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Sexual Harassment Defined:
"Sexual harassment is a behavior constructed of three related, but conceptually distinct and non-overlapping dimensions: gender harassment, unwanted sexual attention, and sexual coercion.  Studies have shown that the structure of sexual harassment is isomorphic across settings and with in settings, across cultures” 


Gender harassment encompasses a range of verbal and nonverbal behaviors generally not aimed at sexual cooperation; rather, they convey insulting, hostile, and degrading attitudes toward women.  According to the EEOC, it is 'verbal or physical conduct that denigrates or shows hostility or aversion', such as slurs, taunts, gestures, epithets; display or distribution of obscene or pornographic materials; gender-based hazing; and threatening, intimidating, or hostile acts.  Studies show that gender harassment accounts for 50% of harassment claims in the U.S. 


More easily identified as harassment is unwanted sexual attention.  This includes verbal and nonverbal behavior.  It may be repeated, nonreciprocal requests for date, intrusive letters and phone calls; touching, grabbing, and cornering; and gross sexual imposition or assault.    Unwanted sexual attention is distinguished from the third dimension, sexual coercion, because the first lacks explicit or implicit job-related losses or benefits. Unwanted sexual attention accounts for 20-25%, while sexual coercion is between 5-10% of harassment claims. 


A study of 23 industrialized countries, only nine had statues that specifically define or mention the term sexual harassment -- Australia, Belgium Canada , France , Germany, New Zealand, Spain, Sweden and the United States.  Sexual harassment laws are in a state of evolution in most of the 23 countries and legal approaches reflect different cultural attitudes and legal systems.  Although most of the attention given to the sexual harassment issues around the world have evolved in the wake of the Anita Hill vs Clarence Thomas case in 1991, many countries indicate the problem has existed since women joined the work force.  


Incidents in the United States can be expected to continue to serve as catalysts for the development of the issue around the world.  Such was the case in Japan, when reporters coined the phrase "seku hara" when following U.S. sexual harassment cases on a special report in 1989. Furthermore, in a study  on Norwegian cultural norms and sexual harassment in service organizations, the U.S. Equal Employment Opportunity Commission's definition for sexual harassment was used as a general definition for sexual harassment as an introduction to their findings. This suggests the generalizability of sexual harassment through out cultures, which will be discussed later in this analysis.


With few existing legal definitions in the world, it is important to define sexual harassment, for the purpose of this study, by U.S. statutes.  In the United States ,  sexual harassment is defined by the presence of a  hostile work environment.  It states that unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature constitute harassment when: 

"(1) submission to such conduct is made either explicitly or implicitly a term or 
condition of an individual's employment, 

(2) submission to or rejection of such contact by an individual is used as a basis of employment decisions affecting such individual, or 

(3) such conduct has the purpose or effect of unreasonably interfering with an individuals work-performance or creating an intimidate,  hostile, or offensive working environment."    

THE GLOBAL ARENA
The number of U.S. company female expatriates has doubled in the past five years.  According to survey conducted by Windham International the number of U.S. expatriate women is predicted to reach 20% by the year 2000.  The topic of sexual harassment is difficult enough to address with out having to consider how it might be complicated by cross-cultural issues. In addition, a disproportionate number of the complaints involve perpetrators and victims from differing ethnic, racial and national-origin groups. More importantly, what is acceptable in one culture may be disrespectful and confusing in another. Therefore, with the growing number of females in international management positions that deal with other cultures, sexual harassment becomes an increasingly important issue. 


Few international complaints are issued: most companies indicate between one and four complaints are filed internationally per year. These seem to be relatively few.  One idea could be that people living cross-cultural work environments are more careful, better informed and generally more respectful of each other.  A better and more certain observation is that training employees about cultural differences before handing them international assignments may help avoid problems.  


Sexual harassment is one manifestation of sexual discrimination.  Values and behaviors about women's rights aren't as deeply entrenched in many societies as in our own.  There isn't a single society in the world that treats its men and women equally, not even by accident.  Undoubtedly, expatriate women face unique problems.  Particular in macho cultures, its strange to interact with women in a profession capacity.


If the offensiveness of a comment or action is what distinguishes sexual harassment from compliments or sexual humor, expatriates need to understand what to expect and how to respond when they feel offended.  Communication style is gender influence as well as cultural.  Gestures and tones have different significance around the globe. Many companies report that the problems of sexual harassment in international situations were usually handled one the offending employee was informed  that the women in question were offended by the behavior. However, cultural misunderstandings should not be considered an excuse for sexual harassment. 



THE U.S. AND COMMONWEALTH NATIONS

United States:
In the United States women continue to be the target of sexual harassment.  A recent study found that more than 50% of women who work can expect to be sexually harassed.  In 1993 approximately 8% of all cases filed with the Equal Employment Opportunity Commission (EEOC) and state human rights commissions involved charges of sexual harassment, with the majority of claims continuing to involve working women.  Although sexual harassment can occur to both sexes, only 10% of the complaints filed with the EEOC in 1994 were from men. 


The English language is hostile to women, sexually denigrating, subordinating, and inadequate for expressing women's sexual experiences.   For example, there are over two hundred terms in the English language to describe sexually promiscuous women but only about twenty for men.  There are also more vernacular animal words to describe women versus men, there is a tendency for words that refer to women to become debased. 


Women are symbols of men's success in their competition with other men.  Being a "real man" means having sex with as many women and having no regard for them as individuals.  In such cases women are seen as sexual objects to be manipulated for their own pleasure and advantage.  Male sexual prowess is tolerated or encourage, while female sexual activity is restricted and negatively sanctioned.  Male sexual vocabulary is more varied and power oriented.  In contrast, women are expected to be silent about sexuality. Evidently, concern for having power over others is seen in everyday encounter especially in language used to convey thoughts, in nonverbal behaviors, especially in a sexual relationship.

The EU and the United Kingdom:
The EC recommendations and code of practice on the protection of the dignity of women and meant at work published in 1991 called attention to the prevalence of sexual harassment at work and also provided a framework for dealing with the issue.  Press interest along side the removal of the upper limit for compensation cases has also created serious outcomes for organizations failing to deal with harassment.  Consequently, some progressive organizations in the UK have introduced harassment policies while others are contemplating to do so.


The challenge, however, to create effective policies still exists because of the reluctance of victims to file complaints.  Organizations must promote confidence in raising concerns, provide access to effective procedures and appropriate support for meeting them, and establish commitment to the elimination of harassment in all forms.  First, management must accept that harassment is a problem in the organization.  Management will recognize the issue if present with : evidence revealing its prevalence and impact; employee opinion surveys; competitors introducing harassment policies; cost consequences of ignoring the problem effectively; trade union pressure; and incidents in organization. 


EC has established numerous networks and organizations willing to share experiences, including the EOC's Equality Exchange and National Harassment Network, University of Central Lancashire.  Most complaints simply request that the offensive behavior end, while employers want to correct unacceptable behavior and prevent its reoccurrence.    British Gas introduced its harassment policy in 1991 as part of a well established equal opportunities program, covering all 70,000 employees.  Whitebread Inns introduced a harassment policy in 1993 as the first of its equal opportunities incentives.  "Experience with organizations employing many thousands of staff in a range of sectors in that annual complaints are counted in tens rather than hundreds, through many others are being resolved at the informal stage after counseling.  Malicious complaints, another common concern are exceptionally rare.   Tribunal cases have pointed to the main importance of a prompt, thorough, impartial investigation of harassment complaints. 

Australia:
Arthur Andersen in Sydney faces discrimination charges because of failure to promote a female employee to a partner position.  This is the first of its kind.   Women are likely to have difficulty providing discrimination preventing elevation in accounting and other professional firms.  Arthur Andersen and its associates have only nine women partners from about 140.  This demonstrates that discrimination obviously exists and sexual harassment is a form of discrimination.  One national survey in Australia revealed that one in four Australian women suffered from sexual harassment at work. 


Australian women are leaving professions and corporate life due to sexual harassment, "glass ceiling", and emotional tiredness.  Emotional tiredness is derived from having to conform to a standard of behavior which is alien to most women.  Women do not process that same norms that do males.  Australia's biggest management issue as top management unwillingness to accept  someone who is different from them.  

LATIN AMERICA

Mexico
The public appreciation of her person is a matter of tradition surviving from the days of courtly love.  The "piropo", a well phrased expression of admiration, is literally the pyrope.  Regardless if women value their anonymity in the street men compete to issue the most elaborate or vulture of these expressions.  In Latin cultures such as Mexico's, it is difficult to establish the limits of a Latin charm and  compliments and the beginning of harassment.  Mexican culture can make it more difficult to establish clear limits for sexual harassment than in other cultures.  


A group of students at the Technological Institute of Higher Education of Monterrey (ITESM) were asked to discuss the subject of sexual harassment.  The men  in the group said that expressions of admiration were fine if they were not aggressive.  Some men said they would never make an unsolicited comment unless they knew the women.  Obviously, they do not considered these comments of admiration offensive, other wise it would be endorsing harassment.   


The female students from ITESM said any unsolicited remark on the street was offensive, and best solution was to ignore the comments.  Comments at work were inappropriate unless they came from friends. The question then is how is friendship defined and what kind of comments are offensive to the degree of being considered sexual harassment.  Almost all the women understood sexual harassment to be an abuse of power. Despite this understanding, the position the females said they would take if victimized with sexual harassment was to leave work or ignore the harassment because it would never stop. 


Women's opinions are not taken seriously or usually underestimated by male co-workers.  She is not given equal treatment at a job because of the assumption she will get married, have children and subsequently neglect her work.  Women are excluded from meetings outside the office with the excuse that it is inappropriate for women to be present when men are using bad language and consuming alcohol. This can be explained by the high power distance dimension.  Women feel they are defenseless to the traditionally higher status men hold in society.  Their views are illegitimate and voicing them is useless.


 Ironically, other women offer little support suggesting some women bring problem upon themselves.    Some women might even say that how women expect to be treated and what they convey influences the treatment they get.  Still sexual harassment remains an issue, and little of what has been seen would suggest that women are in complete control of mens behavior. Most of the cases reported in Mexico are in the lower level positions such as among laborers, clerical workers and secretaries.  Sexual harassment is less obvious in higher positions and more direct among lower-level jobs.  It is also less frequent in the private sector and more frequent in the government sector.   Furthermore, as women climb the rigid professional ladder in Mexico they may feel it more necessary to strengthen their collective ideas.  This intern may help protect the years of hard work that have already been invested.


In 1992  sixty-one Mexican female legislators spearheaded the  passage of a penal code law that would protect women in cases of sexual harassment, discrimination and abuse. Their 600 male colleagues were hard to convince, but today there are statutes to that deal with sex crimes.   The penalty is a fine of 40 days minimum salary for anyone who repeatedly sexually harassers another person.  Although the existence of this penal code signifies a major accomplishment in the recognition of sexual harassment in Mexico, it is still widely accepted in the culture where many men consider themselves superior to women.  The challenge women face in changing Mexican laws aligns itself with the predominantly male parliament desire to avoid uncertainty.  

A female victim attempting to file a claim still bears the burden of supplying proof of harassment and the psychological harm that it causes through the use of recordings or documentation. It is common for a man's argument to state the woman provoked the incidents.  Mexican women believe reporting a case of sexual harassment or abuse will result in being treated as instigators and men as the victims.  They are not apathetic to the problem, but rather fearful of loosing their jobs and privacy.  Women might even be accused of having incited the sexual behavior and thus are deviant persons that must not be tolerated.  Again, this supports Mexico ranking high in uncertainty avoidance.

In Mexican federal labor law, no provision exists specifically addressing cases of sexual harassment.   However, a law does exist protecting women in cases of sexual harassment, discrimination, and abuse but it is weak and constantly threatened. One women, fired from her non-union job after her pregnancy began to show, was blocked from promotion for 18 years by her male boss after she resisted his advances.  Her daugher was denied promotion because she was a women by a Mexican firm and now works for an American firm


Women-rights advocates argue that  civil code modifications intended to establish equality between men and women in cases of divorce - have left women more unprotected in some cases.  Women in Mexico are also required to pay alimony. Consequently, women are skeptical about laws made to protect them and reduce discriminatory actions such as harassment because they have seen these laws work against them.   


For example, how Mexican laws protect male harassers more so than female victim  dealt with  a women working for an educational institution in Mexico.  She complained t her boss about sexual harassment and the person responsible for the harassment was fired.  However, Mexican laws heavily restrict the conditions for termination.  The fired person went ahead and filed a claim and won.  The company ended up paying termination compensation. 

ASIA

Japan:
Unlike in the United States, few women in Japan even complain to their companies.  tradition in society of perceiving through problems or because they feel that it old do no good.  This  is especially so because Japan is a nonlitigious society.  It is believed that this Japanese culture had transferred on to Japanese factories in the United States.    


Women instead in Japan may be expected to help revindicate a male professional's position after accusing him of harassment.  A survey conducted two years ago by Tokyo city government revealed that 26.5 percent of female workers reported having experienced some unpleasant sex-related experience on the job, mainly being told lewd jokes or being touched.   As a collectivist culture, women are deterred from filing a complaint that may not only mark her company, but her family as well as failures.  They are expected to serve the greater good, per say, of pleasing men in her society.


The cases of harassment within the Japanese work place include deeply embedded cultural attitudes, such as the still-common notion that women are merely sex objects.  Many institutional practices reinforce that image, such as widespread corporate policies that reduce women to jobs that are to serve men. 


Sexual harassment is not viewed as a human rights issue, but rather a labor dispute or private mater.  No term for such conduct even existed until 1989, when the media coined the loan phrase "seku hara" in reporting on the phenomenon abroad.  After growing awareness opened opportunities for polling women, some reports found that up to 26% of 1,800 women surveyed had been harassed.  Other reports express 40-60% of women are harassed in Japan.   Women's failure to act upon these cases is because of the great power distance they experience next to men.  


Many women must deal with harassment because they feel they need the company more than it needs them.  thus they put up with questions such as 'What color is your underwear?'  and 'Your breasts are big!' or 'Do you live alone or with your boyfriend?'  Accepting the harassment, however, does not guarantee the job.  The media reports up to 50% of women are denied interviews based on gender.   


Japanese culture and language is traditionally chauvinistic.   Females must speak in infantile voice and in a demeaning language structure in order to be polite.  Men are not taught to see women as deserving of equal respect and consideration they give other men.   Thus, men resort to harassment  reflexively.  Women are discouraged from empowering themselves by claiming their human rights and do not see human relations with expectations of individual rights.  They view duty and privilege based on rank with in the group.  Seeking that asexual harassment be rectified is jeopardizing harmony.  While a man views his priority as being a good Japanese man.   Japanese high masculinity index explains the need Japanese men have to dominate society. 


Women in Japan won the right to vote, work, travel, and be involved in social and community affairs.  However, they lack a good understanding of human rights that would enable them to fight against sexual harassment.  Moreover, the culture embraces "seku hara" clubs, were men can go pinch, grope, fondle, rub and nibble on a real secretary dressed in an office uniform, typing away at a word processor. 


Marriage is must for advancement for most company men.  Since men are expected to work long hours, they lack the opportunity to search for their future wife.  Management has, interestingly, adopted the role of cupid in many companies.  firms hire women that meet the criteria for good brides to serve as office ladies that serve tea and make photo copies.  Management will then organize social events where the men and women can interact.  Consequently, these firms will go to great extents to hire "nice girls".  Sony, for example, has been known to call its female workers at night to ensure that they've stayed home.   Japan ranks high in the masculinity dimension which is characterized by organizational interests being a legitimate reason for interfering with people's private lives.


Japanese companies have experienced conflicts after having tried to impose their business traditions on American subsidiaries.  Women and other minorities have filed discrimination charges against companies in the past, so Japanese companies with subsidiaries in the U.S. are expected to be aware of these problems.  Some experts attribute the prevalence of sexual harassment in Japan to the secondary status women hold in society.  Behavior unacceptable in the U.S. is alright in Japan. This behavior is transferred on to Japanese subsidiary's corporate culture in the US.   In the past the Japanese have given little attention to signs and complaints of sexual harassment.  However, this has changed with the recent Mitsubishi harassment lawsuits in the U.S. 

Other Asian Nations:

The Asian Executives Poll, a weekly fax survey conducted in ten Asian countries by the Review and Asia Business News, found that respondents said that  sexual harassment was a problem in Asia to some extent.  Only Singaporeans and Malaysians said sexual harassment was not a problem.  About 57% of the respondents believe women have equal opportunities as men in entry-level jobs.  Interestingly, 92% of Japanese respondents and 100% of Korean respondents disagreed women had equal opportunities.  respondents overall were evenly split between choosing to give a warning or a dismissal to an employee who was repeatedly found guilty of sexual harassment.  Finally, 51% of the total respondents said there is a "glass ceiling" in their country's corporate sector.  Ninety percent of the Filipinos surveyed said a glass ceiling did not exist while 85% of the Japanese surveyed said it was a problem.  

