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The paper delves into the investigation of the internal and 

external barriers toward female sexual harassment prevention in 

the workplace. A survey was conducted with 289 employees 

collected from different industries in Vietnam with the 

questionnaires relevant to victims’ experiences and responses 

toward sexual misconducts at work, and the internal-external   

barriers to deter the sexual harassment prevention. The in-depth 

interviews were conducted to explore women’ expectation 

about sexual harassment-free working environment-oriented 

policies in their workplace. The results revealed that victims 

experienced a wide range of sexual harassment types; the 

victims, especially unmarried girls have experienced sexual 

harassment more than married women but have fewer 

responses to the sexual misconduct. A low incidence of sexual 

harassment claims was also filed to authority due to various 

barriers, including internal and external ones. Through the 

interviews, the victims manifested that the comprehensive 

changes in sexual harassment law and social policies should be 

consistently made to ensure human rights, and prompt 

employees’ efforts and contribution to work

. 
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Sexual harassment has been considered an apprehensive prevalent issue 

permeating into social activities and entrenched across various industries, not excluded 

any occupation (Senthilingam, 2017). While other forms of sexual violation, such as 

sexual abuse, sexual assault and rape are clearly identified, sexual harassment is like the 

hidden part of an iceberg. Many existing sexual harassment-related problems comprising 

the victim insufficient awareness of sexual harassment, responding skills, allegations and 

complaint procedure, and sexual offense laws need to be explored and addressed. Sexual 

harassment is a common social phenomenon entrenched in women’ private lives and is 

riskily spreading in all working environments, regardless of the urban or remote areas in 

the world. In a study by Kearl et al. (2019), the prevalence of women experiencing sexual 

harassment in the workplace makes up to thirty eight percent. Similarly, Puente and Kelly 

(2018) explore that more than 9 in 10 female employees have been violated by sexual 

harassment misconducts in several industries. In the research on workplace harassment 

by Langer Research Associates, there is an alarming fact that despite the significant 
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contribution to fields of society (Haram, 2021), 33 million women in the United States 

experience sexual harassment at work (Langer, 2017). Similarly, Feldblum and Lipnic 

(2016) reveal that the number of women experiencing unwelcome sexual attention and 

coercion, sex-oriented misconduct, or sexist comments at work accounts sixty percent. 

Suffered from sexual harassment, victims have negative thoughts and are subjected to 

devastating financial, physical, and psychological consequences that have a serious 

impact on their lives and jobs (Mathoma et al., 2006; Chen et al., 2010). A study by 

Motsoeneng (2021) demonstrates that more and more South African women are exposed 

to the unprecedented intimate violence and suffer from the serious disease-related 

consequences.  

 

Although the occurrence of anti-sexual harassment movement, the attention of 

community and the advance in law against sexual harassment partly contribute to the 

victim’ struggles against sexual violation, the number of claims filed to authority is not 

enormous. Feldblum and Lipnic (2016) investigate that over 85 percent of the victims of 

sexual harassment did not file a formal legal charge to authority, and even about 70 

percent of the targets of sexual harassment did not make any internal complaint. 

 

It is necessary to take this fact into consideration to work out the drastic 

measures against sexual harassment perpetration at workplace. The previous studies have 

basically emphasized the impacts and consequences of sexual harassment on women 

rights, but have not pointed out the reasons why the sexual harassment prevention did not 

achieve expected targets. This research aims to identify and clarify the root of the 

problems properly to be able to promtly propose the effective solutions. Thus, the barriers 

in deterring sexual harassment prevention have been taken into account. Accordingly, the 

recommendations about changes in policies and law to protect women rights are enacted. 

Additionally, with the combination of qualitative and quantitative methods, this study 

provides a proper insight into the issues.  

 

This investigation on barriers hopefully facilitates employees to impose an 

obligation on employers to prevent the impact of  the misconduct on employees’ lives 

and work  in the status of the increasing number of sexual harassment victims. 

 

The paper investigates the internal and external barriers toward the 

complainants’ claims of female sexual harassment in the workplace. A survey was 

conducted with 289 employees collected from different areas in Vietnam, answering the 

questionnaires relating to victims’ perception and responses toward sexual discrimination 

at work, the internal and external barriers to deter the sexual misconduct prevention, with 

the in-depth interviews to explore women’ expectation about free-sexual harassment 

working climate-oriented changes in their workplace. The study emphasizes the 

following questions: 

(1)  What are victims’ experiences and responses toward sexual harassment in the 

workplace? 

(2)  What are the internal and external barriers toward sexual harassment prevention? 

(3) To what extent is the female employees’ expectation about the changes to orient to an 

sexual harassment-free working environment? 
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Literature Review 

Sexual Harassment 
Sexual harassment has been defined in various ways, resting with different 

perspectives and scopes. However, there has been a consensus that it is a form of social 

and human rights violations in which the perpetrators use the sexually disagreed and 

hostile misconduct to force targets to serve their sexual passion (Abeid et al., 2014; 

McDonald, 2012).  In the same way, Fitzgerald et al., (1997) identify sexual harassment 

as an offensive unwanted sex-oriented behavior in the workplace that exceeds the targets’ 

resources and threaten their rights.  

 

There are various classifications of sexual harassment. Giardino (2008) 

classifies sexual harassment into two types: contact and non-contact. While contact 

sexual harassment involves sexualized behaviors such as kissing, fondling, masturbation 

and digital or object penetration, non-contact sexual one refers to exhibition, 

inappropriate observation and producing or viewing pornography or forced prostitution. 

Pasura et al., (2014) sort out sexual harassment into unwelcome verbal, visual, nonverbal, 

or physical conducts of a sexual nature. According to the department of veteran safaris, 

the forms of sexual harassment behavior are categorized into sexual coercion, unwanted 

sexual attention and gender harassment.   

 

Regarding the targets of sexual harassment, several studies reveal that women 

are conducive to sexual harassment in comparison men at work. The features like 

women’ vulnerability, less power, and patriarchy tradition in society have been taken into 

account for this violation (Jones et al., 2010; Pasura, et al., 2014; Steel & Herlitz, 2005). 

However, the findings do not mean that men are not victims of sexual harassment, 

although the number of female targets always overwhelms the number of male victims 

(Fitzgerald & Shullman, 1993; Timmerman & Bajema, 1999). A fact must be 

acknowledged that more serious impact of the sexual harassment is imposed on women 

than men (Berdahl, et al., 1996). According to the  estimates found by Ilies et al., (2003) 

and Aggarwal & Gupta (2000), the incidence of harassed female targets ranges from 24% 

to 75%, whereas the number of men makes up from 13% to 31%.  

 

Additionally, several studies illustrate that the targets of sexual harassment are 

mostly younger victims (Lambert & Andipatin, 2014; Sweet & Welles, 2012). The 

overwhelming evidence present that the younger people are innocent, powerless, and 

vulnerable to sexual harassment. As a result, no or few of them have the intention of 

disclosing, reporting or filing claims to authority (Foster & Hagedorn, 2014; London et 

al., 2008; London et al., 2005; Mathoma et al., 2006;). This cause can be accounted for 

the increased sexual perpetration.  

 

Respecting the causes of the sexual harassment, various reasons have been taken 

into consideration. The objective sources from offenders full of sexual desire, from 

private settings favored for sexuality (Abeid et al., 2014, Lira et al., 1999), from working 

environment with high power differential (Ilies et al., 2003), and from the industries with 

the prevalence of male and masculine characterized traditions (Chamberlain et al., 2008; 

Willness et al., 2007) contribute to urge harassers to perform the misconducts against the 

victims. Additionally, subjective conditions from victims, including dressing in revealing 
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ways (Mathoma et al., 2006), the characters “gregarious and easy” (Pasura et al., 2014) 

facilitate and seduce the predators to engage in sexual actions. Furthermore, the people 

who witness the painful events, breaks and failure in family such as parental separation, 

divorce, remarriage that are at more risks of being sexually harassed (Tyler & Cauce, 

2002).  

 

In terms of impact of sexual harassment, a number of recent studies have 

consistently revealed that sexual harassment has negative influence on job satisfaction, 

performance at work, turnover; harm to mental and physical health, finance, working 

productivity; organizational commitment, and organizational reputation (Bakker et al., 

2011; Chan et al., 2008; Clarke et al., 2016; Fitzgerald et al., 1997; Herschovis et al., 

2009; Sims et al., 2005; Willness et al., 2007). 

 

In an investigation on working adults by Clarke et al. (2016), the relationship 

between job satisfaction and sexual harassment was found to be affected by the status of 

the harasser in comparison with the peer. Woodzicka and LaFrance (2005) acknowledge 

that sexually suggestive questions make female interviewees get in more troubles when 

they are engaged in employment interviews. Chan et al., (2008) identify turnover as 

another impact of sexually harassed conducts. Under the pressure of sexual violation, it is 

more likely for female employees to leave their jobs (Willness et al., 2007; Sims et al., 

2005). Chan et al. (2008) agree that traumatic stress disorder is an obvious consequence 

of SH with the symptoms, such as stress, lowered self-esteem, depression, negative 

thinking and decisions Campbell, (Campbell et al., 2008). Additionally, the financial 

problems influencing on companies has been posed. In a working environment with SH 

cases, decreased productivity, increased turnover incidents, reputational harm cost, legal 

fees, and damages paid are also caused. 

 

Internal and External Barriers to the Sexual Harassment Prevention 

Internal barriers 

It is obvious that filing the claims to authority to address the problems is 

expected to be an optimal measure to held perpetrators liable for the sexual misconduct 

and recover women rights. However, the claim procedure to take the offense out public 

and obtaining the damages is challenging for victims to implement due to the existing 

barriers. The internal barriers comprise the fear of consequences like intimidation, 

humiliation, and shame (Vijayasiri, 2008), a lack of belief in the organization’s legal 

enforcement (Harlos, 2001), a shyness and feeling unsafe to struggle in a male-dominated 

environment (Collinson & Collinson, 1996), or related the concerns including negative 

responses or judgment, social isolation, stigmas and discrimination (McDonald et al., 

2015). Additionally, "blaming the victim" strategy of harassers and employers results in 

the low incidence of reporting sexual harassment. The cause of the sexual misconduct is 

also imposed on a number of victims due to by their dressing provocatively or inviting 

demeanor that arose the predators’ curiosity and sexual desire. In a survey by The 

National Council for Research on Women in 1991, over 50% of female victims in the 

United States manifested that they are fear of being blamed for the sexual harassment and 

do not expect any changes from the authority made for their benefits and rights. One 

more reason leading to underreporting of sexual harassment is the victim’s concerns for 

the harasser who can be held liable for the violation, at risk of losing job and being 
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ostracized at work. Particularly, according to Carol Gilligan, women are commonly soft, 

delicate and indecisive so their tendency is to tolerate and overlook the harassers. Not 

many women are courageous enough to speak out against the bad behaviors. In essence, 

most of women do not prefer to involve in the challenges, rumor, and public attention. 

They are afraid of retaliation, which can get their relatives into trouble. One more internal 

barrier is that several women with motivation to gain the promotion in their jobs makes a 

bad cultural norm in working environment, in which employers exploit their authority to 

overcontrol the female employee. Furthermore, the victims are not confident enough in 

any litigation and are under pressure of losing in the lawsuit. Additionally, insufficient 

awareness of the role of employers and staff in the responsibility for protecting 

employees makes them to endure the sexual discrimination (Fitzgerald, and Drasgow, 

1996) 

 

External Barriers. 

The low prevalence of underreporting sexual harassment complaints to 

organizations indicates a big existing challenge to the victim in preventing the problem. 

The external factors hindering the preventive efforts comprise the organization’s 

ineffective response to the report (Bergman et al., 2002, McDonald et al., 2015); 

procedural and evidentiary obstacles; financial resources; legal advocacy recourse; 

current laws with inadequate protection; breaching employment entitlements and 

agreements, retaliation; heavy cultural bias. 

 

One of the significant obstacles to effective enforcement of sexual harassment 

claim is the organization’s response. Slow implementation and reporting process of 

employer staff is considered hostile, risky, or ineffective (McDonald et al., 2015). Once 

the organization does not take action or is too late to address harassment reporting 

procedures, most victims will have no incentive to speak out and come forward to file 

claims (Willness et al., 2007) 

 

In some cases, filing a complaint means breaching employment entitlements and 

agreements that are mostly generated to protect the company reputational visual. Workers 

must comply the agreements and ensure confidentiality relevant to sensitive matters like 

sexual harassment. These terms aim to hide the true extent of sexual harassment, isolate 

victims, shield harassers from being accountable for their actions. When the employees 

sign an employment decision, they do not specify such the terms cautiously. Thus, once 

entering any arguments or conflicts of interest with the company, the workers must be 

faced with a lot of intricacy (Harlos, 2001; Sims et al., 2005) 

 

Procedural and evidentiary obstacles problematize the victim to pursue legal 

claims that are intricate, expensive, time consuming and go beyond the normal 

compliance. The burden of proof, the proof of physical and psychological injuries, as 

well as the obscure procedural requirements to prove that the sexual harassment 

behaviors are illegal and causes the serious impacts, are imposed on plaintiff who is not 

sure about Court-imposed standards and conclusiveness of evidence. This fact 

discourages victims to make sexual harassment claims to authority. That is to say that the 

accused of harassment are often protected by many procedural due-process rights 

(Greeson, Bybee, & Raja, 2008; Lambert & Andipatin, 2014;)  
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Financial resource to pursue a lawsuit is a big challenge the victims have to face. 

They are naturally vulnerable targets due to the lack of a financial cushion, so their costly 

litigation, even higher than compensatory damages is really a big problem. This condition 

provokes the employers to deter their complaints (Abeid, Muganyizi, Olsson, Darj, & 

Axemo, 2014; Langer, 2017) 

 

Currently, laws relevant to sexual violation provide with inadequate protection 

for the victims. Most of the misconduct of sexual harassment are under civil laws. 

Although some actions are considered harmful and traumatic with devastating economic, 

physical, and psychological consequences, no penalty is released under criminal laws. 

There are no strict  terms in criminal laws to threaten or warn the harassers, so the efforts 

of the victims to pursue the lawsuit can end in vain. The laws and systems enacted to 

address and to prohibit sexual harassment are not effective and beneficial for victims to 

recover legal rehabilitation and justice (Foster & Hagedorn, 2014; Mathoma et al., 2006). 

 

Method 
Participants 

A survey was conducted with 289 employees from different industries in 

Vietnam. They are collected from a hidden group of “Secret of Mums and Girls” on 

Facebook with 890 members.  153 participants (53 %) are married women and 136 (47%) 

are single or unmarried female employees who have experienced the sexual violation at 

work. Their ages rank from 21 to 42. They are in-service officers, powerless workers or 

employers who do not have high position in their workplaces. Their jobs cover from 

manual labor including construction, textile jobs, or farming to intellectual professions 

such as journalist, reporter or accountants. 

 

The writer contacted them through messengers and emails. They were provided 

the description of the study and a consent letter to commit that they agreed and 

voluntarily participated in the survey. The information of demographic background was 

also required to provide and keep confidential. 

 

Research instruments 

Questionnaire and interviews are the main instruments used to collect the data. 

A 36-item questionnaire was generated.  The items were clustered into the following 

categories: demographics and details of respondents; victims’ experiences and responses 

toward sexual misconduct based on theory by Pasura, et al., (2014) and Giardino (2008); 

the impacts of sexual harassment grounded on the theory of Clarke et al., (2016) and 

Chan et al., (2008); the internal and external barriers to deter the sexual misconduct 

prevention that are referred from Willness et al., (2007) and Chan et al., (2008). Each 

answer is designed with the options based on  a five-point Likert scale (1.0 –1.79:  

Strongly disagree, 1.8 –2.59: disagree, 2.6 –3.39: neutral, 3.4 – 4.19: high  to 4.2 – 5.0: 

strongly agree or Note: 1.0 –1.79:  Never; 1.8 –2.59: Rarely; 2.6 –3.39: Sometimes; 3.4 – 

4.19 Often; 4.2 – 5.0: Always). 

 

Snowball and purposive sampling techniques were utilized to collect the 

qualitative data. The interviews consist of the inquiries about victims’ expectation toward  

the free-sexual abuse working climate-oriented policies in their workplace with the 
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guideline questions “ Do you think the sexual harassment prevention measures in your 

workplace ensure female employees’ rights and are powerful enough to prevent the 

misconduct? If yes, please provide some evidences. If no, answer the next question: 

- What changes should be done by employers and authority to build a free-sexual abuse 

working environment? 

 

-An inductive qualitative design was applied to accumulate the in-depth understanding of 

participants in the interviews. Their respondents’ information and opinions would be 

anonymous and confidential by using the symbols or pseudonym.  

 

Data collection 

The researcher collected data in two ways: sending questionnaires in the google form to 

participants via the links or through emails. The interviewer also conducted the 

interviews with the interviewees in two ways: direct communication (face to face) or 

indirect communication (via social networks or mobile phones). Direct conversations 

were recorded, taken notes and rewritten in writing. The indirect conversation is saved in 

writing data analysis 

 

Data analysis  
The quantitative data were analyzed with the support of descriptive statistics 

IBM SPSS 25.0 software. The demographic information of the participants was analyzed, 

based on frequency descriptive test. Descriptive analyzing tool was used to calculate 

Mean and Standard deviation values of the frequency of sexual misconducts the victim 

experienced in the workplace, victims’ responses toward sexual misconduct in the 

workplace, internal and external barriers towards filing claims. Independent test was 

chosen to compare the difference between unmarried women’ and married women’s 

involvement in sexual harassment behavior. 

 

The qualitative data from the digital audio recorders were transcribed verbatim. 

Then, the data were coded and categorized with the assistance of the QRS Nvivo 

qualitative computer programme. Transcripts were thematically coded according to the 

interview questions guides. In other words, the data are segmented into data units and 

each data unit is labeled with codes that index its analytically relevant content. An 

interpretive description method was used to analyze the coded data. Coding was 

performed by a single coder and the consistency of coding was assessed by intra-observer 

reliability (Krippendorff, 2011).  
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Results 
The Victims’ Experiences Toward Sexual Harassment in the Workplace. The frequency 

of sexual harassment misconducts the victim experienced in the workplace. 

 

Table 1 

The frequency of sexual harassment misconducts the victim experienced in the 

workplace 

 Sexual harassment behaviors Means Stedv 

1 Sex-oriented communications through emails, phone calls, notes, text 

messages, online contacts 

3,57 ,875 

2 Physical harassment (touching, crowding, leaning over)  3,65 ,939 

3 Sex-oriented materials/ objects or images  2,82 1,416 

4 Pressure from higher-powered employers for sexual favors  3,29 1,222 

5 Pressure from higher-powered employers for dates  3,18 1,397 

6 Stalking individual’s personal life (unwelcome intrusion, physically or 

electronically) 

2,77 1,481 

7 Sexually suggestive looks or gestures 3,65 1,027 

8 Sexually oriented conversations in front of others  2,88 1,064 

9 Preferential treatment in the workplace to be promoted in job in 

exchange for sexual favors 

3,52 ,865 

10 Threats about firing or low earning to meet employers’ sexual 

requirements  

3,64 ,934 

11 Verbal sexual harassment (teasing, jokes, comments or questions 3,84 ,878 

12 Rape or sexual assault or attempted rape or sexual assault  2,26 1,437 

It can be seen from table 1, the participants experienced various sexual 

behaviors at work. The majority of behaviors (8 out of 12 items) the victims suffer from, 

including sex-oriented communications through emails, phone calls, notes, text messages, 

online contacts;  physical harassment (touching, crowding, leaning over); sexually 

suggestive looks or gestures; preferential treatment in the workplace to be promoted in 

job in exchange for sexual favors; threats about firing or low earning to meet employers’ 

sexual requirements;  and verbal sexual harassment (teasing, jokes, comments or 

questions) stays at high level with Mean > 3.4 and Stedv >0.8 . Meanwhile, the behaviors 

such as sex-oriented materials/ objects or images, stalking individual’s personal life 

(unwelcome intrusion, physically or electronically), sexually oriented conversations in 

front of others, and rape or sexual assault or attempted rape or sexual assault take the 

lower rate with M<2.6. The respondents revealed that they are sometimes engaged in the 

sexual behaviors like pressure from higher-powered employers for sexual favors and 

pressure from higher-powered employers for dates with M= 3.29 and M=3.18, 

respectively.  

 

Difference between unmarried women’ and married women’s involvement 

in sexual harassment behaviors. 

With regards to unmarried women’ and married women’s involvement in sexual 

harassment behaviors, the independent sample test was employed. The Sig. value of 

Levene's Test for Equality of Variances is above 0.00, so the values in the equal 

variances assumed are used to account the results of t test and corresponding confidence 

interval 
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Table 2 

The ddifference between unmarried women’ and married women’s sexual harassment 

involvement 

 

Levene's Test for 
Equality of 

Variances t-test for Equality of Means 

 95% Confidence 
Interval of the 

Difference 

F Sig. t df 

Sig. (2-

tailed) 

Mean 

Difference 

   

Std. Error 

Difference 

Lower Upper 

 Equal variances 
assumed 

1,350 ,246 11,295 279 ,000 ,570 ,050 ,471 ,670 

Equal variances not 

assumed   

11,337 277,963 ,000 ,570 ,050 ,471 ,669 

Table 2 illustrates that the Sig. (2-tailed) value of the t-test for Equality of 

Means is 0.00, smaller than the confidence level (<0.05). This result indicates that there is 

a slight difference (0.471) in unmarried women’ and married women’s involvement in 

sexual harassment. The positive t value in this example indicates that the unmarried 

women’s involvement is significantly greater than the married women’s involvement. 

The lower difference that could be found in the table is 0.471 and the highest difference 

is 0.670. It turns out that due to the specific reasons, unmarried women tend to be more 

conducive to sexual harassment in the place work compared to married female 

employers. 

 

Female victims’ responses toward the sexual misconduct in the workplace  

It was found that there are different responses to sexual harassment behaviors. 

Table 3 indicates the victims’ specific actions in response to experiencing sexual 

harassment.  

 

Table 3 

 Victims’ responses towards sexual misconducts in the workplace   
No Victim responses Means SD 

1 Keeping silence and letting him be 3,57 ,875 

2  Keeping silence and avoiding the harassers 4,25 ,939 

3 Asking friends for help 3,43  1,394 

4  Asking the harasser to stop  3,37 2,90 

5 Threatening the harassers  2,90 1,247 

6  Speaking out the situation to everyone  3,04 1,420 

7 Reporting the behavior to the supervisor  2,84 1,275 

8 Filing a formal complaint to authority  2,62 1,197 

9 Changing jobs 2,52 ,865 

10  Ignoring the behavior or did nothing  3,64 ,934 

          Note: 1.0 –1.79 Strongly disagree; 1.8 –2.59 Disagree 2.6 –3.39 Neither agree or 

disagree; 3.4 – 4.19 Agree; 4.2 – 5.0 Strongly agree 

 



Nguyen 

 

 

 59 

Ranking the first positions with the highest agreement from participants is keeping 

silence and avoiding the harassers with M=4.25 and Stedv= 0.939. Succeeding this 

ranking is ignoring the behavior or did nothing (M=3,64 & SD= ,934), keeping silence 

and letting him be (M=4.25 & SD= 0.939). Meanwhile the misconduct including 

threatening the harassers (M=2,90& SD= 2,90), reporting the behavior to the supervisor 

(M=2,84& SD= 1,275), filing a formal complaint to authority (M=2,62& SD= 1,197), 

and changing jobs (M=2,52& SD= ,865) gain the lowest agreement from respondents.  

 

Internal and External Barriers toward Sexual Harassment Prevention 

Victims’ evaluation toward Internal and external barriers of sexual 

harassment prevention 

 

Table 4 

Internal and external barriers towards sexual harassment prevention 

Barriers Barriers Means St.dev Weighted-

means 

Internal 

barriers 

lack of belief in the organization’s legal 

enforcement 

3,80 ,819  

 

 

3,56 

fear of intimidation or retaliation 3,47 ,716 

feeling unsafe and unfair to struggle in a 

male-dominated environment 

3,45 ,703 

Being ashamed  3,71  ,677 

social isolation, discrimination 3,45 ,754 

women’ delicate and peace-oriented nature  3.49 ,770 

External 

barriers 

a heavy cultural bias 3,33 ,698 3,49 

procedural and evidentiary obstacles 3,80 ,857 

current laws with inadequate protection 4,05 ,703 

legal advocacy counselling 3,62 ,720 

violation of employment entitlements and 

agreements 

3,36 ,744 

organization’s ineffective response to the 

report  

3,49 ,637 

Retaliation 3,25 ,862 

financial resources 3,03 ,901 

As drawn from Table 4, the extrinsic barriers towards sexual harassment 

prevention are higher than intrinsic ones among the obstacles of sexual harassment 

prevention with M = 3,56, and M = 3,49, respectively, which illustrates a fact that the 

victims consent to the difficulties of heldholding sexual harassers accountable. 

Additionally, the standard deviation indicates that there was a slight difference in 

respondents’ viewpoints. With respect to intrinsic barriers, the participants exhibited their 

assent to all barriers in which the lack of belief in the organization’s legal enforcement 

and being ashamed take the highest rate (M = 3,80, SD = 0.819 & M = 3,71, SD = ,677). 

Succeeding this rank is the items comprising the fear of intimidation or retaliation; 

feeling unsafe and unfair to struggle in a male-dominated environment; social isolation, 

discrimination; women’ delicate and peace-oriented nature with M>3.40 

 

Regarding the extrinsic barriers, participants identified current laws with 

inadequate protection as the most challenging factors in progressing their learning with 

M=4.05 meanwhile financial resources barrier is mostly unproblematic with the lowest 
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mean values (M=3.03, M=901). It is believed that barriers such as procedural and 

evidentiary obstacles, legal advocacy counselling, and organization’s ineffective response 

to the report are also influential factors to sexual harassment prevention. Whereas, 

respondents kept neutral opinions on the barriers including heavy cultural bias, violation 

of employment entitlements and agreements, and retaliation. Additionally, the high 

standard deviation values (SD> 0.6) illustrate that there were not many differences in 

participants’ viewpoints. 

 

Correlation of Barriers with Complaining Levels and Working Motivation.  

 

Table 5 

Correlation of barriers with complaining levels and working motivation  

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 Working motivation  

 

2,089 ,152 
 

13,758 ,000   

External barriers ,270 ,036 ,378 7,464 ,000 1,000 1,000 

Internal barriers ,270 ,038 ,361 7,124 ,000 1,000 1,000 

As documented from Table 5, the value Sig. of the variables (complaining 

levels, working motivation, internal barriers, external barriers) are below 0.05, so the 

values are satisfactory to be taken into account for the regression correlation. Apparently, 

the value of Coefficients ViF values of the variables (internal barriers, external barriers) 

are smaller than 2, so there is no multicollinearity in this model. The values of Beta 

regression coefficients are higher than 0.0. This means that all the independent variables 

have the one-way impact on the dependent variable. Going in to more details, the Beta 

value of the internal barriers has the more influence on working motivation (Beta=0,378) 

while external barriers impact working motivation less, with Beta = 0,361. In short, the 

hypothesis “There is not any correlation of working motivation, internal barriers and 

external barriers” is rejected. In another way, the correlation of working motivation, 

internal barriers and external barriers exists. In this test, the data also denote that the 

internal barriers have less impact on complaining levels with Beta value at 0,103. 

Meanwhile, the correlation between external barriers and complaining levels is higher 

with Beta value at 0.149.  

 

Female Employees’ Expectation About the Changes For An Anti-sexual 

Harassment Working Environment 
The in-depth interviews revolve around the women’ expectation about the 

changes in perceptions, policies and laws to stymie sexual harassment and encourage the 

victim to come forwards with claims. To exercise the victim expectation, there needs to 

be a comprehensive solution from the individual’s own perception to organization’s 

system reform.   
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Regarding upgrading the perception of victims and harassers, the participants 

acknowledged that there are still legal knowledge gaps and negative attitude toward the 

role of women in society and the sexual harassment occurrence at work: 

We feel that there is no justice for the lower-level female employees. Women 

seem to be born to tolerate the gender inequality. So, we take the sexual 

misconduct of the employers for granted. That is to say that we cannot 

change anything for better results, so accept it as a rule of life. (V.A, 26 

years).  

 

It seems that the endurance permeates into low-income laborers’ perception and it 

becomes negative culture among healthy working environment culture: 

No resisting and letting everything be has become common responses when 

women are harassed. They kept their stories in silence and took no action, 

which facilitates perpetrators to keep their behaviors with the others. The key 

to prevent the misconduct from the first stage lies in the victims’ hands. So, 

they must change their thinking and perception. They must assert their roles 

and their rights in society. The endurance will worsen harassment prevention 

from the others. We must fight against the harassers. Sexual harassment is a 

form of social and human rights violation (T.G, 31 years).  

 

Eliminating the employer-imposed secrecy about sexual harassment as a vital 

preventive measure should be taken in the work place to warn the perpetrators that their 

bad behavior will come out and claimed to the higher power organization to address the 

issues: “It is necessary to take the drastic punitive measures toward to the harasser to 

expel sexual harassment conducts from the workplace in order to ensure a safe and 

antiharassment working environment”. Many victims complained that although we tried 

to overcome the barriers to file a claim to authority, they did see no punishment or 

repercussions on the harassers. One of the common reasons stymying employees from 

making complaints to authority is the poor knowledge and misperceptions toward sexual 

harassment. They do not regard the misconduct as the violence of women rights or sexual 

discrimination, so the sexual victimization is not addressed intensively and seriously.  

 

Requiring employers to take steps to prevent sexual harassment. From the 

experience, the participants revealed their expectations about their organizations’ 

accountability in preventing the occurrence of sexual harassment at work. The 

organizations should be held liable for sexual violation in their companies and ensure that 

all workers are protected from sexual harassment: 

 When being employed into the office, we were in agreement with the 

leader staff about the working requirements and the employers ensured that 

we would be paid for our contribution and be protected from the risks. So, 

when we are harassed, employers should be responsible for that. We need 

the support of coworker, supervisor and leaders. (T.L, 27 years).  

 

 N (30 years), an accountant, argued that short training courses on interpersonal and 

communication skills should be held to reinforce the employers’ proper responding 

ability to the situations. This recommendation is strategic for harassment prevention. 

Training programs should offer to all kinds of employees as a preventative mechanism 
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with the content relevant to emotional management skills, assessment of risk factors and 

appropriate responses to the misconducts.   Complaint systems should be reformed to 

make it easier for workers to come forward to report sexual harassment. The elitigation 

on the litigation process in terms of burden of proof and evidence or financial issues will 

be beneficial for victims. H.G (26 years) acknowledged “it is so hard for us to pursue a 

lawsuit as filing a claim is complicated. It consumes us much time and money. And, I am 

not sure if my claims get the concern from authority or not".  

 

Discussion 
This study sheds light on the investigation of the internal and external barriers 

toward filing complainants’ claims of female sexual harassment in the workplace. The 

results from the quantitative and qualitative data provide the in-depth and proper 

information. The quantitative results referred from the survey explores the 

comprehensive description of the sexual harassment status. The findings revealed that 

victims usually experience a wide range of sexual harassment forms. Due to the specific 

reasons, unmarried women tend to be more conducive to sexual harassment in the place 

work compared to married female employees. It is obvious that the targets of sexual 

harassment are usually younger victims. The overwhelming evidence presents that the 

younger people are innocent, powerless, and vulnerable to sexual harassment. This result 

is in align with the study by (Lambert & Andipatin, 2014; Sweet & Welles, 2012). The 

study also indicates that few or no responses based on claims toward sexual harassment 

in the workplace are filed to authority to solve. This conclusion is in accordance with the 

findings of (Foster & Hagedorn, 2014; London et al., 2008; London et al., 2005; 

Mathoma et al., 2006;). With respect to the correlation of barriers with complaining 

levels and working motivation. The data denote that the internal barriers have less impact 

on complaining levels. Meanwhile, the correlation between external barriers and 

complaining levels is higher. The qualitative data also reveal the impacts of sexual 

harassment on the employees’ lives and jobs, for instance job satisfaction and 

organizational commitment, task performance, turnover, physical and mental health, 

financial consequences, and escalation of sexual misconduct. The findings are in consent 

with the investigation by Woodzicka and LaFrance (2005), Sims et al., (2005), Willness 

et al., (2007), and Chan et al., (2008). 

 

The qualitative data is also a significance of this study, through which the 

employee’s attitude, feeling and expectation is clearly demonstrated. The respondents 

expressed the expectation about the changes in perception toward sexual harassment, 

women-protection policies and sexual offense laws to stymie sexual harassment and 

encourage the victim to come forward with claims. Regarding upgrading the perception 

of victims and harassers, the participants acknowledged that there are still legal 

knowledge gap and misperceptions toward sexual harassment occurrence at work. Thus, 

they need exchanging knowledge and laws relevant to sexuality. Additionally, requiring 

employers to take steps to prevent sexual harassment is vital. From the experience, the 

participants revealed their expectation about organizations’ accountability in preventing 

the occurrence of sexual harassment at work. short training course on interpersonal and 

communication skills should be held to reinforce the employers’ proper reaction ability 

in the emergency situations. Complaint systems should be reformed to make it easier for 

workers to come forward to report sexual harassment. Through the interviews, the 

victims manifested that the changes in sexual harassment prevention policies should be 
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consistently made to prompt their effort and contribution to work. One of the common 

reasons stymying employees from making complaints to authority is the poor knowledge 

and misperceptions toward sexual harassment. A large number of female workers do not 

believe that they are victims of sexual violation because sexual harassment does not 

cover the sexual penetration (Anderson et al., 2004; Choo et al. 2011). Several employers 

believe that no punishment or repercussion on the harassers would be implemented 

(Langer, 2017; Salin, 2009). 

 

Recommendation 
Identifying the barriers to stymie the employees from coming forward to file the 

claims to the authority, the activists for women's policy need to have comprehensive 

solutions to prompt the employees to struggle against the sexual harassment in the 

workplace. The measures taken should cover the issues relevant to employee psychology 

and perceptions; reaction skills, sexuality law, womanist wealth and safety-guarantee 

policy and sexual harassment complaint mechanisms. 

 

Regarding the employee psychology and perceptions, there should be more 

sexual violence knowledge–upgrade indoctrination and propaganda addressed to all 

female workers in every industry to broaden their insighted understanding about sexual 

harassment, laws, policy and rights related to sexual harassment situations. These 

underlying grounds support the employees to have sufficient confidence to take actions 

against sexual violence. Especially, in serious cases, they can file claims to the higher-

power organizations with adequate legal resource to win a lawsuit. 

 

With reference to the suggestions related to reaction skills, it is vital to maintain 

the skills training course, conferences, contests, or clubs including activities for 

exchanging knowledge or laws, for generating supposed situations or sharing the 

experiences that help female employees implement strong prevention and response 

strategies, overcome the sexual harassment situations in the best ways. In essence, 

women are always vulnerable to negative outside impacts. The overwhelming evidence 

of woman's vulnerability has been clearly shown in the patriarchy tradition and power 

imbalance in the workplace. Womanist wealth and safety-guarantee policy should be 

concerned to ensure that the employee-living conditions are improved, which is likely to 

lead to a decreased incidence of the employees involved in the sexual harassment.  

 

Human rights laws and anti-discrimination regulations, as well as sexual 

harassment prevention policies should be seriously taken into consideration to hold the 

employers and harassers liable for the misconduct and protect the victims. The titles in 

laws on sexual harassment should focus on the appropriate penalties imposed on the 

perpetrators. The current laws are not stringent enough to make the predators to be afraid 

of being penalized and waive the bad intentions on vulnerable women. Additionally, if 

supervisors are explored to have exploited their power over their subordinates to perform 

the corrupt conducts, gain the immoral goals against the victim or make retaliation 

including firing, demotion, or a pay cut, a heightened legal obligation should be offered 

to them. Besides, punitive damages for the victims of harassment are mostly insufficient 

to compensate for the mental, financial and dignity harm they have to suffer from. With 

such limited punitive remedies, the victim is discouraged to struggle against sexual 
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violation in the workplace, meanwhile the harassers are facilitated to engage in the 

criminals with more incentives and negative motivation.  

 

In terms of complaint system reform, the fairness, accessibility and affordability 

are required in order to support and facilitate the victim to file complaints to the court, 

including reducing the burden of proof, extending the time limits for bringing claims and 

resolving the finance source to pursue a lawsuit. The fact is that the victim has several 

difficulties in collecting the proof as the physical harm evidence from the victims and the 

witnesses is usually not obvious and inconclusive to hold the court session. Most of the 

injuries happen to mental health which is hard to measure and check the status and harm 

levels. So, the laws may base on the consequence levels of the mental injuries on the job 

performance and private lives as the legal grounds to convict the accused. The court 

should accept the evidence recorded by recorders, cameras or messengers. The 

organizations and unions should effectively participate in the victims’ sexual harassment 

complaint mechanisms to offer them legal recourse, financial support and claim-filing 

process consultancies to prompt them to pursue the complaints.  

 

Conclusion  

The paper concludes that victims usually experience a wide range of sexual 

harassment misconducts including  sex-oriented communications through emails, phone 

calls, notes, text messages, online contacts, physical harassment, pressure from higher-

powered employers for sexual favors, pressure from higher-powered employers for dates, 

stalking individual’s personal life, sexually suggestive looks or gestures, sexually 

oriented conversations in front of others, preferential treatment in the workplace to be 

promoted in job in exchange for sexual favors, threats about firing or low earning to meet 

employers’ sexual requirements verbal sexual harassment (teasing, jokes, comments or 

questions, rape or sexual assault or attempted rape or sexual assault. Due to the specific 

reasons, unmarried women tend to be more conducive to sexual harassment in the  

workplace compared to married female employers. The study also  indicates that  few or 

no responses based on claims toward sexual harassment in the workplace are filed to 

authority to solve.  

 

The data also denote that the internal barriers have less impact on complaining 

levels. Meanwhile, the correlation between external  barriers and complaining levels is 

higher. The qualitative data also reveal the impacts of sexual harassment on the 

employees’ lives and jobs, for instance job satisfaction and organizational commitment, 

task performance, turnover, physical and mental health, financial consequences. The in-

depth interviews about women’ expectation in changes in policies and laws to stymie 

sexual harassment and encourage the victim to come forward with claims. To exercise the 

victim expectation, there needs to be a comprehensive solution from the individual’s own 

perception to organization’s system reform. 
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