1berate touc

cornering or pinching.
stive |00KS or gestures. ___ —

4, Unwr~*ed sexually sugge
or material of

5. Unwanted fefters, phone calls,
a sexual nature. —_—
e for date. _— —

6. Unwanted pressur

’ remarks or

c .
- If you have had this experience-
al attention occurred?

)y times has this unwan*ed sexu

1. How n
(number of times)
2. How long (in weeks) has this unwanted cexual attention | asted?
(weeks)

S
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+ - Contlnued

gestion 5.  How effective has each

6. .
Think about your answer to q
action been In el iminating The unwanted sexual attention?
For each answer
you marked in quesflon 5, please write the numb
;;;5;e::a+ best describes how effective you think that responig
— ] 2 3 4 5
S .
Q > . N 2 .
Q . (90 0l Qg AY . "/} ®n _
C &© K\.\io’o N > ,5&006:& & &o@v\\'b@
ENIEN & Qé’@§3 o S8 &
® o0 K 2 O > @
2 e X A NI X
?? q & <O \ AN & o S
NP ) Qe R e iy
x2 47 x NS A NI
P g% ® &2 5 o O o’ PAPRPN
2L o2 2 X DL W e x2
NS odle 3L ¢
C o B QQQ 5 NP Q\\ Ko?
’(Q\;\ ,QO Q)(Q
Q -
—— a. | have done nothing
— b. | have ignored he behavlor:
-0 C. | have made 2 joke of 1t.
~—o d. | have avol ded the person:
—_ o. | have told m friends.
—__ f. | have told other workerse
~—— g | have told my relatives (husband/wifeé, parents, others)
-~ h. 1 have written @ [etter askling (tell1ng) him/her to stop.
~— . I have requested @ transfer 10 another offlce or depariment.
~— Js | have fransferred +o another offlce/deparfmenf.
~— ko I have asked/told the person 1o stop.
~—. |+ | have +hreatened +o report the behavior to my supervisor.
- m. | havere orted the behavlor o mY superyv [ sor.
~—_ n. | have +hreatened +o repor +he behavior t+o hls/her superyisor
or other offlcialse
e ©O. | have reported +he behavfor to his/her supervIsor or other
officials: .
~—0 Pp. | have +hreatened 1O quit my Jjob:
~——_ q. | have actual ly au + my Job-
~— . | have +hreatened to sue.
~———  S» sued.
: nave actual ¥ {+h the demands of the person who is

have gone 2

harassing me-

1-.

—_ u. Other (pleas®
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Questionnaire Pretest - Continued
| would be willing

D

. 1. In order to stop my being sexual ly harassed,
Jo:
d write your answer in the LEFT

Please "x" all that apply an

COLUMN.
—_— do nothing.
—— ignored the behav ior.
—_— make a joke of it
—_— avoid the person.
—_— tell my friends.

parents, others)
him/her o sTop.
ffice or department.

+e|| other workers.
tel| my relatives (
write a lef i
request a tra
+ransfer 10 anothe
ask/tel | the person to stop. '
+hreaten 1o report the behavior 1O my supervisor.
report the behavior 1O my sugerv:sor:

+hreaten 10 repor? the behavior to his/

officials.

. report the behavior 10 his/her
p. threaten 1O quit my j

her supervisor or other

s | —
P3ITFomTO r0 a0 00

supervisor or other officials.

job.

——

— Q. quit my job.

- _ r. threaten to sue:.

— s. actually suea +he demands of the person who is harassing me.

— T. go along wit
o describe) —

——_ u. Other (pleas
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Qu
®stlonnaire Pretest - Contlnued
How effective do you

Ing to take woulq pe

2, .
Think about your answers to question D1,
?

Think each of the actlons you would be wi!]
In eliminating the unwanted sexual attention
For each answer you marked In question D1, please write the nympe
(1=5) that best describes how effective you think that respOnsg

would be,
@ Q AN % D @
) 3
)(Q KO . X 0(9 60 \\ " . (fg
Pl 2 2 2’ 0
g @ ) & &
2" D 17 £ N\ X
47 N N° O > > WO o X
N X a@0" R .\ @ X x° @
& ° & O K 12,.¢ N R ®
A & aox O & PRI P3O
4 0~ O QC' b & 0 & 0
) A ¥ ¢ LA AR & @
3 2 X D P K N
2 L N X SN
o> a2 X RN o X
Q‘,é N B R ) N
AN \}\ o O~A\
S Q*g

~—— 8. do nofh[ng.
Ignore the behavior.

—— b-
~~— C. make a joke of It.
~——— d. avold the person.
~—— ©. tell my friends.
~—— f. tell other workers.
~— g. tell my refatives (husband/wlfe, parents, others)
~—— h. write a |etter asking (telling) him/her to stop.
~—— . request a transfer to another office or depariment.
~—— J. transfer to another office/department.
~~—— k. ask/tell the person to stop.
~~—!. threaten to report the behavior to my supervlsor,
~— M. report the behavior to my supervisor.
n. threaten to report the behavior to hls/her supervlsor or other

\ .
officlals.
~—~— ©O. report the behavlor +o hls/her supervisor or other offliclals,
threaten to quit my job.

~~~—— g. quit my job.
threaten to sue.
actually sue. .
S ong he demands of the person who is harassing me,

\ S.
~—— 1. go along with t
. Other (please descrlbe) . _
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Questionnaire Prestest - Confinued
d, have you experienced

E. As a result of having been sexual ly hara
any of the following? Check off as many a2 apply.

heart itations
A shoul ders, etc.)

1.

2. m :le fension (neck, face
—— 3. headaches .
——_ 4. stomach problems (cramps, naut vomiting, efc.)
—— 5. ulcers bod
—__ 6. paralysis or numbness of parts of your body
—— 7. high blood pressure
—— 8. exhaustion

n weight

— 9. extreme changes |

— 10. pains in your joinfs
11, fear

— 12, guilt

—_ 13, feelings of being iso

—_ 14. embarrassment, shameé

——_ 15. loss of self confidence

— 16. helplessness, power | sness

—— 17. anger, rage

~— 18. sleeplessness +on

— 19. general irritabiliTy of aglfati

——_ 20. a sense of befrayal

— 21. anxiety aftacks

— 22. increased consumpTion

——_ 23. increased smoking

——_ 24. changes In appetite

—— 25. other (Pleas€ describe) —

~—— 26. other -

——_ 27. other /
— 28- O‘i’her //

Secti~~ ' - Part |l :
ered you.
Please describe the erson(s) who sexual ! poth

P
lease "x" one answer on!

| ated and aloné

-

Both males and females

. SEX
— Maje Tyo or more males — Unknown
— Female ™ Two or moreé femal €S —
2. AGE Unknown
— Older than you Younger *hag you -
J— . o
— About as old as you — yarious agd
3. ETHNIC STATUS Some same and some different
—~—— Sames as you — Unknown

— Different race from yo!
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Ques+i :
estionnaire Prestest - Continued

4.
MARITAL STATUS
separafed, widowed ____ Unknown

— ?érried ___ Divorced,
— ~ingle Both married and unmarried

5.
Was the person who sexual ly pothered you:

Please "x" al| that apply
— @ supervisor
—_ a co-worker(s)
—_ @ subordinate
— Other emp!oyee(s)
—_ @ client?
— unknown to you?

Section (11

Ple :
ase "x" only one answer for each question

1. What is your sex?
- Male o Female
2. What is your age?
— 16-19 o 35-44 ____65o0r ol der
—_ 20-24 T 45-54
—_ 25-34 55764
3. What is your mar i tal status? .
— Single - Marr i ed Separated or Divorced
Widowed
J—

ion you have complefed?

4
. What is the highes? level of gdUCaT
Less than High School diploma .
High School Diplome or GED (Graduate Equiv
jus technical trainin

alency Degree)
g or apprenficeship

High School Diploma P!U
Some C e
Graduaiéée?rom Col lege (B-Ass B.S. or ofher bachelor's degree)
Some Graduate school
onal Degree

Graduate or profess!

is your race?

American In r Alaska
Asian or Pacif
Black, notf of
White, not of
Hispanic
Other

i
Hispanic
Hispanic

T



Sexual Harassmen+ Workshop

198
QUesﬁonnafre Prestest - Continued

.

Hoy Would you describe your job?

— Trainee

— Blue coi lar/Service/Maintenance

—_— Office/C{ericaI/Secrefary
Pr‘ofessionai/Technical/Consulch:mL

Administration (I 1ager/Suoervisor)

Ot
7+ How long have you worked for this company? 3 to 5 years
~—— less than 3 months — year‘syor more
~—— 3 months to 1 year —
—— 1 0 2 years R
PLEA

SE GO BACK AND CHECK TO SEE THAT YOU HAVE ANSWERED ALL THE QUESTIONS,
THANK You For YOUR COOPERAT ION.
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QUGS H
Tlonnaire - Post-Training Test - Contlnued
How effective do you

20
I:{nk about your answers to question DI,
Nk each of the actlons you would be witling to take would be

In ¢liminating the unwanted sexual attention?

answer you marked In question D1, please write the number
you think that response

?OF each
=5) that best describes how effective
Wil be,
R 4 \"
L0 P R > @ L P
K\\Xe \6 0&\ be'o R R 40 *\O 'DK‘Q’DQ @e, *\o
o S AN 2,° x0 g
X PANIRN e’ X D &
) ov oK KK @ O& 0\ Ny
N o N\, W Q o &0 MO
I RS o 23 )
? 0& RN \‘\ < 0‘\ (o) o ,0
< o0 o ¥ S R
A & NV X \ )
& 22 x 2 o e N X Qg
£\ RN e SN
& R X
2
AN
S— 4. do no‘fh[ng'
~—— D. Ignore the behavlor.
T~ C. make a Joke of It.
~—— Y. avold the person.
——— & tel| my friends.
~~— f. tell other workers.
~~— 9. tell my relatives (husband/wife, parents, others).
~— N write |etter asking/telllng him/her to stop.
—~— I request a transfer to another of f lce/department.
~~— J. transfer to another offlce/department.
ask/tel| the person to stop.

threaten to report the behavlor to my supervlsor.

k
‘.
~~—— M. report the behavlor to my supervisor.

N. threaten to report the behavior to hls/her supervisor or

\ N
other offlclals. .

~—— O. report the behavlor to hls/her supervisor or o her
offlclals.

™ P. threaten to quit my Job.

S —— q- quf'f my JOb.

T . threaten to sue.

~— t. go ann; with the demands of the person who [s harassing me.

T U. other (p|ease descrlbe)
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APPENDIX J

Follow Up Questionnalre
June 15, 1984
June 22, 1984
June 29, 1984

Code #

\
Week of

\
Dyr
Ng thisg Week, have you experlenced any unwanted sexual attention?

Yes - No

Ple
dse describe the Incident(s).

I's week, did you have to deal with a stressful Interpersona|

pfg;’ngfh
M or situation?
D= e
Was Confrontation an Issue? Yes o
Yes No

Wa
s
Sexual harassment an Issue?

P
Case describe the Incident(s).
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Fo
|low Up Questionnalre - Continued

nswers 1O question 3. How effective has each

6-
Think about your @
action been?
For each answer you marked In question 5, please write the number
(1 /
\ -5) that best describes ho¥ offectlve you Think that response
as been.
— ! o ) _ 4 4
> > .
0 %o @ o (] .
cﬁq \;@eﬁb K \§% 6> ‘§p §p4$
oo XL NS > Q& o <
&2 & &L R AN XgX T
AN N &S > &R ;&
& @ AN X el o < §
&7 & S X AN O S S
o PR N NS & &
® o & < Qo L A NESS
*\\rb PSR \Vo‘gz o & )6(\’0’*
2 QJ(’Z}(b\ ‘OKIDQ‘Q,KQ‘O be’Q@Q
f.o N L © AN AR
A QQ 2 QO X S
S o ° e
<X < T
~— a. | have done nothing.
' b. | have Ignored the behav for.
—_ C. | have made a Joke of It.
—_ d. | have avolded +he person.
——_ ©. | have ftold my friends.
—__ f. | have told ofher workers.
~——0 g- | have told my relatives (husband/wifé, parents, others).
—— h. | have wriffen @ |etter asking/tel11ng him/her fo stop.
—~— |+ | have requested @ transfer 1O another offtce/deparfmenf.
~——. J. | have transferred To another office/deparfmen*-
—__ k. | have asked/told +he person 10 stop.
~— |+ | have threatened 10 report The behavlor 1o mY superv [sor.
~—— M. | have reported the behavior o MY superv lsor.
~— N. | have t+hreatened TO report the behav for 0 his/her supervisor
or other officials. +
~——U_ 0. | have reported The behavior 1O his/her superv isor or © her
officials.
~—— P. | have threatened TO quit my Job:
~—— q. | have quitmy Job.
~— . | have +hreatened 1O sue.
— T ha‘\ji Zon: |o\|(19 with The demands of the person who 1s harassing
me.
u. other (pleas® descr | bé ) " ——
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T week?
ve you éXxperienced any of the following during the pas

Please wyn as many as apply.

1
2
3
4
5
6
7
8

9
10
11
12

13
14

28

. [tations )
. gsggfépiéﬁsion (neck, face, shoulders, etc

’ i etc.)
. gfggggﬁe;}oblems (cramps, nausea, vomiting,

’ od

. gg::?:sls or numbness of parts of your body

high blood pressure

* exhaustion
* 8xtreme changes In welght

* Palns In your Joints

- fear

s gul)+
+ feeln
. embarrassmenf, shame
loss of self confldence .
helplessness, power|essnes

* anger, rage

* Slee essness

ger?efa’: Irritabil Ity or agltation
* @ sense of betrayai

. ttacks

?g§:§ZZe: consumption of alcohol
* Increased smok I ng
Changes in appetite ) -
* Other (P|ease describe
+ Other -
+ Other
+ Other

gs of being Isolated and alone




Harassment Workshop

Sexual
205
APPENDIX K
CODE NO.
Quesfionnaire - post-Test
July 6, 1984
Sexual Harassmc™"* |s 1t a Prc-'~n?
Section |

ThiS s
e
+°99The$TIon asks how you fe

Each
To dezi the behav fors | Isted bel ow has
ribe sexual harassment among WO

f +
hese behavlors happened 1o YU or
FOr
whaTeaCh behavior |1sted, pl ease writ
you would think.

T 1

el about relation

e the number (1

ships among people who work

rious questionnaires

been used In va
rking peopl €. What would you +hink
someone else

at work?

.5) that describes

5

‘L//’S/—’/A‘//__—_‘
Don't Probably Def;nifely
es

Definitely Probably

Not Not Know Yes

1, .

Uninvited pressures for sexual favors:

—__a. |If someone at work d This, would it bother you?

—_— b. | f someone a rk did +his, WOUId you conslder it
sexual harassmenf?

2. .
Uninyted and del iberate +ouchings |eaning overs cornering or
pfnching;

—_— . | f someone at work did this, WOU|d it pbother YOU?
e b. | f someone at work did +his, WOUld YOU COnSIder it
sexual harassmenf?

3

+ Uninvite estures:
d sexually su estive {ooks or 9
—_— Q. | f somegne gg w k d[d +his, WOUId it bO'rhel:' YOU?
—_ b. If someon® at work did thiss woul d you consider it
sexual harassmenf?
4
* Uninvited materials of a sexual nature:
|etters hone calls, O
_a. someéng at wor did This: would 1T bother you?
-_ b. If someone at kK did this, woul d you consider |
sexual harassmenT
5
- Uninvited :
or dates:
—_ a. ?;ezzgggiefaf work did this, would 1T bother you?
— b. If someone at work did this would you consider 1t
sexual harassmen*?
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Que
stionnaire - Post-Test - Continued

Section 1] - Part |

——
6. U
ninvited sexual teasing jokes, remarks or questions:
a. |f someone at work did this, would i+ bother you?
b, 1f sc one at work did this, would you consider It sexual

hara: int?
have had with uninvited

ny experiences you may
ersons of either sex.

T
his section asks about @
+ion on the Jjob from P

a
nd unwanted sexual atten
unwanted sexual attention since you

A,
:i:e you experienced any
ended the workshop?
NO o

5 Yes
’ A;e you now exper lencing any of the following uninvited sexual
attention from someone 1N your company?

YES NO

d rape °r sexual assaul T.

1. Actual or attempte
rs. .

2. Unwanted pressure for sexual favo

3. Unwanted deliberafe +ouching, eaning over,
cornering or P I

inching.
4. Unwanted sexually suggestive | ook
5. Unwanted |etters, or material of a

phone calls,
sexual nature. —_— —

6. ‘''wanted pressur® for date.

7. Unwanted sexual +easings jokes,
questions.

s or gestures.

remarks or

— | —

since you attended t+he workshop:

Co
If you have had this exper 1ence
d sexual attention occurred?

s this unwante
(number of times)

s unwanted sexual a

(weeks)

1. How many times ha
+tention | asted?

2. How long (inW

y are describing begin?

he incident YO
x |mate date and year)

3. When did T
(appro

—




Questionnalire - Post-

4I
How did you feel ab

T T

Sexual Harassment Works

Test - Continued

out this having happened to you?
flattered

indlfferent; It didnt't matter

. annoyed, irritated
. embarrassed, humi| fated, ashamed
insul ted, put down
disgusted
angry
Intimidated, worried apout what would happen

afrald, frightened
+ was my faul T

guilty; | thought I
| ease describe) - ——

other (p

x
. —
e o .(PThsDO.ﬂ?'m

ded to this unwanTed se

5'
EOY have you respon
x" all that apply In The | EFT COLUMN.

| have done nothing:
have Ignored the behav iore.
have made a Joke of It.
have avolded The person.

I

!

|

| have told my friends:

| have told other workerss.

| have told my relatives (husband/wife, ParenTs, others).
| have written a l@ { Ing him/her to stop.

| have requested @ or to another of f Ice/deparfment.
| have transferred +o another office/deparfmenT-

I

I

I

have asked/told +he person o stop.
have threatened TO report the pehavior 1o My superv isor.
have reported +he behavior to my superv [sor.

+he behavior to his

| have threatened 10 repor
or other officlals. .
| have reported the pehav for 1o his
officlals.
| have threatened to quit my
| have quit my Job.
| have threatened t
| have actuall sued.

| have gone alzng with The demands of the

job-

o sue.
person who Is

hop

207

xual attention? Please

/her supervlsor

/her supervisor or other

other (pleasé descr

harassing me.
ibe) .“______————-————————————————_



Sexual Harassment Workshop
208

u
Questionnaire ~ Post-Test ~ Cont ! nued

6.
Zhi”k about your answers to question 5. How effective has each
ction been in eliminating +he unwanted sexual attention?

ase write the number

For each answer you marked In question 5, ple
es how effective you +hink that response

(1-5) that bestT describ

has been.
— ! 2 3 - _4 5
b b L)
() . O ; Qg O 9 Q'
R @ e o &©
L O & 8 S 2y & o <
. A x> X N X
A@ ) 4 () (9] N A L X X
X & @ RN & LFSES N S
Q§$<§b é;~& &L Kx 49&§D & gpcf@@
AN
I NP Ao D >, & L& $?
> D &0 N (AN $F L
& L > N NN NN
<8 S LS RS SR
& Fx LL,° N S &
&e N S P SN S
RS < Lo
9 X
— 2 have done nothing.
—_ b. | have ignored the behav for.
- C. | have made @ joke of it.

have avolded The person.

have told my friends.
have told other workerss
(husband/wlfe, parenfs, others).
/her to stop.

|
]
|
!
|
i
g. | have told my relatives
| have writfen a [etter ask
I transfer 10 another offlce/deparfmenf,
' +o another offlce/deparfmenf.
|
]
|

person to stop.
+ the pehav ior to my superv isor.

have requesfed a

have Transferred
asked/told the

— have
e |+ 1 have threatened TO repor
——. M. | have reported the behav lor To mY superv [sor.
d to repor the behavior +o his/her super=

n. | have +hreatene
er officials.
jor TO his/her su

+ed the pehav

visor or oth |
| have repor perv isor or other

officials.

| have threatened +o quit my Job.
| have quit my job.

| have threatened +to sue.

s. | have actually sued.
+. | have gone along with the demand

harassing mé.
des‘crlbe)_____._______,_‘_________________w

u. other (please

s of the person who Is
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Questionnalre - Post-Test - Contlnued

2. Think abo
ut your answers to question DI How eff
. ect
think each of the actions you would be willlng to take quld%ey?g

eliminating the unwanted sexual attention?

For each answer you marked in
4 question D1, please write +
(1-5) that best describes how effecflve,you th1nk Thafhfe2;2:§g

wiill be.
———— 1 2 3 4 e
Q of N @
. 0 ‘xon. (00 . o\b 0\ g@ @.' O<@
RCHNS S Q R S ‘\00 & R
AN R 0 & 2,.° x° g
Kk &‘ " O X s,:'\ ) ox \)\ (o] >
©s° QL E ee 2 S &
~\Q’¢\ & @ & (B N & e O R
& PN NS x AC L)
N\ & o L AR N AN
X 2 x P’ o T N
NS ¥ £ N &
AN \)’K \\\OQ

. a. do nothilng.

- be Ignore the behavior.
c. make a Joke of It.

d. avold the problem.

e. tell my friends.

. f. tell other workers.
tell my relatives (husband/wife, parents, others).

e — g’
- h. write a letter asking/telling him/her to stop.
request a transfer to another office/department.

R — I'
+ransfer to another offlce/department,

—~—_..._J'
- k. ask/tell the person to stop.
+hreaten to report the behavior to my supervisor,

I.
report the behavior to my superv isor,

-_____m-
—_ Nn. threaten to report the behavior to his/her supervisor or other
offlcials. i )
—_ 0. report the behavior to his/her supervisor or other officlals
—_ p. threaten to qult my Job. '
_q. quit my Job.
—__ r. threaten to sue.
Ingn

, actually sue.
go along with +he demands of the person who s har

other (please descrl

=
—

-
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Questionnajre - Post-Test ~ Continued

3ection () - Part |

describe the person(s) who sexually bothered you since you

Please

attended the workshop.

Please myn one answer only for each question.

P
— Maj e mal es ____ Both males and females
€ . Two or mor — Unknown

— Female ___ Two or more females
2. AGE

— Older +than you ___ Younger than you . Unknown

— About as olq as you ___ Various ages

3-

FIHNIC STATUS Some same and some different

Sames as you _—
e——
~— Different race from you ___ Unknown

4. MARIT
e STATuS Divorced, separated, widowed ____ Unknown

—— Marrijeg don
— Single Both marrled and unmarrie

?+ Was the person who sexually bothered you:
Please nx" a1f that apply

~—— @ supervisor

~—— @ co~worker(s)

—— @ subordinate

— Other empjoyee(s)

— @ client?

—— Unknown to you?

ho sexuaily
0. describing the same person w
gsfﬂerdp?Ei?nw#gzjyiLe filled out this questionnalre before you

attended the workshop?

— the same person
—. Someone else



D”‘ec-ﬂons:

Please read ea
"at op npn
the questions.

!

all

—
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APPENDIX L

Rotter's Internal-External Scale

ch of the palrs of sentences carefully. Choose elther
and check the answer you have selected. Please answer
Tl e are 29.

a. Children get Into trouble because thelr parents punish them

b'

Eo

a.

e

o

too much.
The trouble with most children nowadays Is that their

parents are too easy wlth them.
Many of +the unhappy things In people’s |lves are partly
due to bad !uck.

People's misfortunes result from the mistakes they make.

One of the major reasons why we have wars is because peop|e

don'+ take enough Interest In politlcs.

There will always be wars, no matter how hard people try

to prevent them.
In the long run people get the respect they deserve In this

world,
Unfortunately, an Individual's worth often passes
unrecognlzed no matter how hard he tries.

The idea that teachers are unfalr to students Is nonsense.

Most students don't real Ize the extent to which their grades

are Influenced by accidental happenings.

Without the right breaks one cannot be an effective |eader,

Capable people who falfl to become leaders have not taken

advantage of thelr opportunities.
No matter how hard you try some people just don't |ike you,

People who can't get others to Ilke them don't understand

how to get along with others.

the major determining one's

role in

Heredity play

personal Ity.
I+ Is one's experlences In [Ife which determine what they're

I Tke.
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0
Pinion Scale - Continued

9-
e ——

10,

11,

12,

13,

14,

15,

]6|

17,

a.

—

b,

a.

b.

I

I

o

a.

I 'have often found that what is going to happen will happen.

Trusf[ng to fate has never turned out as well for me as
making a decision to take a definite course of action.

In the case of the well prepared student there is rarely if
ever such a thing as an unfair test.

Many times exam questions tend to be so unrelated to course

work that studying Is really useless.
Becoming a success is a matter of hard work; luck has |i+t]e

or nothing to do with It.
Geff{ng a good job depends mainly on being In the right place

at the right time.
The average citizen can have an Influence In government

decisfons,
This world is run by the few people in power, and there is

not much the I1ttle guy can do about It.
When | make plans, | am almost certaln that | can make them

work.
I+ Is not always wise to plan too far ahead because many

things turn out to be a matter of good or bad fortune anyhow.
There are certain people who are just no good.

There is some good In everybody.
| want has | Ittle or nothing to do

In my case, getting what
with ]uck.
might Just as well decide what to do by

Many times we
flipping a coln.
Who gets to be the boss often depends on who was |ucky enough

to be In the right place first.

+he right thing depends upon ability;

Getting people to do
| uck hgsplfffle or nothing to do with It.
rs are concerned, m. ' of us are the
A?':ﬁ;;i; ﬁz;gisazzaéan nelther understand, nor control.
vic

--~+ [n political and soclal affairs

events.
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0
Pinion Scale - Continued

18,
—

19,

20,

21,

22,

23,

24,

25,

26'

Most people don't realize the extent to which their |ives

é.
are control led by accidental happenings.

b. There really is no such thing as "|uck."

a. One should always be willing to admit mistakes.

b. It Is usually best to cover up one's mistakes.

8. It Is hard to know whether or not a person really Iikes you.

b. How many friends you have depends upon how nice a person
you are.

8. In the long run the bad things that happen to us are balanced
by the good ones.

b. Most misfortunes are the result of lack of ability,
Ignorance, laziness, or all three.

3. With enough effort we can wipe out political corruption,

b. It is difficult for people to have much control over the
things politicians do in office.

8. Sometimes | can't understand how teachers arrive at the
grades they glve.

b. There Is a direct connection between how hard | study and
the grades | get.

8. A good |eader expects people to decide for themselves what
they should do.

b. A good leader makes it clear to everybody what their jobs
are.

8. Many times | feel that | have little influence over +he
things that happen to me.

be I+ is impossible for me +o bel leve that chance or |uck plays
an Important role in my life.

a. People are lonely because they don't try to be friendly.

b. There's not much use in trying Too hard to please people;
If they |lke you, they Ilke you.
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Opinion Scale - Continued

27,

28,

29,

d.

b.

b.

There Is too much emphasis on atheletics in high school.

Team sports are an excellent way to bulld character.

What happens to me is my own doing.

that | don't have enough control over +he

Sometimes | feel
direction my Iife Is taking.

Most of the time | can't undrestand why pol fticlans behave

the way they do.

In the long run the people are responsible for bad government

on a national as well as on a local level.

Score s number of underi! ined |tems.
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APPENDIX M
Sexual Harassment Interview
personal History

Code #
Date
Sex
Age
Medical History
I
AI:neSSes (other than childhood)
Ho erglies

spital izations (medical)

(surglical)
(injuries)

G
2eneral Appearance
underwel gh i
o ght hearing impalrment
Sl?rwe[gh* visual impairment
i, n speech impairment

axia other chronic disabil ity
Leve| of Response
2gien*ed alert

nfused memory impalrment

thought (ctalrty, content,
fiow)

S
|2§2Th (rate, amount, clarity)
of consciousness (alert,

History
Car
Cheglaga?;sease
Ealpffaflon
eadaches
Zk'n rashes
ack pains

S
2leep Disturbances

;nSOmnIa
e;eeps too much
rly morning awakening

Drug Use

al cohol

Sugar

val fum

Fibrium

other sedatives

drowsy)

nausea/vomlflng
diarrhea
abdomlnal pain

asthma
high b ood pressure

pains in joinfs

broken sieep
nighimares

c[gareffes
diet pilis
mar 1 Juana
cocaine
other drugs
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Sexual HarassmenT Interview

Part |
. These questions relate to Section 11, Part 1-C of +the

Questionnaire:

A.
If you have had this experience:

cumstances surrounding The
sexual harassment?

onset of

Questi
stions 1-3 What were the cir
this |atest incident of

Who approached you?

a.
b. What happened?
c. What did you do?
d. How did things g° after the initial Incident?
e. Who do you suppose was responsible for this having
happened? Why?
Question 5 What did you do about 17

Secondary_control (association for its own sake)

e, f, g If you told ¢riends, relatives, or other workers

What did they suggest?
Did you follo¥ their advicel?

What happened?

How did you fee
1) the way Yyou
2) the way Th
How did you decide 7O

r all the response

ao o0
. ) .

| about:
d

handled the problem?

e.
s that fol low:

Qu
estion 6 Ask these questions fo

a. What happened?

b. How did you
1) the way You
2) the way thing

c. How did you decide 10 do this?

secondary control

a, b, ¢: | you did nothing, mad
i gnored +he behavior:

(denial)
e a joke of it or

(avoldance)

Secondary control
1ded the harasser

d, I» Js Q3 If you avo
(+hreatening)

Pr imary control
eatened +he harasser

I’ n, P» r: lf YOU *hr

Pr imary control
|f you +ook d

(asser+ion)
hoK, s jrection action
» » °
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Pr imary

m, o: If you reported the harasser (harassment) +to
your/his supervisor or other officials

Secondary control (submission)

t: If you went along with his demands

Other

Pr- -
- {per iences

3. Have you experlenced sexual harassment before?

b. How many times?

©- What were the circumstances (see C1-3, above)
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Personal History = Continued

Part 2.

A,

1-

10,

11.

12,

Family Relationships

Pr
esent marital status or | iving arrangemen+

P
revious marriages

R
easons for separa+ion/dlvorce

Children (names, ages)

D .
escribe your relationship with your spouse.

a.

b :ﬁw do you deal with problems That arise?

o W at happens when you can't agree on a SO
. Who gives In?

(exampl es)
ution?

with your children.

that arise?
spouse disagree @

Describe your relationship

s- wﬁw do you deal with probl ems

. What do you do If you and your
concern the children?

e of your home at pre

ou grew up in?

(examples)
bout matters that

Describe the atmospher sent.
a. How Is the different from The home Y
your parents.

Describe your relationship with
bl ems that arl

a. How do/did you deal with Pro

Describe the atmosphere of your home
between your paren+s | ike?

E- What was the relationship

. How were problems between your parents resolved?
1) What did your mother do?
2) What did you father do?
3) Who gave In?

se/arosel

when you were growing up.

n which @ serlous problem was

jcant event i

Describe a signif
f solution).

addressed (regardless ©

g- What was the problem?
. Who was involved?
3- How were you involved
. What did people do/say?
e. What happened?
f. How did you fee + the outcome?

about confron*lng

| abou
helr behav lor?

people about T

How do you feel
fronting people about thelr

What i1s
your family
behavior?
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rsonal History - Continued -

13,
Family history
Mother
Father
Siblings

Significant Others

14, p
escribe your relationship with your sibl ings.

a.
What was It |ike when you were growing up?

2- ﬁhaf is it Ilke now?
. How do/did you resolve problems that ar ise/arose?

15, Other

Bn
Emotional State

1.
How would you describe yoursel f?

2.
What are your personal strengths?

3'

What are your weaknesses?
4.

Do you have any feel Ing about why you are being sexual ly

harassed?
5

. How has this sexual harassment affected feel Ings about yoursel 2
for any emotional probiems?

6. Have you ever sought +reatment
(psychiatrist, psychologlsf, counselor,  group therapy,
other)

involved with a woman's support group?
risis Center, other)

7 What were the circumstances?

7. Have you ever been
(A Woman's Place, Rape c

r attempted sulcide

[cidal +hough+s?
nt?

8. Have you eve

9. If not, have you had su
a. Was this related 10 sexual harassme

me?

¢ workshop at this TI

10, Why have you onrol led in thi

C.
Cul fural Back 2und

1. Ethnic origin

2. Rellglous tralning

3. Present church attendance




Sexual Harassment Workshop

222

P
ersonal History - Continued
g sexually harassed is a form of

4. Do you believe that your beln
ight have done?

punishment for something you m

5.
I+ yes, what might you do to make i+ stop?

Do
Vocational| history

1. Present job.
2. How long?

3. Do you enjoy your Job?
4, 1s It a pleasant place +o work (other than sexual harassment)?
leasant?

jculties that make 1t unp

a. ¥ not, what are the dIff
| harassment affected your job situation?

5. How has the sexua
+ affected your Job per formance?

6. How has the sexual harassmen

re of your harassment problem?

7. |s your employer awa
your superv isor | ike?

8. What Is your relationship with
a. Does he/she know about the harassmenT?

emp| oyees | Tke?

9. What are your felloW
harassment?

a. Do they know about your

d to help you deal with the sexual

10. Has anyone at work trie
harassment?

11. How many jobs have you had?

ssment ever an jssue [N quitting or termination

12. Was sexual hara
before?

E.
Educational Background

1. Highest level of school Ing comp! eted.

2. Additional training

3. Reason for quitting.
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rsonal History - Continued
4,
Was sexual harassment ever an issue at school?
5. Was sch
00 i
e | a positive or a negative exper fence? What made
6.
What were your friends [ike? (many, few, joner)
7.
What problems did you have in chool?
8. How well did you do?
9. Did you ever fall anything?
ere they?

1
0. Were you Involved In cchool activities? What w

FI
Socioeconomic Status

10
Is your salary adequate 1o meet your needs?

2,
Who contributers fncome t+o the family?

will be spent?

3. Who decides how +he money
+ how the money should be

4. What happens [f you disagree abou

spent?
5. What would happen if YO |ost your Jjob?
G'
Legal History
been arrested? what were the clrcumstances?

;- Have you ever
. Have you ever been
biem there?

3. Was sexual harassment @ pro

H. .
Mi| itary Service
cerved in the military? When?  How long?

1. Have you ever
+ a problem there?

2. Was sexual harassmen
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APPENDIX N

Pre-_and Posi = ' "8

Sum
i mary Table of Significance Values:
able 1
Internal-External Scores + (5) = .125 n.s.

+ (5) = .09 n.s.

Tabie
2
Bothersomeness of Behaviors

as Sexual Harassment + (5) = .86 n.s.

Behaviors
Table 3 Ratings of Behaviors
Pressures for sex t (5) = 1.06 n.s.
+ (5) = 0.0

Touching
+ (5) = 1.0 n.s.

Looks, gestures
+ (5) = 1.06 n.s.

Letters
+ () = 1.0 n.s.

Pressures (dates)
+ (5) = 1.04 n.s.

Teasing

Table
4 Atti1tude Towards Behaviors
+ (B) = ,09 n.s.

Considered bothersome
dered sexual harassmenT + (5) = .86 N.Se

Consl
4.75, p <.01

n

Tab|
€6 Number of Incidents t (5)

+ (5) = 1.71 n.s.

Number Reported

Table s Use of Behavlors of Contro!
Internals: primary + (2) = 1.01 n.s.
secondary + (2) = 3.75 n.s.
Externals: primary +(2) = 3,46 n.S.
secondary + (2) = 1.40 n.s.

feble 9 Use of Speclific Behav [ors
Threatening + (5) = 425 n.S.
Takng Action + (5) = 1,51 n.s.
Denia! + (5) = 1.92 0.5
+ (5) = 3,77, p <.05

Avoldance



Table 1

Tabje 14

Table 12

Table 13

Table 14

Table 15
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Use of Behaviors of Control
1.96 n.s,

1)

1+(5)

PrImary
8.32, p <.001

L]

Secondary 1(5)

Anticipated Effectlveness of Behaviors of Control

X, = Pre x2 = Post-Tralning
T Score (n = 6)
Behav fors X1%2 X1 X3 X2X3
Primary [2.20 n.s. / .50 n.s. / 5.59, p <.o{ﬁ]
Secondary [1.15 n.s. 3.85, p <.05 .57 n.s. -7
Any Combin. l .06 n.s. [ .93 n.s. .87 n.s. ;:]
Percelved Effectiveness of behavliors of Control (X1x3)
PrImary t (5) = .27 n.s,
Secondary t (5) = 7.75, p <.01
t (5) = 4.73, p. <,05

Any Combination
Comparison of Percelved and Anticipated Effectiveness

(See Tables 11 and 12)
Compar1son of Anticlpated and Percelved Effectiveness of Any

Combination of Behaviors, Pre- and Post-Test (X X3)
+ (5) .93 n,s.

Antlicipated
4.73, p <.05

Percelved t (5) =
Physical and Emotional Symptoms
Physical t (5) = 3.78, p <.05
t (5) = 1.2 n.s.

Emotional



sexual Harassment Workshop

226

APPENDIX P

UNIVERSITY OF MARYLAND
Division of Human and unity Resources
Col lege of Education
Col lege Park 20742

Tel ephone (301

Coun:
¢ Ing and Personnel Services

Aprii 20, 1984

Char 1 ene MeDutty

1001 ohannel 4

Wash sbraska Avenue, N. W.
ngton, D.C. 20016

D
ear Ms. McDuffy:
he "Fred Thomas Show"

| have been impressed
+o mention Mr. Thomas'
|attered to have

ppear on T
+ viewer,
ts, not
pleased and f

+ation fo @
As a frequen

of your gueés
| am

Thank i

on you for fthe invi

ol hednesday, Mey 9, 1984.

style e variety and qual Ity
and ability. Consequent!y,

be
en selected to participate.
ch requlremen+

i want to find

taken is part of the resear
chniques helps

The project | have under
in Community Counsel ing.
+ {n coping te

for
out Tz EOCToral Dissertation
them + raining victims of sexual harassmen
o deal more effectively with the probl em. A free one-day workshop
(+hose having exper ienced i+ within

wi)
| be offered to current yictims

he .
last six months).
le to say "no"

Learning to do
e against further

Peopie are not general lY aware that i+ 1s possib
d w1 thout gefflng fired.

Wit
do hfu* being offensive an
s generally considered +to be the pest defens
permits the harassment 1o

ha
Co;:ssmen*' The victim who does nothing and
Inue can expect 1o exper [ence physical and emotional distress which
atisfaction with the

Ca
N lead to decreased efficiency: general Iy diss ‘
ontual 1y, the situation Is sure to

Job

ecg and even physlcal al Iments.

who me untenable. Quitting and/or suing are solutions, .
does this ends up unemp | oyed, @ gltuation d in the first

Place.
May | suggest the following toplces for our discussion?
a) What s sexual harassment?
b) Why should we be concer ned about 117
common problem?
what 15 happening?

¢) Is sexual harassment @
d) Why are yictims afra d to disclose
) The training workshop:

- What will be taught?

- Who Is It for?
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-2 -

= How can i+ help the victim?

= How can someone enroj|?

~ Wil confldential ity be assured?

I will be happy to address them jf |

Per
Canhaps You have other concerns.,

The Workshop th ] that | wrote for the Genera|

at will be used is one ;

QCC0un+[ng Offlcg In 1981 when | was a doctoral Intern in thelr Employee
SSIstance Program (then known as the Counsel Ing and Career Devglopmenf
© workshop has been found to be very effective and is stij|

fffCe)
29'"9 Used |p Washingfon and In many GAO fleld offlices, Including the
ne ermany,
My ®Xperience In tralning goes back many years. | started out as
a French teacher |n :he New ggrﬁ City School System and | am current|
Patient Program at the Washington
I

he Dire
ctor of the Alcohol ism Out-

Advenflsf Hosp tal ° | conducted numerous workshops for GAO whille
Workeq there, ,n'addifion’ | have worked in crisis Intervention for
M onfgomery County Crisis Center and as a psychologlist for +the

onTQOmerY County Detentlon Center In Rockville.
| free to cal|

al Informatin, please fee

o Gequére iddéf:;g; the taping will take place on Tuesday,
undersran Thank you for

Shou| ¢
that seven mlnutes have been allocated.

ve. 2t 654- 161,
ygy 8, 1984 ang
ur 9SsIstance and confldence.

Sincerely,

Craatints Slifont-

Rosal Ind Goidfarb
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APPENDIX Q

Letter to Particlpants

May 10, 1984

Thank
Concerp, you for +the |
In nterest you have expressed in i
sf?s’f’vegonZ?i:au harassment. We reallize that +the prggrempr?ieCf
I'ls that wiilnb we hope that by participating you will develop ne;
ntion. e useful In dealling with uninvited and unwanted sexua)

In org

® are enc ®r to provide the most effective tralning program

$Xperienceg?5inﬁfa questionnalre which concerns ifsetfgwffh%uxu';::sg:g;

. s should not require more than 30 minutes to complete
Onf’denf;a, _ not requested and your answers will be kept strictly

%ou have been In accordance with the Privacy Act (PL 92-225). Howevery
® Numper w_’assigned a code number, which appears on the quesfionnaire’

'l be used for purposes of compiling statistics only. )

i e

M the Zﬁs,complefe the questionnalre and return It by June 1, 1984

quesfionna; O0sed envelope. You wlll be asked to complete a second

e one month following the training program.
ve your questionnalre, you will be informed as to the

When W
e recej
I+ will be held on Sunday, June 10,

Ime a
) annd Pliace of the workshop.
Wil run the entire day. Coffee and cake will be provided.
e
I ook forward to your successful Involvement In our program. |f

Y questions, please call me (and leave a message, if necessary)

5?%§avea"
4-16
10.  Should you requlre Immedfate assistance, a | Ist of referral

Agen
©Tes will be provided.
Sincerely,

Rosal ind Goldfarb

Doctoral Candidate
Counsel Ing and Personnel Services

University of Maryland
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APPENDIX 0
Workshop Notification Card
June 1, 1984
D
sar Parficipanf:
1984, L 1 £ d on Sunday, June 10,
7600 inti| r i 1 Ad tal,
f . » l ‘ IT ™ lent
-

Wity 't sak for |1 ch 10 30 until 1:00 1 and coffee

Wi
Cordially,

Rosal ind Goldfarb
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APPENDIX Q

UNIVERSITY OF MARYLAND
Division of Human and Community Resources
Col lege of Education
Col lege Park 20742
Telephone (301) 454-2026

June 10, 1984

Dear Partic ant:

During the next +three weeks, please flll out the enclosed
questionnaires. They should be completed on the date indicating the
end of the week and your answers should describe what happened fo you
that week and how you responded.

The completion dates are (week ending)
June 15, June 22 and June 29,

Please feel free to write comments [f you feel there is a need to
be more specific.

During the week of July 6 you will receive one |ast questionnaire.
When you have filled it out, please return it with the three previous
forms in the envelope provided. | will be calling you during the month

of June to see how things are going. Please feel to call me if you want
to discuss something.

| am sure you will be interested to know what | have learned from
all this. When the study Is completed, you will receive a report. Thank
you for your assistance. Your participation is greatly appreciated.

Cordially,
Rosal ind Goldfarb
654-1610

Enclosures
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APPENDIX R
HOW TO USE APPENDIX R

Com
==RaClson of Individual Scores: External vs. Imternal Control

This chart

I's divided to show the scores of individual subjects

dlvide
d
On the basis of locus of control. Scores are pre-=test (Pre),

pOS'f‘~-f—
©ST (Post) and In Columns 11 and 12, Immediately post-training

(POS-f-T
). Columns 15 and 16 show scores from the Interview (Int.),

CO,Umn 1:
Column »,

Coiumns 38 4.

Co'umn 6:

Columns 15 & 161

I'Ists the subjects by number

locus of control scores

to Sec. 1 of the

means scores of responses

questionnalire
the number of Incidents experlenced

the number of Incidents reported

the behavioral responses of subjects to Incidents

number of responses

- upper {(whole) numbers:
the porpotional number of

~ lower (decimal) numers:
times subject selected each behav lor
mean scores of anticlpated effectiveness of behaviors

I, Part I, D2 of the questionnaire

based on Sec.
means scores of percelved effectiveness of behaviors

based on Sec. !l, Part I, C6 of the questionnaire
ptoms reported.

the number of physical and emotional sym

he letters at +he bot+om of Columns 7-10 refer to the specific responses

,n.'.
hat Section of the questionnalre.
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COMPARISON OF INDIYIDUAL SCORES: EXTERNAL ¥S. INTE RNAL LOC
2 3 | 4 5 6 7 8 9 10 1 12 a3 14 15 16
Locus of Behaviors Anticipated Effectiveness Percelved
Controt Consl dered Number of incidents Behaviors of Behavlors of Effectiveness Symptoms
Sexual Secondary Controt Primary Control Primary Secondary
Bothersome | harass- | Experienced |Reported| Denial Avoldance | Threat Action Control Control ary | Secondary | No. Physical { No. Emotional
ment
Pre Post | Pre Post Pre Post { Pre Post Pre Post | Pre Post | Pre Post | Pre Post | Pre Post Pre PostT Post |Pre PostT Post ‘e Post [Pre Post |Pre int*Post | Pre Int Post
ects
2 5 5.0 5.0 5.0 5.0 4 0 6 5 2 4 3 2 0 4 4 3.8 1.87 2.5 |3.4 2.6 4.0 .661.66\3.33 2,751 5 0 1 8 1 2
|
.66 .33 .57 .42 .50 .00 | .80 .80
1
1T 9 5.0 5.0 4.8 4.6 3 0 2 0 2 0 3 0 [V 0o 0 3.0 3.0 3.0 [|3.75 3.5 4.( .00 1,0 | 4.0 .00 0 3 o0 4 0 0
53 (5-8)
.66 .00 .51 .00 .00 .00 | .00 .00
10 7 5.0 5.0 5.0 5.0 2 0 3 0 0 o 3 0 0 o [V 2.89 1.3 1.4 \3.63 3.81 1. .00 .00\4.25 001 2 10 7 1 0
S6
.00 .00 .51 .00 .00 .00 0 .00 \
13 17 4.3 4.6 2.8 4.16 5 0 [V ] 3 0 0 0 0 o0 1 0 2.5 3.4 2.16\3.6 3.6 3.251| 4.0 .00\3.6 011 2 o 5 2 0
S2 .
1.0 .00 .00 .00 .00 .00 .20_.00 }
19 15 5.0 5.0 5.0 5.0 8 4 4 0 2 2 5 1 1 2 2 0 .00 2.0 1.0 1.0 1.0 1.0 .00 .00 1.5 3 10 2 4 3 5
s3 (40)
\ .66 _.66 J11 .14 .25 .50 | .40 .00 I‘
11 10 5.0 5.0 5.0 5.0 2 0 2 0 1 1 3 0 [VE] 0 © 3.0 .00 .00} .00 .00 .Of .00 .00}3.25 1.00] 1 8 4 1 11
55 (20)
.33 .33 .57 .00 .00 .00 | .00 .00
a.b.c. d.e.f.qg. fen.p.r. | hokom.
1.§-9. 0.S.
Pre = Pre-test PostT = Post-tralning Post = Post-test

Flnterview

£ee
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APPENDIX S

) UNIVERSITY OF MARYLAND
Division of Human and Community Resources
Col lege of Education
Col lege Park 20742
Tel ephone (301) 454-2026

Counsel ing and Personnel Services

August 26, 1984

gred Rothbaum

epartment of Child Stud
Tufts University !
Medford, Massachusetts 02155

Dear Dr. Rothbaum:

. Your article, "Changing the world and Changing +he Self," shed new
ght on my dissertation research.

aviors of women to sexual

response beh
an ongoing issue for these

. | have been studying the
rassment. | seemed to me that control was
women since thelr cholces of behayior were | imited to four possibilities:

Ignore the h ible, fight back, or quit
. arassment, endure It as best as possiplé g ’
(the job), | Theorléed that the first two were indicative of external
locus of control, the latter two of internal ity. But | was unsure Sane
QUItTing was not for removed from ignoring.  Your theory of secondary
control s¢ 15 to el iminate some of the ocnfusion. My cllents ﬁftflsiﬁd
lg their attempts to deal with the harasser. Né:e-suiﬂ;*:irksﬁop ?
advances and one +ual ly sued. Thelr enrolimen in
offered 1o yctims (which Y ne designed to provide nev coping *ec';’;'qs“ejc’)
strengthened my conviction +hat these women were Teitl:ﬁ y
2;;21n?+e the harassment of, fall Ing fﬂ?f%a::;s£::f had resul ted In
ctively, In short, failure 10 control the hips at school or

r ) |ations
epeated dlsappolntment in thelr Inferpersonabrﬁﬁe they may have come to

at work and :

Th things 1o change. e o e

I:el helpless aiﬁ ;Stz:iﬁfhaf ghe situation appeared +o be uncontrollable,
ey had cer'ralnly not g[ven up.

quesTlonnalre in which

The various

I developed 2 A
ed to the harassmente.
econdary control measures as you
deslgnafions reflect your

as the classlficaflon of

vlcflln order to test your theorys
Ms were asked how they respond

responsesg were imar or S
classifled as pr mary
descriped +hem. | would 1ike +o know

:ﬁgcepf. A copy of the quesflonnalre,
questions, is included.

If my
as well
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Fred Rothbuam
August 26, 1984
Page Two

: i i ted in
Shoul d yau concur with my analy5|s{ o Tlgﬁgezemé:;eZZiondary
knowing +1 those women classified as internals
control technic ; an did the “ternals.

nse.
Ik you for your interest. | look forward to your respo

Respectfully,

Rosal ind Gore Goldfarb
(301) 654-1610

Enclosures
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Locus of Control
Pred
Ledicti
h ve Primary Control: assertive behav iors
* | have wri
written a letter asking him/her to stop-

| ha
ve asked/told the person to stop.

s
o
have actually sued.

Pr
~Ledictive Second n
ary ~pntrol: avoldance pehaviors

office or deparfmenf.

d
v
e ::z: avoided the person
Jo 1| have ;eq”eSTed a transfer 10 another
9 1| hay ransferred to another office or department.
e actually quit my Jjob-
+h chanceé, fuck. Not tested.

L]
~Llusoary pri
mary Control: assoclation wi

If]
—-Usfory §~~or--ry Control:

a,

denial

|

| ::Ve done nothing.

o have Ignored the behav [Or«
ve made a Joke of it.

+hreatening (via assoclaflon)

Vica
—<arious Primary Controf:

I
c
. sze threatened 1o report the behav for to my supervision.
P have threatened to repor +he beavhior +o his/her superv isor.
Foo | haVe threatened to quit MY Jobe
Vi ve threatened to sué.
c
—=aClous Primary Control: affemp+s11>change +he situation by Invoiving
powerful others

m
*
< ::Ve reported the behav or to my syperv 1sor: )
y ve reported his/her pehavior 10 h1s/her supervisor:
~SCarious Secondary Control: association for its own sake
e
*
LES ::Ve told my friends.
SR ve >id other workers. +hers)
| ave told my relatives ‘husband/wifes parents, ofhers
Nter
~Mferpretive Primary Control: discussion of the problem
u —
* Other
Inte
-
——=LPretive Secondary Control: submlfflng
person harass I ng me.

|
have gone aiong with +he demands of the
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TUFTS UNIVERSITY
Eliot.p
farsg
n Department of Child Study
September 18, 1984
Dr,

R
ghive::§§;nd Gore Goldfarb
iVis' of Marylang

Lo
Colleg " of Human gnq Community Resources
Collegy OF Educarjon

" Park, vy s09us

D
Sar ROSalind.

YOUr
o°n of contre]l concepts to the area of sexual harrassment
ne ildeg, Harassment 1is a complex phenomenon permitting many coping
Vag Vi techniques of both the primary and secondary variety. Also I
Coﬂtr Nleregteq to learn that internal womar relied most on secondary
the 19g £ Chniques. Its certainly not something I anticipated when I wrote
Paper, in fact I predicted the opposite. But my own and _
Are qgueg? Subsequent research indicates that secondary copFrol.technlques
Crug 1 adaptive, (they relate to few problem behaviors) -- which is also
Qase’ internal locus of control, I really don't understand why this is the
s; your findings do mesh with the pattern of findings we have been

T »
hank You for sharing with me your dissertation research, I think
appliCati

regarﬁs for Your classifications of techniques, I am basically in agreement
predict?g your Primary~secondary distinctions, but not with regard to your
,eriQt1VE/illusory/vicarious/interpretive distinctions. What you call
llluso lve Primary techniques I'd classify as direct ac*’~1 techniques. Your
v A Secondary techniques have interpretive elements Lo 1it, especiélly

:0 b D;de don't gee submitting as necessarily interPrEtlveéu;t; ;j i;g;lzo
Sreq .. ictive se en plain old helplessness.

tthnIWIth Your pregf:ffiz ;E;j;ﬁ;;; and vicarious (primary.ang secondary)
ifications; I just wish I had a fuller description of the

tech Que cl
as
Haue (a ° . fore making a decision.
nd the rationale For it) befor
If I understand correctly,

it One final c ur subject sample.

Teg includesogiiéi £;:c5§?§nzgered for a workshop intended to helplt@em
¥hy t e harassment Their willingness to enter this work;hop mag‘exp ain
Dbofessy Werg nor iéclined to submit to advances, nor to give up (i.e., to
B pleSSness).
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Dr. Rosalind Gore Goldfarb 2 September 18, 1984

I wish I could be of more help. I,like you,am fascinated by the concept
of secondary control, but it continues to baffle me. You may be interested
in a forthcoming American Psyck~logist article comparing Japan and the United
States in terms of the primary-secondary distinction. I'd be most interested
in hearing your reactions to it. Also, I'd be interested in receiving an
abstract of your dissertation, and any other articles you write on the subject.

Best wishes,

s
TE U -
Fred Rothb. , Ph.D.

FR:ts Associate Professor






Fiqure 8:

Least S1
5
4
o
3
2
1
0
1 ' t
Pr Ptr Pt
Least S4
5
4 \@
3
2
1
0 ® -]
! ? '
Pr Ptr Pt
Pr = Pre-test
Pt = Post-test
o = Behaviors of primary control

o
1]

Behaviors of secondary control

Perceived Effectiveness of Behaviors - Each Subject

S2

2
1
0 8
1 ' )
Pr Ptr Pt
S5
5
4
3 & —®
2
1
0 ® .
! ' !
Pr Ptr Pt

S3
o P
1 1 1
Pre Pir Pt
S6

1 X10GN3ddY

o g

Pre P+r P+

A score of “3" (| don'+t
know) has been entered

where the score = 0 because

the subject failed to respond.

ove

doysyJop Lusussedeq |enxes



APPENDIX U

Sexual Harassment Workshop

241

Hiawatha Designs an Experiment

Maurice G.

Kendal |

(Originally published in The American Statisticlian, Dec. 1959, Vol. 13,

No. 5. Reprinted by Permission).,

Hiawafha, mighty hunter,

He could shoot ten arrows upwards

Shoot them with such strength and
swiftness

That the Jast had left the bowstring

Ere the first to earth descended.

This was commonly regarded

As a feet of skill and cunning.

One or two sarcastic spirits
Pointed out to him, however,

That I+ might be much more useful
If he sometimes hit the target.
Why not shoot a |ittle straighter
And employ a smaller sample?

Hiwatha, who at col lege

Majored In applied statistics,
Consequentiy felt entitied

To Instruct his fellow men on
Any subject whatsoever,

Waxed exceedingly Indignant
Talked about the law of error,
Talked about truncated normals,
Talked of ioss of information,
Talked about his lack of blas,
Pointed out that In the long run
Independent observations

Even though they missed the target
Had an average point of Impact
Very near the spot he aimed at
(With the possible exception

of a set of measure zero).

This, they sald, was rather doubtful.
Anyway, it didn't matter

What resulted In the long run;

Either he must hit the target

Much more often than at present

Or himself would have to pay for

Al'l the arrows that he wasted.

Hiawatha, in a temper,
Quoted parts of R. A. Flsher
Quoted Yates and quoted Finney

Quoted yards of Oscar Kempthorne
Quoted reams of Cox and Cochran
Quoted Anderson and Bancroft
Practical ly In extenso

Trying to impress upon them

That what actually mattered

Was to estimate the error.

One or two of them admitted

Such a thing might have its uses.
Still, they said, he might do better
I|f he shot a |ittle straighter.

Hiawatha, to convince them,
Organized a shooting contest
Lald out In the proper manner
By experimental methods
Recommended In the textbooks
(Mainly used for tasting tfea, but
sometimes used In order cases)
Randomized his shooting order
In factorial arrangements
Used the theory of Galols
Fields of ideal polynomials,
Got a nicely balanced |ayout

And successful ly confounded
Second-order Interactions.

All the other fribal marksmen
Ignorant, benighted creatures,
Of experimental set-ups

Spent their time of preparation
Putting In a lot of practice
Merely shooting at a target.

Thus 1t happened In the contest
That thelr scores were most Impressive
With one notable exception
This (| hate to have to say Iit)
Was the score of Hiawatha,
Who, as usual, shot his arrows
Shot them with great strength and
sw [ ftness
Managing to be unbilased
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Hiawatha Designs an ExperIment - Continued

Not, however, with his salvo
Managing to hit the target.

There, they said to Hiawatha
That Is what we all expected.

Hiawatha, nothing daunted,
Called for pen and called for paper
Did analyses of variance
Finally produced the figures
Showing, beyond peradventure,
Everybody el: was biased
And the varilance components
Did not differ from each other
Or from Hiawatha's
(Th1s last point, one should
acknow | edge

Might have been much more convincing
If he hadn't been compelled to
Estimate his own component

From experimental plots in

Which the values all were missing.
Still, they didn't understand I+

S0 they couldn't raise objections.
This Is what so often happens

With analyses of variance.)

Ha Ty 10p

242

All the same, his fellow tribesmen
Ignorant, benighted heathens,
Took away his bow and arrows,
Said that though my Hiawatha
Was a brilliant statisti n
He was useless as a bowman.
As for varlance components,
Several of the more outspoken
Made primeval observations
Hurtful to the finer feellings
Even of a statisticlan,

In a corner of the forest

Dwells alone my Hiawatha

Permanentl|y cogltating

On the normal law of error,

Wondering 1n Idle moments

Whether an Increased precision

Might perhaps be rather better,

Even at the risk of blas,

If thereby one, now and then,
could

Register upon the targeft.
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