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ABSTRACT

The prime aim of this study was to find out whether or not there is any
relationship between the marital status of women with sexual harassment;
and relationship between education level of women and sexual
harassment. Quantitative research design was employed in which
questionnaire was administered to 148 women of Balochistan. To analyse
the data, One-Way ANOVA test was employed in SPSS. The findings
revealed that married women reported higher intensity of sexual
harassment than single women did. Moreover, women with higher
education reported higher sexual harassment. This study can contribute
positively towards bringing more sensitized environmental changes
regarding sexual harassment. This study has implications on creating
awareness among people about a not so talked/ (commonly / ignored)

social issue of sexual harassment at work place.
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1. INTRODUCTION

Harassment is a kind of violence that is discouraged socially, ethically and
is restricted by law. Harassment is an attempt to annoy, disturb, bother,
irritate, or to make someone panic, nag, confused by verbal or nonverbal
acts; however the perception of harassment is different among different
people(Collins & Blodgett, 1981; Gutek, Cohen, & Konrad, 1990; Gervasio
& Ruckdesehel, 1992; Kanekar & Dhir, 1993; Kenig & Ryan, 1986; Powell,
1986; Stockdale, 1993; Tata, 1993). Harassment could be done from men
to women or women to men or to the same sex. Some may consider an

act as harassment but the other may not. Abstract

The most sensitizing issue of harassment is Sexual harassment. It is a
form of unlawful discrimination based on sex. Sexual harassment is
basically a type of harassment but both harassment and sexual
harassment are restrained on different continuums. Harassment is any
discarded conduct with the purpose of violating the self-respect of a
person, and of creating a hostile, intimidating, offensive environment.
Whereas "Sexual harassment is any verbal, non-verbal or physical
unwanted conduct of sexual nature that includes sexual remarks, subtle
pressure for sexual activity; unnecessary patting or pinching; constant
brushing against another person's body; demanding sexual favors
accompanied by implied or overt threats concerning an individual's
employment status; and demanding sexual favors accompanied by
implied or overt promise of preferential treatment with regard to an

individual's employment status" (Fitzgerald, 1990a).
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Sexual harassment is mostly faced by women and men are mostly
considered as responsible as they are more likely to label a woman’s
‘friendly’ behavior as ‘sexy’ (Anila, 1998). The women can face sexual
harassment anywhere outside their home; particularly at workplace.
Sexual harassment has been a part of working life of working women
since they offered their services for sale in the market/ work
environment (Goodman, 1981, Anila, 1998). It is mostly happened in the
situation when male are in majority and are on dominant positions. Male
do harass to demean a victim and show their power (Wolshok, 1981;
Carothers & Crull, 1984; Berdahl, 2007). Consistent with this view is the
fact that, women who confront the male authority / power and
dominance are more likely to be targeted for gender harassment. Sexual
harassment with working women is a common problem in both public

and private sectors (Fitzgerald, 1992).
2. Importance of the research

In spite of the growing literature on sexual harassment globally, different
social scientists have defined, analyzed and classified sexual harassment
in their own views. Basically, two types of definition for sexual
harassment have been developed till date. First is the priori that is known
as theoretical definition (Fitzgerald, 1990a) which is based on informal
observation (Anila, 1998). Priori is further divided in to two types. Type-I
are general statements describing the nature of behaviors and
(sometimes) status of relationship involved (Anila 1998). Type-Il are to
some extent opposite to Type-I they usually describe list of specific action

"with no formal explication of the theoretical framework from which such
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a list is derived, with a general exception that the behavior is usually

described as unwanted by the recipient"” (Anila, 1998, p. 09).

Second type of definition is empirical definition where victims are
directly asked to describe their experiences regarding harassment (Anila,
1998). These details are then analyzed and classified in general elements.
In 1980s, five general categories were established by Till. They are:
generalized sexist remarks or behavior; inappropriate and offensive but
essentially sanction free sexual advances; solicitation of sexual activity or
other sex-linked behavior by promise of rewards; coercion of sexual

activity by threats of punishment; and sexual assaults (Till, 1980, pp. 7-8).

2.1 Theories of Sexual Harssment

The researchers and social scientists have their immense attention on
'Sexual Harassment' since its origin. Sexual harassment is an interaction
between 'actor' with 'target’, also known as interaction of 'perpetrators'
with 'victim'. Where harasser is called perpetrators or actor and the

harassee is known as target or victim.

Theories regarding sexual harassment appear differently on facade as
being a dynamic issue; some explain different levels whereas the others
portray diverse layers of sexual harassment. However, not a single theory
has covered all the features of sexual harassment. (e.g., Brewer & Berk,
1982; Cleveland & Kerst, 1993; Tangri, Burt, & Johnson, 1982;
Anila,1998).

Sexual harassment takes place when women's role is considered as sex

object based on her gender; and her role as an employee is neglected.
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Harriet Samuels (2003) stated in her paper "Sexual Harassment in the
Workplace: a feminist analysis of recent developments in the UK" that
"Harassment is most likely to occur when a woman is employed in a role
normally held by a man as her gender is particularly noticeable and she is
treated as a woman first and only secondly in terms of her work". Sexual
harassment has been analyzed all over, as the mutual enforcement of

two variation 'the sexual' and 'the economic' (MacKinnon, 1979, p.218).

In recent times, sexual harassment has emerged as a serious problem for
individuals, organizations and societies (Gelfand, Fitzgerald, Drasgow,
1995). O'Leary-Kelly and Sperry (2000) state that within the
organizational sciences, sexual harassment has been conceptualized in a
variety of ways. This approach is further illustrated by Lengnick-Hall
(1995) who views harassment through different frame works found in
previous literature e.g.,, Gender Approaches-harassment as a
consequence of interactions between different sexes; Role Approaches-
harassment caused by different role expectations based on gender; and
Power Approaches- harassment caused by organizational power
imbalance in an organization. More current approaches view sexual
harassment as a form of violence or aggression (see e.g., O' Leary-Kelly,

Paetzold, & Griffin, 2000).

One problem about sexual harassment is its sense of perception i.e., male
and female view harassment differently. Many studies have highlighted
that females have a comparatively broader perspective about sexual
harassment as compared to males. Unwanted sexually oriented behavior

may be considered as sexual harassment by one person whereas the
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similar behavior might be considered as flirtatious rather than perceiving
it harassment by the same or to another person (see e.g., Browne, 2006;

Kennair & Bendixen, 2011).
2.2 Women in Pakistan
Samiuddin and Khanam(2002) state that Afghans consider home or grave

as the best place for a women. The situation is not much different in
Pakistan. As per her gender role in the Pakistani society, which is
changing with the snail’s pace now, women is considered to stay at
home. Her role expectations include cooking food, making bread,
washing cloths and dishes, pressing cloths, sweeping, and taking care of
babies. But revolutionary change that took place in Pakistani society is
that a small number of women go outside their homes. They have broken
the traditional men made rule and have come out from their traditional
roles. They also recognize their existence and importance in the

development of their society.

In Pakistan women’s increased role has been also confirmed in other
studies. Prof. Dr. Qamar Jehan, stated in her PhD thesis that “the central
role played by women in the development processes now being
increasingly recognized. . . There is a history of institutionalized female
subordination in the sub-continent. Women were expected to function
within the framework of three obedience’s- ‘Before marriage, obey your
father, after marriage obey your husband, and after your husband dies
obey your son” (p. 32-34,50-52,62-69). She also states that “it is equally

important to recognize the fact that women in Pakistan occupy an
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underprivileged position in society. The majority of Pakistani women lives
in rural areas and is illiterate. Usually, they are married off early, bear
innumerable children, suffer from anemia, and have little or no control
over their lives. Along with their urban counterparts they are viewed not
as producers but as dependent consumers.”.... “A family’s honor is
viewed as closely linked to women’s chastity. Thus, the slightest
misbehavior on the part of a woman is seen as bringing dishonor to the
family. Decency and decent behavior thus become identified with women
remaining inside their homes. Any woman who moves out is seen as
contravening social norms and thus considered available and

unprotected.

Several suggestions have been made for eradicating inequality between
males and females in Pakistan in the past. Syed N. H. Naqvi suggests that
"men and women should work together for the uplift of women as a
social, educated and independent being. In Pakistan women are still
chained and we should strive together for socio-economic uplift" (Naqvi,

p.29).
3. Research Objectives

oTo find the relationship between the marital status of the victim and the

intensity of the harassment.

*To find the relationship between the education of the victim and the

intensity of the harassment.
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4. Research Design

This research study employed quantitative method in which close-ended
guestionnaire was administered to 150 women working in different
sectors i.e. Government Secretariat, Non-Government Organizations, and
Universities. The participants were from different districts of Balochistan.
The participants were especially from the institution where both male
and female work together. The reason for selecting such institution was

to find-out either working women face sexual harassment or not.

4.1 Data Collection Procedure

Initially the questionnaires were distributed to a total of 280 working

women. Where, only 148 questionnaires received as initial sample. Later
on, after a screening process all those questionnaires were eliminated
from the list that skipped Part | (which contains 16 questions regarding
sexual harassment experiences) and the total eliminated questionnaires
were 3 in numbers. Because part | is perceived to be an important section
of this study. Additionally, as the culture of Balochistan/ Quetta is
traditional and generally male cannot directly approach to women and
get their responses in such a controversial issue related to their
experiences of sexual harassment. Therefore all the questionnaire were
provided to the participants in a envelop and it was mentioned in the
cover letter of the questionnaire that send back the questionnaire in the
sealed envelope so that it will be kept confidential. The reason behind
this was to get real response and experiences of the participants.

Moreover, Questionnaires were distributed mostly by the females.
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4.2 Data Analysis

In order to achieve the objectives of the study cited above, One-Way

AONVA was performed in the SPSS (Version, 21).
5. Findings and Discussion

To achieve the first objective of the study cited above, One-Way ANOVA
was performed in the SPSS (Version, 21). The results are illustrated in the

following Table 1.1:
Table: 1.1

One-Way ANOVA Result for Relationship between the Marital Status of

the Victim and the Intensity of the Harassment

Marital N Mean | Std. Std. 95% Confidence | F Sig
Status Deviation | Error Interval for
Mean

Lower | Upper

Bound | Bound

Single 82 | 1.7226 | .70629 .07800 | 1.5674 | 1.8778 | 3.057 | .030

Married |58 | 2.0636 |.77512 .10178 | 1.8598 | 2.2674

Widowed | 4 1.8750 | 1.50260 | .75130 | -.5160 | 4.2660

Divorced | 4 2.4531 | .77455 .38728 | 1.2206 | 3.6856

Total 148 | 1.8801 | .77603 .06379 | 1.7540 | 2.0061
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In this section all the participants were distributed according to their
marital status, i.e. Single, Married, Widowed, Divorced, to find the
relationship with sexual harassment. At first one-way ANOVA test were
applied, the all four options were having difference Single (M=1.7,
S.D=.70), Married (M=2.0, S.D=.77), Widowed (M=1.8, S.D=1.5), Divorced
(M=2.4, S.D=.77). Married and divorced women faced higher sexual
harassment. As result shown there is significant relationship between

marital status of women and sexual harassment as (F=3.0, p <.05).

To achieve the second objective of the study as cited above, One-Way

ANOVA, the following Table 1.2 illustrates the results:
Table: 1.2

One-Way ANOVA Results for the Relationship between the Education of

the Victim and the Intensity of the Harassment

Education N Mean Std. Std. 95% Confidence | F Sig
Level Deviat | Error Interval for Mean
ion
Lower Upper
Bound Bound
Middle School | 1 1.7500 . . . 3.362 | .00
1
Matriculation 3 3.1458 .0954 .05512 | 2.9087 3.3830
7
Junior College | 5 1.4250 4131 .18477 | 9120 1.9380
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(FA/ FSc) 6

Bachelor (BA/ | 23 2.0707 .8415 .17548 | 1.7067 2.4346

BSc - 2 years) 5

Bachelor 10 1.8750 7811 .24703 | 1.3162 2.4338

(BA/BSc/ BBA/ 8

Engineering/

Medicine etc -

4 years

program)

Masters (MA/ | 74 1.6554 .6212 .07222 | 1.5115 1.7993

MSc) 4

M.Phil/ MS 13 2.4615 .8807 24428 | 1.9293 2.9938
6

Ph.D 7 2.2054 .5848 | .22106 | 1.6644 2.7463
7

Total 13 1.8709 .7519 .06424 | 1.7438 1.9979

7 6

One-way test was applied and there was significant relationship seen
between education of the victim and sexual harassment as (F=3.36,
p<.05). For instance women with education of Matriculation (M= 3.14,
SD=.095), M.Phil (M=2.46, SD.88), and Ph.D (M=2.20, SD=-58) faced
more sexual harassment than women having education FA/ FSc (M=1.42,
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SD=.41), Masters (M=1.65, SD=62). But the problem exists here is that
Matriculation is only N=3. However M.Phil and Ph.D degree holders were
faced higher sexual harassment and they were greater in numbers. That
simply shows that higher degree holders face more sexual harassment
Please see Appendix B table 4.1 & 4.2. Further, while analyzing it with
SSH and HSH; the results shown that there is significant relationship
between education of the victim with HSH (F=3.46, p<.05). In the SSH,;
women in all education categories were sexually harassed with little
variance. Whereas in HSH; women with education of Matriculation,
M.Phil and Ph.D were higher than others.

5.1 Discussions

The first objective aimed at finding the relationship between marital status
& sexual harassment. The result shows positive relationship between
marital status of the women and sexual harassment which is totally
opposite to the previous studies of Gunduz, Sunay, & Koz (2012) and
Studd (1996) as they found no relationship between marital status of the
women and sexual harassment. In this study Married and divorced women
faced more harassment than single and widowed. Due to the extreme
values only two options single and married were again analyzed the results
again showed positive relationship. Sofola (1990) affirmed that sexual
harassment affects both singles and married women which cannot be
denied however in this research the ratio of sexual harassment experiences
of married women were more than that of single women.

The second objective aimed at finding the relationship between

education of the women and intensity of sexual harassment. The result
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shows positive relationship between education and sexual harassment in
all cases OSH, SSH, HSH. For instance women with higher education i.e.
M.Phil and Ph.D degree faced higher sexual harassment than others. It
could be due to their sense of recognizing the sexual harassment
problems, as discussed in first chapter; the perception of harassment is
different among different people (Collins & Blodgett, 1981; Gutek, Cohen,
& Konrad, 1990; Gervasio & Ruckdesehel, 1992; Kanekar & Dhir, 1993;
Stockdale, 1993; Tata, 1993). In the soft sexual harassment; women in all
education categories were sexually harassed with little variance, whereas
in hard sexual harassment women with education of Matriculation,

M.Phil and Ph.D were higher than others.

6. Conclusion and Implications of the Study

The overall results indicated that married women reported higher intensity
of sexual harassment than single women did. Moreover, women with
higher education reported higher sexual harassment. This study can
contribute positively towards bringing more sensitized environmental
changes regarding sexual harassment. It may help in creating awareness
among people about a not so talked/(commonly / ignored) social issue of
sexual harassment at work place. It would help in highlighting the
problems faced by women in the workplace and how it creates hurdle in
their progress. This study can be a helpful source for social welfare
institutions in general and the ministry of women development in
particular for creating awareness among the society and ensuring
implementation of the harassment act 2010. The information shared
through this study can serve as a guideline for different public and private
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sector organizations, in the formulation and implementation of their
policies regarding harassment at workplace. This in return can decrease

job stress, turnover and dissatisfaction among the female workforce.



101

REFERENCES

Abida-Samiuddin, & Khanam, R. (2002). Muslim Feminism and Feminist
Movement: Central Asia. Global Vision Publishing House, 1* edition,

81-87746-34-3.

Angle, H., & Perry, J. (1981). An empirical assessment of organizational
commitment and organizational effectiveness. Administrative

Science Quarterly, 26, 1-14.

Anila, (1998). Sexual harassment at workplaces and coping strategies
employed by women. Ph.D Thesis, National Institute of Psychology,

Centre of Excellence, Quaid-i-Azam University.

AnisAhmed, (1996). Women and social justice: An Islamic paradigm.
Institute of policy studies and the Islamic foundation, 2" edition,

696-448-004-3.

Antecol, H., & Cobb-Clark, D. (2006). The sexual harassment of female
active-duty personnel: Effects on job satisfaction and intentions to
remain in the military. Journal of Economic Behavior &

Organization, 61, 55-80.

Antecol, H., Barcus, V. E., & Cobb-Clark, D. (2009). Gender-biased
behavior at work: exploring the relationship between sexual
harassment and sex discrimination. Journal of Economic

Psychology, 30, 782-792.



102

Bell, M. P., MclLaughlin, M. E., & Sequeira, J. M., (2002), Discrimination,
Harassment and the Glass ceiling: women executives as change

agents. Journal of Business Ethics, 37: 65-76.

Berdahl, J. I. (2007). Harassment based on sex: Protecting social status in
the context of gender hierarchy. Academy of Management Review,

32, 2, 641-658.

Bhasin, Kamla (2000). Understanding gender. New Delhi, Kali for Women,
ISBN 8186706216.

Bond, M.A , Punnett, L., Pyle, J. L Cazeca, D., & Cooperman, M. (2004).
Gendered Work Conditions, Health, and Work Outcomes. Journal of

Occupational Health Psychology, 9, 28-45.

Brooks, L., & Perot, A. R. (1991). Reporting sexual harassment: Exploring a

predictive model. Psychology of Women Quarterly, 15, 31-47.

Brooks, L., & Perot, A. R. (1991). Reporting sexual harassment: Exploring a

predictive model. Psychology of Women Quarierly, 15, 31-47.

Browne, K. R. (2006). Sex, power, and dominance: The evolutionary
psychology of sexual harassment. Managerial and Decision

Economics, 27, 145-158.

Bularzik, M. (1978). Sexual harassment at the workplace: Historical notes.

Radical America, 12, 25-43.

Carothers, S. C., & Crull, P. (1984). Contrasting sexual harassment in

female and male dominated occupations. In K.B. Sacks & D. Remy



103

(Eds), My troubles are going to have irouble with me: Everyday
trails and triumphs of women workers (pp.219-227). New

Brunswick, NJ: Rutgers University Press.

Chaudhuri, P. (2007). Experiences of sexual harassment of women health
workers in four hospitals in Kolkata, India. Reproductive Health

Matters, 15 (30), 221-229.

Collins, E. G., & Blodgett, T. B. (1981). Sexual harassment: Some see it ...

some won't. Harvard Business Review, 59, 76-95.

Constitution of Islamic Republic of Pakistan (1973). Government of

Pakistan.

Dzeich, B. W., & Weiner, L. (1984). The lecherous professor: Sexual

harassment on campus. Boston: Beacon.

Fitzgerald, L. F., & Swan, S. (1995). Why didn't she report him? The
psychological and legal implications of women's responses to sexual

harassment. Journal of Social Issues, 51(1), 117-138.

Fitzgerald, L. F., (1993). Sexual Harassment: Violence against women in

the workplace. American Psychologist, vol. 48, No. 10, 1070-1076.

Fitzgerald, L. F., Gelfand, M. J., & Drasgow, F. (1995). Measuring sexual
harassment: Theoretical and psychometric advances. Basic and

Applied Social Psychology, 17, 425—427.

Fitzgerald, L.F. & Ormerod, A.J. 1993. Breaking the silence: The sexual

harassment of women in academic and the work place. Psychology



104

of Women: A handbook of issues and theories, pp. 553-581. New

York, Greenwood Press.

Fitzgerald, L.F., & S.L. Shullman. 1993. "Sexual Harassment: A Research
Analysis and Agenda for the 1990s." Journal of Vocational Behavior,

42, pp.5-27.

Fitzgerald, L.F., Drasgow, F. & Magley, V. J. (1999). Sexual harassment in
the Armed Forces: A test of an integrated model. Military

Psychology, 11(3), 329-343.

Fitzgerald, L.F., Drasgow, F., Hulin, Gelfand, & Magley, V. J. (1997).
Changed Women and Changed Organizations: Consequences of and
Coping with Sexual Harassment. Journal of Applied Psychology, 82,
578-89.

Fornes, J., Cardoso, M., Castello, J. M., & Gilli, M. (2011). Archives of
Psychiatric Nursing, 25, 3, 185-194.

Gervasio, A. H., & Ruckdeschel, (1992). College student's judgment of
verbal sexual harassment. Journal of Applied Social Psychology,

22(3), 190-211.

Glass, B.L. 1988. Workplace harassment and the victimization of women.

Women’s Studies International Forum, 11 (1), pp.55-67.

Glomb, T. M., Munson, L. J., Hulin, C. L., Bergman, M. E., & Drasgow, F.
(1999). Structural equation models of sexual harassment:
longitudinal explorations and cross-sectional generalizations.

Journal of Applied Psychology ,84, 14-28.



105

Gunduz, N., Sunay, H., & Koz M. (2007). Incidents of sexual harassment in

turkey on elite sportswomen. The sports journal, 10, 2.

Gutek, B. A, Cohen, A. G., & Konrad, A. M. (1990). Predicting social-
sexual behavior at work: A contact hypothesis. Academy of

Management Journal, 33(3), 560-577.

Haffmann, E. A. (2004). Selective sexual harassment: Differential
treatment of similar groups of women workers. Law and Human

Behavior, 28, 1, February 2004.

Hatch-Maillette, M.A., & Scalora, M. J. (2002). Gender, sexual
harassment, workplace violence, and risk assessment: Convergence
around psychiatric staff's perceptions of personal safety. Aggression

and violent behavior, 7 (2007) 271-291.

House, J. S., & Wells, J. A. (1978). Occupational stress, Social Support, and
Health. In Reducing Occupational Stress proceeding of a
conference. A. MclLean, G. Black, and M. Colligen (eds:) DHEW
(NIOSH) publication 78-140.

Jaffri, M. S. (2004). The other half: Discrimination against women. Royal
book company, 969-407.

Kanekar, S., & Dhir, V. L. (1993). Sex related differences in perceptions of
sexual harassment of women in India. The Journal of Social

Psychology, 133(1), 119-120.



106

Kenig, S., & Ryan, J. (1986). Sex differences in the levels of tolerance nad
attribution of blame for sexual harassment on a university campus.

Sex Roles, 15, 535-549.

Kennair, L. E. 0., & Bendixen, M. (2011).Socio-sexuality as predictor of
sexual harassment and coercion in female and male high school

students. Evolution & Human Behavior, 33, 5, 479-490.

Kirkham, L. M. (1997). Through the looking glass: viewing sexual
harassment within the accounting profession. Critical Perspectives

on Accounting, 8, 273-283.

Laband, D. N., & Lentz, B. F. (1998). The effects of sexual harassment on
job satisfaction, Earnings, and turnover among female lawyers.

Industrial and labor relations review, 51, 4.

Lafontaine, E., & Tredeau, L., (1986). The Frequency, Sources, and
Correlates of Sexual harassment among women in traditional male

occupations. Sex Roles, 15, 7/8, 1986.

Law, C. L., (2011). Sexual harassment and organizational outcomes.
Defense equal opportunity management institute, Technical report

(executive summary) 99-11.

Law, R., Dollard, M. F., Tuckey, M. R., & Dormann, C. (2011). Psychosocial
safety climate as a lead indicator of workplace bullying and
harassment, job resources, psychological health and employee

engagement. Accident Analysis and Prevention 43, 1782-1793.



107

Lengnick-Hall, M. L. 1995. Sexual harassment research: A methodological

critique. Personnel Psychology, 48: 841- 864.

Mangione, T. W. & Quinn, R. P. (1975). lJob satisfaction,
counterproductive behavior and drug use at work. Journal of

Applied Psychology, 60, 114-116.

Merkin, S. R. (2008). The impact of sexual harassment on turnover
intentions, absenteeism and job satisfaction: Findings from
Argentina, Brazil and Chile. Journal of International women's

studies, 10, 02, November (2008).

Meyer, J., & Allen, N. (1997). Commitment in the workplace. Thousand
Oaks, CA: SAGE Publications.

Meyer, J.P., Allen, N.J, & Smith, CA. (1993). Commitment to
organizations and occupations: Extension and test of a three-
component conceptualization. Journal of Applied Psychology, 78,

538-551.

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation
of hospital employee turnover. Journal of Applied Psychology, 63,

408-414.

Morrow, P. C., McElroy, J. C., & Phillips, C. M. (1994). Sexual harassment
behaviors and work related perceptions and attitudes. Journal of

Vocational Behavior, 45, 295-309.



108

Munson, L. J., Hulin, C. L., & Drasgow, F. (2000). Longitudinal analysis of
dispositional influences and sexual harassment: Effects on job and

psychological outcomes. Personnel Psychology, 53, 21-46.

Nagvi, S. N. H. (1986). Frailty! Is thy name women? Essays in

Development Economics. Islamabad, PIDE.

O'Leary-Kelly, A. M., Paetzold, R. L., & Griffin, R. W., (2000). Sexual
harassment as aggressive behavior: An Actor-Based perspective.

Academy of Management Review, 25, 2, 372-388.

Pines, A. & Aronson, E. (1988). Career burnout: Causes and cures. New

York.

Popovich, P. M., & Warren, M. A. (2010). The role of power in sexual
harassment as a counterproductive behavior in organizations.

Human Resource Management Review, 20, 2, March (2010), 45-53.

Powell, G. N. (1986). Effects of sex roles identity and sex on definitions of

sexual harassment. Sex Roles, 14, 9-19.

Qamar-Jehan, (2000). Role of Women in Economic Development. Ph.D.

dissertation, University of Balochistan.

Quick, J. C., Murphy, L. R., & Hurrell, J. J. (1992). Stress and well-being at
work: Assessments and interventions for occupational mental

health. Washington, DC: American Psychological Association.



109

Richman, J. et al., (1996). Perceived workplace harassment experiences
and problem drinking among physicians: Broadening the

stress/alienation paradigm, In Addiction, 1996, No. 91.

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace
behaviors: A multidimensional scaling study. Academy of

Management Journal, 38, 2, 555-572.

Rospenda, K. M., Fujishiro, K., Shannon, C. A., & Richman, J. A. (2008).
Workplace harassment, stress, and drinking behavior over time:
Gender difference in a national sample. Addictive Behaviors, 33,

964-967.

Rospenda, K. M., Richman, J. A., Ehmke, J. L.Z., & Zlatoper, K. W., (2005).
Is workplace Harassment Hazardous to your Health? Journal of

Business and Psychology, 20, 1.

Sabitha, M. (2008). Sexual harassment awareness training at workplace:

Can it effect administrators’ perception?, JOAAG, 3, 2.

Samuels, Harriet (2003) Sexual harassment in the workplace: a feminist
analysis of recent developments in the UK. Women's Studies

International Forum, 26 (5-6). pp. 467-482. 0277-5395.

Seashore, S. E., Lawler, E. E., Mirvis, P., & Cammann, C. (1982). Observing
and Measuring Organizational Change: A Guide to Field Practice.

Wiley, New York. The Free Press.

Sofola, Z. (1990). The need for human being on our educational

landscape. A key note address presented at a symposium on


http://westminsterresearch.wmin.ac.uk/3978/
http://westminsterresearch.wmin.ac.uk/3978/
http://westminsterresearch.wmin.ac.uk/3978/

110

curbing sexual harassment in educational institutions, organized by
the Kwara State Ministry of Education. Women Educational Unit,

llorin.

Stockdate, M. S. (1993). The role of sexual misperceptions of women's
friendliness in an emerging theory of sexual harassment. Journal of

Vocational Behaviour, 42(1), 84-101.

Studd, M. V. (1996). Sexual harassment. In D. M. Buss & N. M. Malamuth
(Eds.), Sex, power, conflict: Evolutionary and feminist perspectives.

New York: Oxford University Press.

Tata, J. (1993). The structure and phenomenon of sexual harassment:
Impact of category of sexually harassing behavior, gender, and
hierarchical level. Journal of Applied Social Psychology, 23(3), 199-
211.

Tett, R. P.,, & Meyer, J. P. (1993). Job satisfaction, organizational
commitment, turnover intentions, and turnover: Path analyses
based on meta-analytic findings. Personnel Psychology, 46(2), 259-
293.

U. S. Merit Systems Protection Board (1987). Sexual harassment in the
federal workplace: An update. Washington, DC: U.S. Government

Printing Office.

Weisz, R., & Karim, J., (2011), Weisz Communication Styles Inventory
(WCSI: version 1.0): development and validation, Procedia Social

and Behavioral Science 15 (2011), 2105-2116.



