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Workplace sexual harassment exploring the experience of tour leadersn

an Asian context

Introductio n

One of thekey factorsin successful human resource managenssthie belief that every
employeecan make a significant contribution to the development of an orgatinon. To
achieve this, mployersneed toprovide asafe and supportivevorking environnent where
employeesamong other thingsre free to undertake their duties without the pressures and
distress that can arise as a resukexdual harassme(&oldsmith et al.1997. However, he
diverse nature of the hospitality/tourismdustry makest difficult for most companies to
implement effective equalights procedures (Goldsmitlet al, 1997 Ineson et al, 2003
particularly in this sensitive are@iherefore,employersneed effective poliesand measures
to guaranteehat their employees camork with confidence in an environment that is safe
and supportive.

Workplace sxual harassment & issuethat has gained increasing prominence in recent
years Owing to factors such as long working hours, night shifts, the prevalence of alcohol
andte i nti macy of A heo hogpitalityddurisin yndustre is \partcudady, t
susceptible to the probleaf sexual harassme(iDavis, 1998 Poulston, 2008b; Yagil, 2008
Sexual harassmenan have numerougegativeeffects,includingpoor workingrelationships,
monetary loss (Gutek, 1985; Schneidsr al, 1997), employee dissatisfaction, loss of
attachment to the orgasation (Boyd, 2002; Gettman & Gelfand, 2007) aimdreased
employee turnover intentions (Burke, 1995; Laband & Lentz, 19®8an organisational
level, high turnover and lahw coss arerecognsed human resource management challenges
in the hospitality/tourism industrgnd, thereforei is critical for the industry to pay attention
to the problem ofexual harassmeritlowever, pretecting associates from unwanted sexual
attention, whether from coll eagues, manager s
of care for their staff and touches on a range of associated equal opportunities and wider
ethical concern§Goldsmith et al] 1997.

The fast economic growth in the Adeacific regionhasresuledin anincreasean travel
relatedactivities. Previous studies indicate that group package toerthe most common
mode oftravel for outbound touris in many Asian countries (g et al, 2002; Wong &

Wang, 2009)Tourists, embarking on sugiackagesare generally supported byur leades

who guidethe groups through a range of experiences aeaviceswithin the itineraryAs the



tour leaderseffectively act as the interface btween the travel agent andhe group

participants, their performangean directly affect customer satisfaction dhereputation of
thetravel organgation (Wanget al, 2004).Furthermore, due to the serndodented nature of
their work and the facthat they have the opportuniy to work with numerouspeople in

various settings, tour leaders fasituations that can expose them to the dangesexial

harassment.

Previous studies on sexual harassment in the tourism indoatty beerbased oma
marketing perspectiveand are set in Western contextgAlbuquerque & McElroy, 2001,
Kozak, 2007) Moreover, limited studies within the tourism context have examined the
experiences of sexual harassment by the specific group category of employees, namely tour
leadersTour leaders are one of the im&omponents ofhe tourism industryvorkforceand
are expensive tdrain in terms of bothtime/experience accumulatiomand financial
investment Notwithstanding this investmente risks associated witsexual harasmentin
the workplace and its effects on the job satisfaction and turnovef tour leadersemain
largely ignored and evidence as to the scale of the problem is-naséarched and largely
unknown.

The Asian context presents a particular challenge weifard to this sensitive area. A
number ofstudieshave notedthe notiono f i inaataBod tosensitivebehavioras a
dominant cultural value in AsiéAgrusaet al, 2002; Coats et al., 2004). Asians, especially
the Chinesgpreferto preserve face eman conflicting circumstancetd maintain harmony
and avoid exposing themselves, their colleagues and their customers to possible shame or
ridicule. In addition, problems associated witlargely subjective definitions of sexual
harassmenhave contributel to limited research attentidreing paid to th&e problemin the
hospitality/tourism industryOur study focuses on Taiwan as a research setting, where these
issues are in especially sharp foclkerefore, tis study ams to addresghis research gap
andto draw attentionto the human resource management isetisexual harassmeit the

tourism industry in Taiwan.

The purpose of #studyis to investigate sexual harassmeamongtour leaders in
Taiwan. The research objectivefsthis studyareas follows:
1. Toinvestigatd our | e ad e r sdxuatharpssnent behavaansorkpo f
2. To investigat e t otbheorgahisatodapoticedregalati@sreatmgte s o f
sexual harassmeirt the workplace.



This paper isorganisedas follows: thenext section reviewghe extantliterature on
sexual harassmenthenpresats the methodology and reports the findingshis studyThe
final section discuses theresearchfindings assesses their implicatiorsd notes the
limitations of the study

Literature Review

This section reviews definitieof sexual harassmerthe cultural, legal and regulatory
context ofsexual harassment in Taiwamd the reasondor and consequences of sexual
harassment in the hospitality/tourism industnsofar as thditerature enables, this review
also addressesé nature ofwork of tour leaders in relation tthe incidence ofsexual

harassmerdndorgangational policies on sexual harassment.

Definitions of sexual harassment

There are a multitude oftlefinitions of sexual harassmentwhich cross various
disciplinesincluding psychology, management, sociology and law (Samuels, 2003). Sexual
harassment includes behavibatranges from sexudly suggestive remarks to sexaabaults.
According to the definition othe United State€qual Employment Opportunity Commission
(EEOC), which is based orthe Civil Rights Act of 1964 sexual harassment includes
unwelcome sexuadvancesrequest for sexual favars and other verbal or physical conduct
of a sexual nature whersubmission is explicitly or implicitydemanded as term or
condition of employmentFurthermoreywheresubmission or rejection is used as the basis for
employment decisionandbr where the purposeof the conduct isto interfee with an
i ndi vi dkpelffotmancenvar creatan intimidating or offensive workplace (Gilbert,
Guerrier & Guy, 1998;EEOC, 2012

Sexual harassmentas a conceptmay be seen to be culturally and contextually
constructedthere areconsequent variethterpretatios of sexual heassmentandthere may
not always be general agreement as to whether a partaileonstitutes sexual harassment
(Schneider & Phillips, 1997). Gilbedt al (1998) point out that individuals have varying
perceptions of what constitutes sexual harassmedthat what is consideretb be sexual
harassment by one may be viewed as harmless by arfthaar. examplestudieshavefound
that while flight attendants commonly experience verbal phgsical forms oharassment
theytendnotto regard themselgeas victims of sexual harassment (Froberg, 1990, as cited in

Yagil, 2008). Thisalsooccurs in the hotel and restaurant indestwhere employeesften



disregardincidents ofwhat others might construe to bexual harassmeiats theyconsider
themto becommon or normal in tt particularworkplace (Coat®t al, 2004; Folgero &
Fjeldstad, 1995; Giuffre & Williams, 1994).

There are five categories of sexual harassment as explainédzggrald etal (1988).
First, Gender harassmeméfers togeneral sgist remarks or jokes aimed to convey insulting,
degrading, or sexist attitude about another perSmtond,Seductivebehavior refers to
inappropriate attempts to initiate romantic or sexual relations with another p&raomh
Sexual briberyrefers to slicitation of sexual activity or other séxked behavior (e.g.,
dating) by promise of reward$:ourth,Sexual coerciomefers toforcing of sexual activity, or
other sexinked behavior under threat of punishmehinally, Sexual assaultefers to
attempts to fondle, touch, kiss or grab.

Many enployees in the hospitality/tourism industso acceptsexual harassment as
"part of the job and are conditioed to deny theexistenceof such incidents (Yagil, 2008).
This denialmay be a result of the patiee and tolerance requinent of serviceoriented
industies and the lack of clearly articulated and supportiymlicies proteéhg employees
from sexual harassmenAccording to Kensbock, Bailey, Jennings and Patiar (2015), the
existence of power dynamibetween the hospitality/tourism employees and the guest,

increases the vulnerability of low power employees to sexual harassment.

Sexual harassment regulations in Taiwan

The problem of sexual harassmensaotiety begins tattract attentionin Taiwan from
the early 190s. On May 22, 1994, a largeale parade was staged by a numbev ofme n 6 s
rights groups in Taipei to proteaboutsexual harassment against women and to show their
discontentwith government inactiomelating tothis social problemThe enactment of the
Gender Equality irEmployment Act was finallyn placein 2002 Due to the pressure of
| ocal womends rights groupscaledicrosmwg o¢ h @apt ed 0
Acor di nat edo ver si ohamssmemdt woitk eas tréated as aforrd of seg x u a |
discrimination inemploymen{Chiao, 2003)

Taiwan is a conservative society and the address to sexual harassmenhadiyuake
placein 2006 whenthe Taiwamsegovernmentintroducedthe first laws toaddresssexial
harassment irthe workplace Here, he legal definition of sexual harassment is mostly
translated directly from the US sexual harassment legislation, which classifies sexual

harassment as either quid pro qudher presence af hostile environment (Lin2006). Quid



pro quooccus when getting or keeping job is conditioml on the acceptance of sexual
advances, sexual faus, or other verbal or physical conduct of a sexual nawingh are
the most obvious forms of harassmewt. hostile work environmet occurs where
unreasonablevorkplace conduct interferegi t h  a n ¢angble bepddite @&sghagen,
1996).

According tothe 2006 legislation government agencies, companies and schiools
Taiwan are required tcestablishcommittees and rules on st harassmentna provide
channels for reporting violationgindings froman annual survey on equal employment
opportunites conducted by the Council of LaboAffairs in 201Q revealedabout 80% of
companies provide sexual harassment prevention polanesaround 60% have set up
channels for reporting violation¥he surveyalsofound that 6% of female and 1% of male
employee®xperience sexual harassment in the workplace (Council ofuL&fiairs, 2011).
However, thee levels of sexual harassmemhay be undefestimatedbecausec o mpani es 6
hierarchies and power imbalances can also make victims feel they have no alternative but to
keep sexual harassment to themselves (Wang, 2086)Chinese culturalalues related to
Ainterdependencer athmaymaulhiy the agoidahce ofcackpowledging
or complaining to an authority about sexual harassit@ntbroff, 2007) The imbalance of
power in the workplace; theaditional Chineseultural attitudes towardswomenand the
lack of poligesand edeationon sexual harassmeint the workplacemake it even harder to
address the issue in a collectivist society such as Taiwan

Sexual harassment in the hospitality/tourism industry

It is widely recognisedhat sexual harassment is pervasive in the seriidustry,in
particular the hospitality/tourism industry, due to the ambiguityhefinteractions during
service deliveryand theunusual working hours and working conditions (Mkono, 2010).
Factorssuch as hieraretal organgational structurein the service industrythe low job
status of service employedsyels ofsocial interactiorbetween employees of all levgjeb
expectatios andthe sexuaBedimagethatsomeorganisationsvish to promotecan make the
employees within the industngorevulnerableto harassment (Albano & Kleiner, 2007).

Furthermore,as Eller (1990a) poirg out, much of the hospitality/tourism industry
involves social environmestwhereemployeesare expectedto satisfy the needs of guests.
Accordingly, he boundary between rsece and entertainment may be misunderstood

misinterpretedconsequently leadg to inappropriate expectations of guests and staff (Eller,



1990a). According to a recent surveyindings from the Hong Kong based Equal
Opportunities Commission to flighttandants working for Cathay Pacific, British Airways,
United Airlines and other carriers working in partnership with the Hong Kong Flight
Attendants Alliancemore than one fourth of all air hosts and hostesses indicated that they
had been sexually harasswhile on duty in flight over the past 12 months, while nearly half
had witnessed or heard about one of their colleagues being sexually hafdsssdivey
results generatedonly a 4% response rate and the Commission claimed gbah low
response ratmight be attributed tdhe fact that sexual harassment is an embarrassing subject
to discuss (HKEOC, 2014).

The direct and indirect costs of sexual harassment in hospitality and tourism
organisations have been discussed by several researsharso andKleiner (2007) suggest
that low morale, pooworkplacerelationshipsan unstable workforce and possible litigation
are possibleonsequences of sexual harassmierthe workplace Gilbertet al (1998)also
note that sexual harassment can resulthigh turnover, poor working relationshipesnd
econonic cosk. Similarly, the costs can be in the forof monetaryloss, legal costs,
increased sick days, stafésignationsincreasedcoss of hiring and training new staff,

negative publicity, reduced staff practivity and low staff moraléPoulston, 2008b)

Tour Leaders andhe nature of theirwork

In many Asian countries, including Taiwan, group packagest(@®PT) are the most
common modef outbound tourism (Liret al, 2008; Wanget al, 2000).In this context the
level and qualityof service is one of the most important contributtrsustomer satisfaction
and business success. As frontline employees, tour leaders play a sémwaerole in
assuing competitive advantagendthe success dfifferent strategies (Mossberg, 1995).

Il n Tai wan, tour | eaders are oftepndespiteewed .
possessingrofessionalqualificationsanda range of valuegersonahbilities (Chang, 2006)
Researchers and practitioners hawntdied tour leaders as possessing competesuoies as
problem solving skills (Zhang & Chow, 2004), reiidgty and trustworthinesghe ability to
handle complaints and difficult situations, knowleddeourist attractionsgood mannes, a
willingnessto help(Mossberg, 1995), intelligee, cultural sensitivty and kindhess(Quiroga,
1990). Ap and Wong (200Hrguethat the main responsibilities of tour leaders are to ensure
thatproducts and serviceseprovided as contracted atmimake customers hpgp.

The characteristics of hospitaltyiented service culture, custes®d service provision,



performance evaluationnd long working hours withcustomerscan maketour leaders
susceptible tsexual harassmenn an exploratory studyWwong and Wang (4IB) note that

the performance ofemotional labourby tour leadersin these circumstancesay trigger
sexual harassment. Their stufihynd that tour leaders areommonlysexualy harassed by
customers, tour guides and bus drivaigeir study also revealetthat the interpretation of
sexual harassment can vary between male and female tour leAdeesent sexual
harassment complaint in Malaysia was made by a female tourist guide who was sexually
harassed by a male tour bus driver since she was forced @yeh dgency to share a room

with him (Kaur, 2011) The MalaysianWomen Tourist Guide Association President, Erina
Loo Siew Ming, a tourist guide of 18 years, had also been sexually harassed in the cause of
her tour guiding work(Kaur, 2011) However, thefear of becoming jobless forced most

women tourist guides to tolerate such humiliation in silence.

Organisational sexual harassment poliesand prevention strategies

Gardiner (1993Flaimsthat victm® r es ponses t cdhave ldte effacion har a s :
the harassers and can make the situation worsemoke effectivepreventive and remedial
responsg to sexual harassmertan be seen tstem fromthe actios of employes.
Accordingly, firmscan benefit byadoping and implemenhg workplace sexual llassment
plars (Aalberts & Seidman, 1996)Sexual harassment poigs have been widely
recommended as a tool for handling sexual harassment in the workplace (&itde1998;
Worsfold & McCann, 2000). Fangnd Kleiner (1999)proposea good sexual harssment
policy should be valuable toan employer in three ways: (1) tan act as an empyee
relations management to@) it canprovide basic education for employees on the issue, and
(3) it canminimise legal liability in the event of litigation agaitthe company.

Rutter (1996 as cited in Theocharous & Philaretou, 2p@2ggestthat employees
should be taught to control their sexual boundaries and learn to respect the boundaries of
othersas a strategy for preventing sexual harassni®&atvious stutes havealso suggesd
that continuous training and education can help prevent sexual harassment (Cho, 2002;
Gilbert et al, 1998). In additionthe routine documerdtion of possible harassment cases
within the orgarsation is an efficient wayof updating sexual harassment policies and
procedures (Titus & Dry, 1992; Eller, 1990W)jctims canalso helphalt further harassment
through develomg the skills todetect sexual harassment inithgorkplace (Theocharous &
Philaretou, 2009).



Methodology
In this section, the research sample, research instrurttenteliability and validity of

thedatacollected adtheanalysis of tk findingswith respect to this studgrepresented

Research sample

There are more than 2,000 travel agencies in Taiwaithvemployabout 20,000 tour
leaders (Taiwan Tourism Bureau, 2011). Based on the research objectives, the primary
criterion for the selection ofhe research sampleaslicensed tour leaders affiliated with a

travel agent.

Research instrument
A questionnaie was used to elicit informationfrom the tour leaderon sexual
harassmengéncounterecdndthe policies and support relating to sexual harassment provided

by the organisatiorhe questionnairezasdivided intotwo majorparts:

(Part 1) Sexual harassmenhencountered: The respondentwere first asked the sexual
harassment behaviors experienced in the past one year in the workplace. Then they were
asked toindicate theprevioussexual harassment behaviors experienced at work and to
describethe specific inciderts they hal experienced Previous studies note thtite actual
experience of sexual harassment diffeom the perception of sexual harassment atithtthe
actual frequency of sexual harassment is often higher tharperceivedlevel of sexual
harasment (Fitzgeraleet al, 1988; Gutek, 1985)[he participantswere also asked tostate
theidentity (colleague, customer et@phdgender of the harasséne scene of the harassment
incident andthe coping strategiesisedafter the harassment ielation to specific sexual
harassment caséheyhadencountered at work.

(Part 2) The polices and support relating to sexual harassmenfprovided by the
organisation: The questionnaire also investigatéhe sexual harassment polies and
channels for reportingiolations provided byrgansatiorsa nd t h e pparticipatiani pant s
in sexual harassment training/educatmwagrammes

Six tour leaders and two hospitality/tourism human resource management scholars
examined the content validity of the questionndite major modifications were made except

for the wording of some of the questions.



Data collection and analysis

In light of the nature of tour leaddp, the datawere collected inlate 2013 usingwo
different ways First, hree hundred and twenty egtionnaires were sent to six travel agents
of which 172 validresponses weregeturned.Second, an mine survey was conducted via
referral with 88 valid questionnairelseing completedA total of 260 usable questionnaires

were reviewedndthen analgedby SPSS versioh8.0

Findings
In this sectionf h e r e s pckgrabednnfosmatiornb and the findings based on the

research objectives are presented.

SocioDemographic data

More female(63%) than malg€37%) tour leaders participated in the stud@lige majority
of the respondenigere aged 31-40 (43%), followed by 2130 (28%) and 460 (24%). About
60% of the respondentsere single and mund 25%were married.Nearly 60% of the
respondentsvere college/university graduatespand 25%hada degreerbm junior college
and 12%hada postgraduate degree. Nearly half of the respondedts-Bayear$experience
as a tour leader with the current companmlyjle 21% hal less than 1 year arzil% had4-6
yeass of experience with the curreorganisation Thedistribution of ther e s p o ntadak nt s 6
work experience as tour leaden the industrywas quite even with the majority having
worked betweerd and 12 years in the tourism industry. Table presentsthe socie
demographic data of the respondents.

Please isert Table 1 here

Sexual harassment experienced by tour leaders

Table 2 presentghe percentageof respondentsvho had experiencegarticularsexual
harassment behavior in the paseyearin the workplaceMore than 30% of the respondents
had experiened i s e x u a | j okeso, i ¢ o mappeatarsie, o Nl sfeidgilcrt @
conversationo, drysreexmaalklsyd, difisienrgiumirreast f or dat
refusedo and fAr epe awhiewokihgasatour fegerimthedpasboe | eer |
year The mostcommonly experienced forrof harassmentvas fs e x u avhichwas k e s 0,
ranked number on@2%) by the respondents.

Please insert Tabl2 here

In sum,the most common forms of sexual harassmeported by theespondentsvere
10



figender sexa | h ar a s ssadectiveharassment befavid The results ofthe crosstab
analysisas shown in table& reveal thatin more than half of the harassment behavio
categoriest h e r e s expenedcestffersd@ignificantly withrespect tagender, ag and

marital statusRespondents with different years of experience in the industrydiffeved
significantyinifgender sexual harassment o and fAseduc
In particular, the experience of seductive harassmentiffered significanly among
respondentsf different gender, age, marital status and experiencarment company and in

the industry.

Please insert Tabld here

The questionnairéurther examined lhe respondentssexual harassmegincounteredt
work andto statethe incidems of sexual harassment in the past. Abo8%2(n=72) of the
respondents indicated theychexperienced sexual harassmpreciously at work Crosstab
analysiswas thenused toexaminethe differencesn sexual harassmeamong respondents
with different sociedemographicsAs shown in tablel, sgnificant differencesvere found

with regard tagender, age and experience in the industry.
Please insert Tablé here

Seventytwo of the respondents wHhuad previous sxual harassmergncounterecat
work were asked tadentify theincident first @ameto their mind. The respondents were then
asked to describe thdentity andgender of the harasséie scene of the harassment ahd
coping strategiethe victim usedafter the harassment. The resitidicate that the majority
of harassersvere male (8%) andthat customemwas the main harass@t3%), followed by
bus driver(26%), tour guide(21%) and other tour leaddf0%). Sexual touching, sexual
looks/staring and sexual jokegre the mostommonlyreported incidentsThe respondents
also reported incidés of repeated requesfor dates outside of work, trand) sexfor work
and attempted rapelThe main coping strategies thespondents r e pwere fié d n d
measures to prevent future occurrenceeoiksu a | harassment o0, Aconvin
nor mal i n the i ndust Oytofthe totdl miltgple copirdy sttategees, h ar a ¢
about56 % of the strategies used are fAconvince
Ai gnor ed,eatueelsl/ fcolends/ rel ativeso or Acommu
Thesefiguresindicatethat victims tenddto adopt passive ways resporling to incidents of
sexual harassment (Tabb. The victims may perhaps feel worried or fear that othalis w
misunderstand and criticize theandat the same time féafj embarrassed and humiliated.

Please insert Tablg here
11



Awareness of sexual harassment paigregulationsin the workplace

As presented in table, dmost half (49%6) of the respondentser e i u whether e 0
their organisations had sexual harassment policies/regudafaty 9% respondegbositivdy
and indicatd that they werdamiliar with the contentsf the policieswhile 3% claimedto
be unfamiliar with the content&nly 3% of the espondents indicadehat thér organisations

do not have sexual harassment pefitegulatiors.

Only 4% of the respondents participdi@ sexual harassment training/education in their
current orgargations Another 12% indicatel that they hd never paticipated in sexual
harassment training or educatiemen though their employers providedch programmes
Surprisingly, more than 84 of the respondents indicdtéhat their organiations had never

providedsexual harassment training or education.

When &ked about the channdisr reportingsexualharassment at woyrknost of the
respondents listelluman Resourcesr the PersonnelDepartment(38%) and email(22%).
However, 29% of the respondentsvere unsure about the channels feporting sexual
harassmemand8% indicated that their current employersd no such channels in place

Please insert Tablé here

Discussion
This study investigat the sexual harassmerhat tour leaders encounter at work in
Taiwan. Several findings appear sopportthose ofprevious studies on this topic in the

hospitality/tourism industry.

First, sexual harassmeappearsto be a commonphenomenon experienced bgur
leaders in TaiwanOver 60% of the respondentsdicatel thatthey hadexperiencd certain
forms of sexual hassment at workThis suggests thahe governmenstatisticsindicating
that 1% of mals and 6% of femalein Taiwanexperience sexual harassment at work may
significantly underestimatethe actual incidence of harassmepéarticularly in the tourism
industry. Ths figure also suppostthe research indicatinghat the servic@riented nature of
the tourism/hospitality industgncouragesexual harassment (Davis, 1998).

AThe customer is always righto is a commo
particularly true for tour leaders in Taiwan, as their income depends heavily on tips and
commission from shopping and optional tours generated from tour participants. Therefore,
the performance of tour leaders is closely monitored and influenced bydlsémers, who

are required to complete customer evaluation or customer satisfaction/comment forms on tour

12



|l eadersdé group assignments (Wong & Wang, 20C
the collaboration of customers and other stakeholdess tbur guides, drivers and other
personnel in hotels, restaurants and attractions). Therefore, it can be challenging and, at

ti mes, overwhelming to be fAprofessional 0 an:t

and other tour related stakeholders.

Second, the findings indicate thagender sexual harassment and seductive harassment
behaviorwere found tooccur more frequently than sexual bribery, sexual coercion and sexual
assault. More than4%o of the respondentsad experienced gender sexual harassnaad
nearly 40%had experiencedseductive harassment behavidhese resultsindicatethat the
frequency of reported incidendeclines asthe degree and severity of the harassment
increass. The results alscsuggestthat tour leaders commonly confronbdtile work
environmers. Although over 60% of the respondents indighteaving experiened some
form of harasment in the past year, only @B of the respondents confirmdtey had
experiened sexual harassment at work in the past. Previous sexual hanasstudies
suggest thathere isa gap betweerheé numberswho say they hawe been harassed and those
who report haing experiencecharassmenbehavio (Fitzgerald et al., 1988; Gutek, 1985;
Lin, 2006). Ths study dso found tlat fewer participantonfirmel having been harassed
than repotihg having experienceduch behavior. Thisype of discrepancgan result from
factors such asrganisations failing to instituteexual harassment padks education and
training and the different perception and defimti of sexual harassment the service
orientedtourism industry

Third, the findings indicate thahales (86%) were the main perpetratorandfemales the
main victims of harassmentThis result is in accord with previous studies (Lin, 2006;
O 06 Do n etlly ¥98)that male harasserand female victira are common in harassment
situations. In addition, @istomers, followed by bus driveiand other tour guides were
identified asthe man types of harasser. According to Article 3 dhe Taiwan Sexual
Harassmet Prevention Regulationghe employer is expected toprovide a hassldree
working environmentfor their employeeqCouncil of Labar Affairs, 2011). Although
customers, bus drivers and tour guides are external partiea t o u raffilidted a d er 6 s
organgation is still liable both in terms of their duty of care for their employeesfan@ny
lawsuitsthat mayresult from sexual harassment in the workplddeseresuls alsoindicate
thatthe employmentelationshipbetween tour leaders and their stakdbrs, particularlythe

customers and those who workpest ofa team during specific group assignnseig hard to

13



define. Based on thg/pes ofsexual harassmemeported in this study fis e x ual touc
Asexual | okeso, afide apdrequestioralrait e/ loawdestite wor Kk
most common scemios In addition tothis seductive harassment behavior, tour leadéss

experiencd sexual coercionral sexual assaudtat work. Howeverthe results indicate that

the victims tend toadopt extremely passive coping strategig® dealng with sexual
harassmentsuchasif i ndi ng measures for future preven
nor mal in the industryo, imMpaw.oi Bverny ithet hay a
reportan inadent of harassmenthevictims usuallyturnedto colleagues, friends or relatives,

who may not have the expertise to assist them on suchs.idedeed,a study on sexual
harassment among the collectivist Hong Kong Chinese also revealed talking ts frirend
colleagues about the incident to be the most prevalent cepitggy (Chan, Tang & Chan,

1999) It confirms Cortina and Wasti§2005) suggestion thale collectivist and patriarchal

culture of Chinesewomen makes themore likely to engage in sadi support coping and

less likely to engage in assertive, vocal, and public means of coping with sexual harassment
(Cortina & Wasti, 2005).

Finally, more than half of the tour leaders in the current ssidied they we
ei t her whalhergheirtiiabed travel agencies hadsexual harassment policy that
their agency did not have such a pality addition, #most 40% of those who knew their
compary had a sexual harassment polioyere unsure about the content of the policy.
According toTaiwand sexual harassment prevention regulations, compavitasnore than
30 employeesare required to set sexual harassment prevention, irgpard punishment
regulations and companiegth more than 1@®mployeesare required tastablishreporing
channes for sexual harassme.2011 report byhe Council of Labarr Affairs indicatel that
86% of the organisations inhe art, entertainment and leisure industwhi¢h includes
tourism) have set sexual harassment regulai@nd 80.1% display the regulat®m the
workplace. In addition, 75.1% of tlmeganisationsn the industry provide repang channes
for inciderts of sexual harassment (Council of Labd\ffairs, 2011).Nonetheless,hie high
percentage ofrespondents who wer@ uns ur e 0 erdbeneuand thehoentent of
harassmentegulatiors is a wakeup call for the tourism industimydicating that organisations
need to findeffective methods foreducating their employees ahe content of the
regulatiors and the repomg channet for sexual harasment. Moreover, 84 of the
respondentseportedthattheir organisations did not providi&ining and education omexsual

harassmenilthough more than half of the respondents indit¢état their orgarsatiors had

14



one or more channefsr reporting inaderts of sexual harassmerdlmosthalf were unsure
aboutthe r o r g amepordng chanoeh and8% respomled that their orgamsationshad
no reporting channeld hesefigureshelpto explain the high percentage of tour leadeho
experience sexudharassment at workPrevious studieshave suggestd that continuous
training and education can prevent the occurrencexifial harassmefCho, 2002; Gilbert
et al, 1998) Therefore, the tourism industry in Taiwagaeds tdake theresults of the current

sexual harassment reseasehiously and seek solutions to stop possible harm.

Limitations of the study
Due to the complexity and sensitivity of the research topic, this study has the following

research limitations. Sexual harassmsra relatively pesonal issueAlthough attempts were

made to take this into account during the development of the questionnaire and the data
collection, the respondents may have wanted to justify their responses and hesitated to reveal
the real situation. The nenesponsebias may occur which requires careful interpretation to

the findings.

There are constraints on time, resources and sampling method for this study. The sample
of tour leaders was based on a convenience sample. Considering the numbers of registered
travelagents and tour leaders in Taiwan, the research sample was relatively small. Therefore,

the findings may have limited generalisability.

Conclusionsand Recommendations

The resultsindicate thata large percentage dbur leaders in the tourism industry
experience sexual harassment at wdikenthoughsome of theespondents indicated that
they werevictims of sexual harassmeilhey ten@dto adopt passiveopingstrategieslt is
unlikely that they will come into direct contact with the perpetratorsexfualharassment
again in the workplace, because they are not regular work colleagues or repeat customers.
Together with the sexual harassment pefictraining/education and repory channe$
reportedwithin organsatiors, these findingsindicate that tour leaders in Taiwan do not

receivesufficient informatioron sexual harassment in the workplace.

Based on the results of this studige tfollowing suggestionsare providedfor tour
leaders, the toism industry and the government. Firgxsgal haraseent is not solg the

responsibiliy of society and the orgasaition Tour leades should takean active rolein

15



prevening the occurrence of sexual harassmantwork by spealng out and adojg
positive measuresgainst sexual harasment Second, gansatiors are responsible for
seting sexual harassment prevention regulaievhich aredisplayed in the workplace and
providing clear repoiinhg channes for inciderts of sexual harassment. Howevbegcausdour

leaders spend most of their time outsiddrttempary premises, orgasations should find

ways (eg. regular meeting group assignmestregular training and education ensumg

this information isdelivered to their employee3hird, thereis space for improvemem the
government regulationsn sexual harassmefithe Taiwangovernmenfigures do noappear

to reflect theactuallevels of sexual harassmeantthe tourism industryGovernment should
ensure tht industries adhere to thexisting sexual harassment regulationy conducting

regula and irregular inspecti@nand examinatios and punising negligent organisations
Sexual harassmeriity customes seems to ba seriousproblem in theservice industry. The
ideathatit he cust omercarm fad ovmtyrsi brutgehd otivoftene x u al
prioritised in the service industry-urthermore perpetrators okexual harassmemstuch as
customers, bus driveedtour guides caworeatea hostile work environment for tour leaders.

It is important for the tourism industry to provide conbna education for their stakeholders
regarding this matter. I n the context of Asi
the reporting of sexual harassment, particularly in Chinese culture. Compared with Western
countries, sexual harassmee@ports and lawsuits are relatively rare. The Taiwan government
introduced a sexual harassment prevention law in 2006 and is responsible for policing the
sexual harassment regulations in all layers of socCiéty.women's groups have criticized the
govermment's implementation of the sexual harassment law as ineffective (Wang, 2006). The
law needs to be actively and intensive promoted, victims of sexual harassment should know
where to turn for helplhe current sexual harassment regulations, which requipéogers to
provide a hostildree work environment for their employeasay need to beexamined

carefullyto providea clear and detailed definitiori the measures expected of organisations

Sexual harassment is not onlysignificanthuman resource magement issue, big
alsoanimportantindicator of thenealthof asociety. Previoustudies osexual harassment in
thehospitality industry indicate #t sexual harassment is@rious problemAs thisstudyis a
pilot study on the tourism industry inTaiwan, the resultgprovide some directions and
suggestions for future studphis study isconductedn Taiwan and a studyomparing sexual
harassment ithe Asian and Western tourism induss deserves further investigatioBome

previousstudies ofsexual harassment in the hospitality industise qualitative methoslito
16



demonstrat¢éhe quality and richness of the data. In additisith sucha sensitive topianore
in-depth andaccurateesultscould probably be achieved usiggalitative research meits.

Hence, future research should consider to adopt a novel approach such as case study or in
depth interviews to ensure the validity of the findings as well as providing new insights to the

topic.
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Table 1 SocioDemographic Data of Respondents

Count Percentage
Gender
Male 96 37
Female 164 63
Age
Below 20 -- --
21-30 72 28
3140 112 43
41-50 62 24
51-60 14 5
Above 60 -- --
Marital Status
Single 167 64
Married 67 25
Divorced 22 9
Separated 4 2
Education
Secondary school 1 1
High school 7 3
Junior college 66 25
College/University 154 59
Postgraduate 32 12
Experience as a tour leader in current comp
Less than 1 year 53 21
1-3 year 119 46
4-6 year 55 21
7-9 year 27 10
10 years or above 6 2
Experience as a tour leader in the industry
Less than 1 year 13 5
1-3 year 50 19
4-6 year 57 22
7-9 year 50 19
10-12 years 46 18
13-15 years 29 11
16 years or above 15 6

n=260
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Table 2 Sexual Harassment Behaviors Experienced by Respondents in the past one year

Yes No Ranking Type

(%) (%) (%)
1. sexal jokes 62 38 1 Gender sexual
2. sexually discriminated remarks 33 67 4 ?ﬁ{;f)smem
3. comments on figures or sexual figures 37 63 2
4. discussions about sex life 29 71 7
5. display of pornographic materials 16 84 11
6. post pornographic ptes 2 o8 18
7. privacy inquiries about sex 23 77 10 Seductive
8. seductive conversation 34 66 3 EZEL;?,EOS
9. inquiries for datesalthough having beel 30 70 5 (37%)
refused
10. repeated starring and/or leering 30 70 5
11. sexual gestureend behaviors 23 77 9
12. unwanted touching or fondling 27 73 8
13. exposure of sexual organs 9 91 13
14. trade sexual cooperation for benefits 3 97 17 Sexual  bribe
performanceyrades (11%)
15. trade sexual cooperation for benefits on wa 10 90 12
16. threaten withperformancegrades for non 4 96 14 Sexual
cooperation ?;;30'0”
17. threaten with work for necooperation 3 97 16 §
18. attempted rape 4 96 15 Sexual assaults
19. raped 1 99 19 (4%)
n=260
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Table 3 Crosstab Analysisfor Sexual HarassmentExperienced by Respondents in the
past one year

Gender Age Marital Education  Experience  Experience Type
Status in Current in Industry
company

Gender sexual 137 5.126 9.681* 1.639 3.546 6.103
harassment
1. sexual jokes 1.235 3.868 | 12.294** 3.031 3.096 6.730 Gender
2. sexually 427 2.549 4.698 .882 8.017 8.144 sexual
discriminated harassment
remarks
3. comments on 1.836 10.873* 6.942 5.743 5.038 12.581*
figures or sexual
figures
4. discussions 4.761* 7.726 7.207 .968 2.853 5.361
about sex life
5. display of 6.336*  9.054*  8.317* 8.197 1.508 5.988
pornographic
materials
6. post 021 5.790 .961 2.067 1.840 4.891
pornographic
poster
Seductive 14.798** 16.182** 12.029** 3.726 | 11.584* 21.041** Seductive
harassment harassment
behaviors behaviors
7. privacy 16.096** 18.768**  9.198* 1.774 4.057 10.979
inquiries about se»
8. seductive 17.702**  11.310*  7.845* 1.784 9.980*  13.637*
conversation
9. inquiries for 24.916** 14.487**  10.319* 2.5% 6.333  26.078**
datesalthough
having been
refused
10. repeated 19.631* 17.846* 13.808** 2.898 7.118 19.849*
starring and/or
leering
11. sexual 12.211* 15.122*  9.690* 2.409 6.277  14.369*
gesturers and
behaviors
12. unwanted 21.077* 16.825* 17.973* 4.159 9.886° 20.911*
touching or
fondling
13. exposure of 5.596* 13.315** 10.252* 1.334 5.433 7.741
sexual organs
Sexual bribery 3.235 21.633** 14.203** 5.043 3.614 8.720 Sexual
14. trade sexual 504 6084 4597  3.776 1.828 4.929 bribery

cooperation for

benefits on grades
15.trade sexual 3.883* 17.837* 12.860* 4.611 4.269 8.148

cooperation for
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benefits on work

Sexual coercion 443 15.269**  8.240*  7.357 1.366 3.580 Sexual
16. threaten with .002 | 17.161* 6.396  5.312 4.345 4.718 coercion
grades for non

cooperation

17. threaten with .052 5.343 5.192  4.049 1.399 6.714

work for non

cooperation

Sexual assaults 214 1.216 3.944  2.092 3.619 6.888 Sexual
18. attempted rape 214 1.216 3.944 2.092 3.619 6.888 assaults
19. raped 148 974 1.122  1.387 1.557 10.910

n=260 (*signficant at .05 level and **significant at .01 level)
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Table 4 Crosstab Analysis forSpecific Sexual Harassmentncidents at Work

Yes No Value
Gender
Male 9 87 25.50*
Female 63 101
Age
21-30 32 40 23.23*
31-40 33 79
41 or above 7 69
Marital Status
Single 61 106 a
Married 8 59
Divorced 3 19
Separated 0 4
Education
Junior college or below 16 58 1.98
College/University 47 107
Postgraduate 9 23
Experience as a tour leader in curent company
Less than 1 year 18 35 6.08
1-3 years 38 81
4-6 years 10 45
7 years or above 6 27
Experience as a tour leader in the industry
Less than 1 year 3 10 19.12*
1-3 years 23 27
4-6 years 21 36
7-9 years 12 38
10 years or above 13 77

N=260, a=less than 5 samples in some category
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Table 5 Specific Sexual Harassment Incidents at Work

Count Percentage

Gender of harasser

Male 62 86
Female 10 14
Identity of harasser
Customer 31 43
Bus driver 19 26
Tour guide 15 21
Other tour leader 7 10
Scene of the harassment
Sexual touching 31 43
Sexual looks/starring 15 21
Sexual jokes 12 16
Repeated requests for dates swlg of 8 11
work
Tradesexfor work 4 6
Attempted rape 2 3
Coping strategies
Find measures to prevent future occurrer 48 25
Convince oneself that it is normal in thi 37 19
industry
Avoid the harasser 34 17
Tell colleagues/friends/relatives 25 13
Ignore 21 11
Communicate with the harasser afterwar 17 9
Report to manager 10 5
Request for external investigation 2 1
File a lawsuit to the company 1 <1

n=72
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Table 6 Sexual Harassment PoIicy/ReguIation/Training in the Organization

Count _Percentage
Sexual harassment policy in
organization
Unsure 127 49
Yes but unsuref the content 101 39
Yes and familiar with the content: 23 9
No, training/education not 9 3
provided
Participated in sexual harassment
training/education
No, training/education not 218 84
provided
Unsure 32 12
Yes 10 4
Report channel in the organization
HR department 134 38
Unsure 103 29
Email 78 22
None 27 8
Mail box 7 2
Others (management) 2 1

n=260
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