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ABSTRACT 

Sexual harassment in public workplaces is commonly reflected as an unwelcome 

sexually determined behaviour which can affect workers’ performance (Okeke, 2011). 

Despite the vivid problem of sexual harassment of female workers at public workplaces 

in Tanzania and Zanzibar in particular, there is no study which was done, specifically on 

the sexual harassment of women at public work places in Zanzibar, specifically on the 

types, causes and effects at public work places. The aim of the study was to investigate 

the prevalence of sexual harassment at public work places in Zanzibar. The study 

employed case study research design; where by the sample size of 50 respondents was 

drawn through purposive and simple random sampling techniques. The data for the 

study were collected through interview and questionnaire methods. Also, the data were 

analysed through statistics descriptive and thematic analysis techniques. 

The study concluded that there is sexual harassment in the public workplaces in 

Zanzibar. However, sexual harassment is a result of the nature and culture of man 

domination. The study recommends that the approaches used to curb the problem should 

be reformed to fit the cultural context of the people as some sets of behaviour forming 

sexual harassment are not universal; there is a need for reformulation of policies to 

conform to the culture of Zanzibar. Also, it is advocated that a broader study can be 

conducted to include other public places from other public institutions in Zanzibar so as 

to have a wider understanding about the causes of sexual harassment at the public 

workplaces. 
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        CHAPTER ONE 

INTRODUCTION 

1.1 Overview  

This study investigates the prevalence of Sexual harassment at public workplaces 

(SHWPW) at Magharibi District Council, Zanzibar. This chapter presents the 

background to the study, statement of the problem, the objectives of the study, scope and 

limitations of the study and organisation of dissertation. 

1.2 Background to the Study 

Sexual harassment is intrinsically a gender issue, since the roles assigned to men and women 

are significantly defined – structurally and culturally – in ways which create, reinforce, and 

perpetuate relationships of male dominance and female subordination. Gender does not 

mean focusing solely on women or females, but rather on the inequalities between males 

and females (http://www.sportanddev.org/en/learnmore/sport). 

The sexual harassment has been attributed to gender differences, where by women have 

weaker position in social, political, and economic, legal and educational issues. Also, 

boys and girls are conditioned to behave in certain ways and to play different roles in 

society. They are encouraged to conform to established cultural norms by being rewarded or 

punished for their behaviour. The places women occupy in society are determined by what 

can plainly be claimed to innate predispositions. This conditioning and stereotyping could 

easily have the effects on the capability of girls and women to perform certain tasks, and 

most girls and women think that some occupations are just favour from mean, such belief 

has been reinforced and has become difficult to evacuate it from the mental frames of 

community (Okeke , 2011). 

Gender discussions and interventions are very important for correcting the imbalances 

between men and female. According to Burke, Stets and Pirog-Good (1988), femininity 

and masculinity are rooted in the social (one's gender) rather than the biological (one's 

sex). Societal members decide what being male or female means (dominant or passive, 

http://www.sportanddev.org/en/learnmore/sport
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brave or emotional), and males will generally respond by defining themselves as 

masculine while females will generally define themselves as feminine because these are 

social definitions. However, it is possible for one to be female and see herself as 

masculine or male and see himself as feminine. However, society for a long time has 

been the major determinant of gender identity (Spence, 1985),    

In many countries, women are subjected to violence in a wide range of settings such as 

within the family, the community and at work places (Smee, 2012). As in other 

countries, violence against women, especially sexual harassment in its broad-spectrum 

from abusive languages to rape has been occurring in Zanzibar from home to 

workplaces. The majority of rape cases have been unreported, only few of them have 

been filed in a court of law. For example, in 2000 and 2001, only 118 cases related to 

sexual harrassment in Unguja and Pemba were filed (CBUY, 2014). 

1.3 Problem Statement 

Sexual harassment is a common problem globally. While it is well addressed in most 

developed countries of the world through specific policies and mechanisms of 

enforcement, it remains a taboo topic in African countries, especially in Tanzania and 

Zanzibar in particular. If the problem of sexual harassment won’t be addressed in 

Zanzibar, there will be possibility for shortage of female employees in both private and 

public institutions. Despite the vivid problem of sexual harassment of female workers at 

public workplaces in Tanzania and Zanzibar in particular, there is no study which was 

done, specifically on the sexual harassment at work places. Therefore, this study seeks to 

understand the prevalence of sexual harassment at public work places in Zanzibar, 

specifically on causes, types and effects.  
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1.4 Objectives of the Study 

The general objective of this study was to investigate the prevalence of sexual 

harassment on women at public work places (SHWPW) in Zanzibar. 

 More specifically, the objectives of the study were to: 

i. Examine the causes of sexual harassment at the public workplaces in 

Zanzibar. 

ii. Analyse the nature and types of sexual harassment of women at public work 

places and main approaches used. 

iii. Assess the effects of sexual harassment of women at workplace and work 

performance. 

iv. Suggest solutions to the prevailing problems of sexual harassment at public 

workplaces. 

 

1.5 Research Questions 

i. What are the main causes of sexual harassment at public workplaces in 

Zanzibar? 

ii. How does sexual harassment of women workers in the public workplaces in 

Zanzibar occur? 

iii. To what extent sexual harassment at the public workplaces affect women? 

iv. What should be done to address the problem of sexual harassment at public 

workplaces?  

1.6 Significance of the Study 

The aim of this study was to investigate the prevalence of sexual harassment on women 

at public work places (SHWPW) in Zanzibar. The findings in this study are important to 

the administration of public secondary institutions in Zanzibar, since will help the 

Human Resource Officers to have awareness about sexual harassment at their 

workplaces, thus will take appropriate measures for eradicating the problem. Also, the 
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findings may be used as a platform for advocacy for policy reforms as well as a catalyst 

for humanitarian activists aiming to see that public workplaces are free from sexual 

harassment and any other behaviour that are against the human rights. Moreover, the 

findings will offers light for scholars and researchers who want to make an intensive 

study related to sexual harassment.  

1.7 Scope of the Study 

The study focused on examining sexual harassment at public workplaces. The study was 

conducted at Mjini Magharibi District Council in Zanzibar, since it was not easy to be 

conducted in all public workplaces in Zanzibar due to the time factor and the size of the 

geographical distribution of the population. Mjini Magharibi District was chosen due to 

the fact that sexual harassment has been regularly reported to prevail in different 

departments of this council. 

1.8 Limitations of the study   

The study was limited by the following factors: 

(i) Unwillingness of some respondents to participate in the study. Several approaches 

were used to address this limitation: first the purpose of the study was clarified to the 

respondents with a view to remove suspicion of the intent of the study and encourage 

their participation. Second anonymity of the respondents was promised that the 

findings would not be displayed with their names. This helped to dispel the fear of 

participating in the study.  

(ii) Insufficient time and budget constraints for conducting this study. To address these 

limitations, the study focused only to one District, specifically at public work places 

of Mjini Magharibi District Council.  
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1.9 Definitions of Key Terms  

(a) Sex discrimination is a behaviour that occurs when employment decisions are based 

on an employee’s sex or when an employee is treated differently because of his or her 

sex.  

(b) Sexual harassment is a form of sex discrimination until the 1970s, because the 

problem originally was perceived as isolated incidents of flirtation in the workplace. 

Employers are now aware that they can be sued by the victims of workplace sexual 

harassment. The accusations of sexual harassment made by Anita F. Hill against 

Supreme Court Justice Clarence Thomas during his 1991 confirmation hearings also 

raised societal consciousness about this issue.  

(c) Subtle sexual harassment is unwelcome behaviour of a sexual nature that if allowed 

to continue could create a Quid Pro Quo and/or a Hostile Work Environment for the 

recipient. For example, unwelcome sexual comments, jokes, and innuendoes. 

(d) Quid Pro Quo Harassment is sexual harassment that occurs when employment 

decisions for an employee are based on the employee’s acceptance or rejection of 

unwelcome sexual behaviour. For example, a supervisor fires an employee because that 

employee will not go out with him or her. Hostile Work Environment is a work 

environment created by the unwelcome sexual behaviour to an employee, the particular 

environments are offensive, hostile and intimidating that adversely affect an employee’s 

ability to do his or her job. For example, pervasive unwelcome sexual comments or jokes 

that continues even though the recipient has indicated that those behaviours are 

unwelcome.
 1

 

                                                 
1
 Based on the Equal employment Opportunity Commission (EEOC) 
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1.10 Organisation of the Dissertation 

This dissertation is organised into fifth chapters. The first chapter presents  background 

to the problem, statement of the problem, research objectives, research questions, 

significance of the study, limitations and definition of key terms; The second chapter 

reviews theoretical literature, empirical literature and conceptual frame work; The third 

chapter discusses the methodology of the study; The fourth chapter analyse and present 

the findings; The fifth chapter discusses the findings, and The fifth chapter provides 

summary, conclusion, recommendation and area for further studies. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Theoretical Literature Review 

2.1.1 Theoretical Framework  

This study was guided by cultural theory of risk. The theory asserts that structures of 

social organisation endow individuals with perceptions that reinforce those structures in 

competition against alternative ones. In a general account of the social function of 

individual perceptions of societal dangers. The theory illustrates that Individuals tend to 

associate societal harm with conduct that transgresses societal norms. This tendency 

plays an indispensable role in promoting certain social structures, both by imbuing a 

society’s members with aversions to subversive behaviour and by focusing resentment 

and blame on those who defy such institutions. (Douglas 1966 and Douglas, 1992). 

Also, the theory asserts ways of  life  can be characterised (within and across all 

societies at all times) along two dimensions, group and grid (Douglas,1970).  A “high 

group” way of life exhibits a high degree of collective control, whereas a “low group” 

one exhibits a much lower one and a resulting emphasis on individual self-sufficiency. A 

“high grid” way of life is characterized by conspicuous and durable forms of 

stratification in roles and authority, whereas a “low grid” one reflects a more egalitarian 

ordering (Rayners, 1992).  

2.1.2 Sexual Harassment at Workplace as a Global Catastrophe     

Women have been sexually from home to school, colleges and work places. For instance 

in USA, women have been harassed at work place by 62 %, while men have been 

harassed by 7%. Majority of women have been sexually harassed by men, while few of 

men have been sexually harassed by women. Due to tolerance to homosexuality, men 

have not open or reluctant to accept being sexually harassed by their fellow men (Sexual 

harassment, 2014).  
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2.1.3 Forms of Sexual Harassment  

Sexual harassment can take many different forms, both physical and non-physical. In 

addition, it can occur through a variety of mediums, including in person or through the 

use of new technologies, such as social media. For example, behaviours that are likely to 

constitute unlawful sexual harassment include physical contact, staring or leering, 

indecent exposure, comments or jokes of a sexual nature, sexual propositions, displaying 

offensive material, sending sexually explicit texts and asking intrusive questions about a 

person’s private life or physical appearance. Some types of behaviour, such as sexual 

assault or rape, may constitute a criminal offence, in addition to constituting sexual 

harassment (Okeke, 2010). 
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Table 2.1: Forms of Sexual Harassment 

VERBAL 

 

NON-VERBAL 

 

PHYSICAL 

 
 Referring to an adult as 

a girl, hunk, doll, babe, 

or honey 

 Whistling at someone, 

cat calls 

  Making sexual 

comments about a 

person's body 

 Making sexual 

comments or innuendos 

 Turning work 

discussions to sexual 

topics 

 Telling sexual jokes or 

stories 

 Asking about sexual 

fantasies, preferences, or 

history 

 Asking personal 

questions about social or 

sexual life 

 Making kissing sounds, 

howling, and smacking 

lips 

 Making sexual 

comments about a 

person's clothing, 

anatomy, or looks 

  Repeatedly asking out a 

person who is not 

interested 

  Telling lies or 

spreading rumors about 

a person's personal sex 

life 

 

 Looking a person up and 

down (Elevator eyes) 

   Staring at someone 

 Blocking a person's path 

  Following the person 

  Giving personal gifts 

 Displaying sexually 

 suggestive visuals 

   Making sexual gestures 

with hands or through 

body movements 

  Making facial 

expressions such as 

winking, throwing kisses, 

or licking lips 

 Giving a massage 

around the neck or 

shoulders 

 Touching the person's 

clothing, hair, or body 

  Hugging, kissing, 

patting, or stroking 

 Touching or rubbing 

oneself sexually 

around another person 

  Standing close or 

brushing up against 

another person 

Source: http://legal-dictionary.thefreedictionary.com/sexual+harassment  

 

http://legal-dictionary.thefreedictionary.com/sexual+harassment
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In Tanzania the law prohibits any form of sexual harassment in the workplace as well as 

any other environment. The Employment and Labour Relations Act, 2004 has termed 

sexual harassment a form of discrimination, prohibited it and provided for a penalty of 

fine not exceeding five million shillings. 

The Code of Ethics and Conduct for Public Service is very clear and detailed on the 

areas of sexual harassment and what constitutes sexual harassment in employment. It 

states: A public servant shall refrain from having sexual relationships at the workplace. 

Likewise, he/she will avoid all types of conduct which may constitute sexual harassment 

which include:  

i) Pressure for sexual activity or sexual favours with a fellow employee.  

ii) Rape, sexual battery and molestation or any sexual assault. 

iii) Intentional physical conduct which is sexual in nature, such as 

unwelcome touching, pinching, patting, grabbing and or brushing against 

another employee’s body, hair or clothes. 

iv)  Sexual innuendos, gestures, noises, jokes, comments or remarks to 

another person about one’s sex or body. 

v) Offering or receiving preferential treatment, promises or rewards and 

offering or submitting to sexual favours (Mwage, 2014). 

2.2 Reasons for SHWPW 

2.2.1 Power Games 

Some men feel threatened by the career advancement of women, or are uncomfortable 

with women's new-found independence and assertiveness at home and or at work. In 

times of uncertainty, fear, limited promotion opportunities, retrenchments, personal 

stress and performance pressure, there is a real danger that sexual harassment and 

trading of sexual favours form part of the power games played. In reaction to evidence 

that at least some male and adolescent workers are targets of sexual harassment (Kalof et 
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al. 2001; Talbot 2002; Thacker 1996), critics have begun to challenge feminist views of 

sexual harassment as an act committed by powerful adult males against “powerless 

females” (Patai 1998:170) as founded on “unexamined notions of male ‘power’ and 

predetermines” (Patai 1998:59; Francke 1997; Schultz 1998:95). Nevertheless, a 

systematic examination of the theory’s basic propositions about gender and power has 

yet to emerge in the social science literature (Uggen and Blackstone, 2012). 

2.2.2 Poverty  

Poverty is said to have impacted sexual harassment on women, this was established by 

Halba (2014) who conducted his study among the Syrian Refugees. Women also say 

they are sexually harassed by landlords, employers and local charity workers. In the 

region's conservative societies, they say, women who don't have a male protector are 

viewed as easy prey and sexually promiscuous. "If you want to eat in Lebanon, you must 

eat your dignity (Halba, 2014). Her husband was disabled in fighting in Syria, leaving 

her to care for their five children alone. "To stay honourable, it means to go hungry 

sometimes. She who doesn't have a husband or protector — they are always the most 

vulnerable," she said. For women who lived in poverty in Syria, becoming refugees has 

worsened their situation. Such is the lot of Yasmine Shreiteh, 27, who shelters with her 

father and four sisters in a garage they rent for $100 a month (Halba, 2014). 

2.3 The Impact of Sexual Harassment on the Work Performance  

1 out of  4 of  men , and 1 out of 7  of the women in the societies have heard 

inappropriate jokes in front of them often or very often that have aspects of sexual 

harassments. Also, many women in academic fields have been hearing inappropriate 

comments and negative things about their sex, experiencing inappropriate gestures 

directed to them, heard untrue rumours about them, were spoken to angrily by 

instructors and peers, spoken about negatively behind back and intentionally excluded 

from activities. Sexual harassment at workplace is unwanted sexual approaches 

(including touching, feeling, groping) and/or repeated unpleasant, degrading and/or 
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sexist remarks directed toward an employee with the implied suggestion that the target's 

employment status, promotion or favourable treatment depend upon a positive response 

and/or "cooperation." Sexual harassment is a private nuisance, unfair labour practice, or, 

in some states, a civil wrong (tort) which may be the basis for a lawsuit against the 

individual who made the advances and against the employer who did not take steps to 

halt the harassment. A legal secretary recently won an award of more than $3 million 

against a prominent law firm for not controlling a partner notorious for his sexual 

harassment of female employees (Hill and Hill, 2005). 

The Tanzania Sexual Offences Act of 1998 has also criminalised sexual harassment and 

the following are termed as the kind of behaviour amounting to sexual harassment: 

causing sexual annoyance to a person, uttering any word, making any sound or gesture, 

or exhibiting any object, including any organ whether male or female intending that such 

word or sound shall be heard, or that the gesture shall be seen by a woman.  In Dar Es 

Salaam, for instance majority of residents have been sexually harassed either through 

abusive language, groping, brushing against a woman’s body, to outright assault. 

2.4 Challenges Faced in the Effort of Mitigating Sexual Harassment  

2.4.1 Cultural Challenges  

To comprehend sexual harassment of women, one to appeal is the gender and the culture of 

the people. In this study, though the study was undertaken at Magharibi District Council, 

where is the home for diverse ethnic groups, the objects of this research did not adhere to 

Swahili culture. The District Council and all other formal institutions represent many ethnic 

groups from Tanzania, while the minority population in religious institutions, for instance 

missions, companies and hotels represent different nationalities hence slightly different 

cultures.  
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2.4.2 Legal Challenges  

Unreasonable interference can occur between co-workers of equal status as well as 

between superiors and subordinates. The employer or the co-worker may be legally 

liable for such harassment if the employer knows or should know about it and fails to 

take timely and appropriate response action. The sexual harassment lawsuit filed in 1994 

by Paula Jones against President Bill Clinton highlighted this workplace issue. In 1991 

Jones was an employee of the Arkansas Industrial Development Commission and 

Clinton was governor of Arkansas. Jones claimed that while working at an official 

conference at a Little Rock hotel, she was persuaded by a member of the Arkansas state 

police to visit the governor in a business suite at the hotel. She alleged that Clinton made 

sexual advances that she rejected. Jones also claimed that because she rejected his 

advances, her superiors dealt with her in a rude and hostile manner and changed her job 

duties. 

Clinton denied the charges and sought to delay the lawsuit until after he left the 

presidency. The Supreme Court rejected this argument in Clinton v. Jones, 520 U.S. 681, 

117 S.Ct. 1636, 137 L.Ed.2d 945 (1997), and he was forced to defend himself. In 1998 

the federal district court dismissed her action, ruling that there was no proof that Jones 

was emotionally injured or punished in the workplace for rejecting Clinton's advances. 

Jones appealed the ruling, but agreed to drop her lawsuit in return for $850,000. She also 

dropped her previous demand that Clinton apologised. 

The Supreme Court overruled the lower court, holding that courts must not focus their 

inquiry on concrete psychological harm, which is not required by Title VII of the Civil 

Rights Act. To maintain such a requirement would force employees to submit to 

discriminatory behaviour until they were completely broken by it. So long as the 

workplace environment would reasonably be perceived as hostile or abusive, it did not 

need also to be psychologically injurious. Thus, the plaintiff in a hostile work 

environment case must show that sexually harassing behaviour is more than 
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occasionally, but need not document an abusive environment that causes actual 

psychological injury. The courts recognize that a hostile work environment will detract 

from employees' job performance, discourage employees from remaining in their 

positions, and keep employees from advancing in their careers. The Title VII guiding 

rule of workplace equality requires that employers prevent a hostile work environment. 

In Australia Every year, sexual harassment in the workplace is one of the most common 

types of complaints received by the Commission under the Sex Discrimination Act. In 

2009 – 2010, 21% of all complaints to the Australian Human Rights Commission were 

under the Sex Discrimination Act, and 88% of those complaints related to sex 

discrimination in the workplace. The wide use of new technologies such as mobile 

phones, email and social networking websites creates new spaces where sexual 

harassment may occur. 

Empirical Literature Review 

The study by TAMWA (1990) on sexual harassment in Dar es Salaam, Tanzania 

revealed that the circumstances of the  sexual harassment discourage the victims  from 

pressing charges as it would ref1ect badly image on them. Those who had the courage to 

press charges believed that the law would not protect them, but would also bring the 

perpetrators of the crime to justice, were disappointed. Instead of being treated as the 

victims, their private lives were stripped bare and roles became reversed.  

The study by WHO (2011) revealed that 41 percent of ever-partnered women in Dar es 

Salaam have experienced physical or sexual violence at the hands of a partner. Also revealed 

that both the Union Government as well as the Revolutionary Government of Zanzibar 

have developed policies and enhanced coordination between the sectors of prevention 

and response.  
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The study by Louis (2008) on Sexual Harassment in USA revealed that that 31% of the 

female workers reported they had been harassed at work, 7% of the male workers 

reported they had been harassed at work and 62% of targets took no action. However, 

100% of women whom were reported victim of sexual harassment, their harasser was a 

man, while 59% of men whom were reported victim of sexual harassment, their harasser 

was a woman, due to tolerance to homosexuality 41% of men whom were reported 

victim of sexual harassment, their harasser was another man.  Women whom were 

harassed sexually, statistics indicate that 43% of them were harassed by a supervisor 

while 27% were harassed by an employee who was senior to them; it is also reported 

that 19% of women were sexually harassed by a co-worker at their level while 8% were 

harassed by a junior employee  

The study by Australian Human Rights Commission (2012) revealed that One-third of 

women in Australia (33%) have been sexually harassed since the age of 15, compared to 

9% of men.  

The study by Prekel (2004) revealed that sexual harassment is often closely linked to 

prejudice in general, and to sexist attitudes entrenched in the culture. Many women have 

been brought up to believe women's highest calling is to please men, that popularity with 

men equals success, or that "real women look sexy".  Some women who see sexuality as 

their only power base, play along.  Although research has proven them to be a small 

minority, their behaviour can also encourage harassment of other women.  

The study by Halba (2014) on Sexual Harassment in Syrian Refugees revealed that 

women were sexually harassed by landlords, employers and local charity workers. The 

findings by Okeke indicate that more than 1 out of 4 (23%) of the participants in the 

traditionally male fields and 1 out of 7 (14.8%) of the participants in the traditionally 

female fields have heard inappropriate jokes in front of them often or very often. Also, 

higher percentages of participants in the male academic fields indicated of hearing 
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inappropriate comments and negative things about their gender, experiencing 

inappropriate gestures directed to them, heard untrue rumours about them, were spoken 

to angrily by instructors and peers, spoken about negatively behind back and 

intentionally excluded from activities. Participants in the traditional female academic 

fields are more likely to stand neutral, indicating probably that the participants were 

afraid of future attacks or punishments.  

Research gap 

In the various studies that were reviewed, there is no study which was done, specifically 

on the sexual harassment at  work places. Therefore, this study seeks to understand the 

prevalence of sexual harassment at public work places in Zanzibar, specifically on 

causes, types and effects.  

2.5 Conceptual Framework of the Study 

The conceptual frame work shows the relationship between the variables in the study. 

Based on different literatures that have been reviewed, prevalence’s of sexual 

harassment to women at work places has attributed to culture, power game and 

occupation.  

Culture: In Tanzanian culture a woman is given inferior position and is looked upon as a 

source of pleasure for men and hence in the workplace the same is reflected whereby 

some women become prone to sexual harassment. The researcher found out to what 

extent culture has led to sexual harassment to women at public workplaces at Mjini 

Magharibi District Council 

Power Game: There are two main branches of game theory: cooperative and non-

cooperative game theory. Non-cooperative game theory deals largely with how 

intelligent individuals interact with one another in an effort to achieve their own goals. 

For example a person in a position of power may request sexual favours in return for a 
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starting position Young et al (2004). The research traces relationships between persons 

in position i.e. power game and the sexual harassment of women at public workplace. 

Poverty: the researcher examined the effect of poverty in the sexual harassment at public 

work places in Magharibi District. 

Occupation here is meant that, some kinds of work done by women such as women 

clerks and sectaries can prone to SHWPW, than other woman working as doctors, 

education officers or lawyers. Hence, the researcher among others traced the relationship 

between occupation and sexual harassment at public workplace at Magharibi District 

Council. 

Figure 2.1:  Conceptual Framework  

CAUSES OF 
SHWPW

Psychological 

Physical 

Social 

Performance 

Self esteem

Work performance 

EFFECTS OF  
SHWPW

 

Source: Researcher (2014) 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter presents and discusses in brief the methodology employed in the 

undertaking of this study. It includes, research design, sampling procedures, sample size 

and techniques and tools for data collection and data analysis plan. 

3.2 Research Design 

A research design refers to an arrangement of conditions for the collection and analysis 

of data of the study in the manner that aims to combine reliance to the research purpose 

(Yeddis, 1996). Kothari (2004) defines research design as the conceptual structure 

within which research is conducted. It constitutes the blue print for the collection, 

measurement and analysis of data. It is further noted that a research design implements 

an order by arranging steps of activities to find answers to the research questions or to 

test hypothesis of the study. 

There are three basic types of research design: exploratory, descriptive, and causal or 

experimental (Kothari, 2004). This study adopted an exploratory design and was 

conducted with an aim to investigate the problem of sexual harassment at workplace at 

Mjini Magharibi District Council, Zanzibar.  

3.3 Study Approach 

There are two main research approaches used in research; namely qualitative and 

quantitative. Qualitative research is concerned with subjective assessment of attitudes, 

opinions and behaviours. It attempts to investigate processes, examining and reflecting 

perceptions in order to gain an understanding of social and human activities. It affects 

the meanings people put on issues affecting their life techniques used includes interview 

projective technique and in-depth interview (Kothari; 2009). On the other hand 

quantitative approach attempts to qualify social phenomena and present it in numbers 
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(quantitative form) which involves the collection and analysing numeral data and 

applying statistical analysis. Based on the nature of this study both approaches 

qualitative and quantitative were used to complement each other although qualitative 

approach was mostly used. 

3.4 Area of the Study 

The study was conducted in four selected departments from Mjini Magharibi District 

Council. These were selected as they represent different professions and populations 

from different demographical areas which researcher thought would ensure collecting 

data from a broad spectrum of culture and professions.  

 Figure 3.1: Map of Zanzibar (Unguja Island) and its Position from the Mainland   

 

Source: http://w0.fast-meteo.com/locationmaps/Zanzibar.10.gif2 

 

                                                 
2
 : http://w0.fast-meteo.com/locationmaps/Zanzibar.10.gif 

http://w0.fast-meteo.com/locationmaps/Zanzibar.10.gif
http://w0.fast-meteo.com/locationmaps/Zanzibar.10.gif
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Figure 3.2: Map of Zanzibar showing the specific area of study 

 

Source: http://w0.fast-meteo.com/locationmaps/Zanzibar.11.gif3 

 

3.5 Target Population  

Kombo and Troompt (2006) refer population to an entire group that if person or 

elements that have at least one thing in common. Target population was divided into 

four public groups/departments, namely education, police, lands and health department 

offices in the Magharibi District Council. 

3.6 Sampling Procedures and Sample Size 

This subsection deals with sampling procedure and respondents’ distribution.  

3.6.1 Sampling Procedures 

The process of sampling is the procedure a researcher uses to gather people or things for 

the study. It is a process of selecting a number of individuals or objects from a 

                                                 
3
 http://w0.fast-meteo.com/locationmaps/Zanzibar.11.gif 

http://w0.fast-meteo.com/locationmaps/Zanzibar.11.gif
http://w0.fast-meteo.com/locationmaps/Zanzibar.11.gif
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population, such that the selected group of respondents. This study used probability 

(simple randomly) and non-probability (purposive) sampling technique (Rwegoshora, 

2006).  

i. Purposive sampling technique 

The study employed purposive (expert) sampling technique to select heads of 

education, health, land and police departments into the study. These key 

respondents were selected purposively into the study because by virtue of 

their positions have authority to protect employees from sexual harassment, 

also are the experts in their fields, therefore had rich information for the 

study. 

ii. Simple randomly sampling technique 

The study employed simple randomly sampling technique to provide equal 

chances for all employees to be selected into the study. The sampling list was 

obtained from the human resource department, where by the pieces of paper 

were made each for the name of every employee, then all pieces of papers 

were put in the box, and were shuffled  ready for selection. The pieces of 

paper were picked one after another from the box until the sample of 40 

employees was obtained. 

3.6.2 Samples Size and Distribution  

The sample for this study was drawn from the selected members of the named 

departments (Education, Health, Land and Police). The sample was categorised by their 

sex and their respective institutions. Thereafter the sample (respondents) is categorised 

by their age ranges. The study covered a total of 40 respondents which means 10 

respondents from each department. 
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Table 3.1: Distribution of Respondents  

DEPARTMENT FREQUENCY % 

Education office  10 25 

Health office 10 25 

Lands office 10 25 

Police  10 25 

TOTAL  40 100 

 

Source: Magharibi District Council (2014) 

 

Table 3.2:  Distribution of Respondents by Age Range 

Proposed Actual 

Age Range Counts % Age Range Counts % 

20-30  10 25 20-30  10 25 

30-40  10 25 30-40  10 25 

40-50 10 25 40-50 10 25 

50+  10 25 50+  10 25 

TOTAL  40 100 TOTAL  40 100 

 Source: Field data (2014) 
 

Table 3.2 presents the sample of the study in respect to the age range the minimum age 

range is 20-30. However, the study assumed that since most public workers retire in 

their late fifties and sixties in the formal employment, the maximum age was not fixed 

as to some circumstances the retirees can be re-employed by contract terms. Section 28 

(1) of the Parastatal pension fund Act of 1976  provides payment for old age benefit 

where a member ceases employment with at least 120 months, contributing period under 
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the following circumstances one being attained retirement age that is 55 – 60 years. 

Also, the Parastatal pension fund Act of 1976 Section 24 (2) states that: (2) 

notwithstanding the provisions of subsection (1), no member shall be permitted to 

continue in the service on pensionable terms after he attains the age of sixty years. 

3.6.3 Data Collection Methods  

Data collection involves activities and processes that obtain data about the elements of a 

population, either directly by contacting respondents to get primary data or indirectly by 

using secondary data from the offices or in libraries (Census, 2014). This study 

employed questionnaire and interview methods to collect information for the study. 

i.  Questionnaires 

Questionnaires are set of questions which are usually sent to selected respondents to 

answer at their own convenience and return back the filled questions to the researcher 

(Best, 1977). It is the best method that guarantees privacy and confidentiality. The study 

employed questionnaire methods to collect information about types, causes and effects 

of sexual harassment at public work places from 40 employees. 

ii.  Interviews  

The interview is an alternative method of collecting survey data. Rather than asking 

respondents to fill out surveys, interviewers ask questions orally and record respondents’ 

answers. This type of data collection methods generally decreases the number of “do not 

know and no answer” responses (NGC, 2014). The study used an interview method to 

collect information about types, causes and effects of sexual harassment at public work 

places from 10 heads of departments.  
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3.7 Validity and Reliability of Research Instruments 

Validity and Reliability are two important aspects in research and these were considered 

in this study. Validity is the quality that an instrument used in research is accurate, 

correct, true, meaningful and right (Murphy and David shofer, 2005). Reliability refers 

to consistency of results that an instrument will give when applied repeatedly in the 

investigation (Cronbach and Meehl, 1955). These two aspects are important in research 

as they have great influence on the nature of the results. The instruments for this study 

were subjected to tests for validity and reliability to determine whether they need 

improvement or not. The researcher conducted a pilot study to establish validity and 

reliability of the study: The following are areas which were modified after a pilot study 

that was conducted among the two selected departments at Magharibi District Council: 

 Some of the ambiguous vocabularies which were used in questionnaire posed a 

challenge to some of the respondents; therefore, unambiguous vocabularies were 

employed to ensure understanding of all questions for consistency and accuracy 

of the instrument. 

 Some questions for interview were modified to ensure the accuracy and 

consistency of the instrument. 

3.8 Data Analysis Plan 

Data analysis involved a number of closely related operations that was performed with 

the purpose of summarising the collected data and organising them in such a manner that 

they yield answers to the research questions.   

 

The quantitative data were analysed by using descriptive statistics, employing computer 

software of Statistical Package for Social Science (SPSS) and presented in relevant 

tables and graphs, with frequencies and percentages. Qualitative data were analysed by 

using thematic analysis technique.  
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3.9 Ethical Considerations 

Ethical standards were observed in the planning and conducting of the study. The 

researcher secured research clearance from Mzumbe University, also researcher 

requested for research permit from Magharibi District Director. The study was 

conducted with the consent of the respondents after they had been informed about the 

purpose of the study, and it was their choice to participate. The researcher observed the 

right to privacy of the respondents and the confidentiality of their information. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

4.1 Causes of SHWPW 

Sexual harassment at work places has made some women to live in a state of terror all 

the time. The working environment becomes so insecure. However, the factors for 

sexual harassment at workplace that face most women have divided women some 

believing that it is natural   for men to act in some way against women.  

Table 4.1: Causes Sexual Harassment at Work Places 

 
Frequency Percent 

  Culture of Man’s domination 11 27.5 

Educational disparity 7 17.5 

Economic Poverty 6 15.0 

Natural causes 14 35.0 

I don’t know 2 5.0 

Total 40 100.0 

Source: Field data (2014) 

The majority  as shown in Table 4.3, 35% (N=40) believe that sexual harassment is a 

result of the nature, while 27% believe that culture of man domination or sexism is the 

main factor for sexual harassment at public works places. Educational disparity and 

economic poverty were said to be factors of SHWPW with 17.5% and 15% respectively. 

Culture is meant the characteristics and knowledge of a particular group of people, 

defined by everything from language, religion, cuisine, social habits, music and arts. 

It was also found that disparity of administrative power lead to SHWPW, this is 

according to 72.5% (N=40) while this was not the factor to 5% respondents some 22.5% 

were of contrary stance that there is no evidence that the power disparity counts 

SHWPW.  
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The question of the source of harassment was answered. The findings reveal that leaders 

or seniors were the source of harassment by 60% (N= 40). On the other hand colleagues 

contribute 37.5%, while subordinates occupy 2.5% of the harassments at workplaces.  

4.1.1 Types and Approaches of Sexual Harassment  

Using interviews, respondents answered the question about sources of sexual 

harassment. Sexual harassment is a multispectral phenomenon and comes in different 

ways depending on the cultural settings.  

Table 4.2: Types of Sexual Harassment 

   
Type of sexual harassment Frequency Percent     

  Physical 5 12.5   

Verbal 26 65.0   

Visual 9 22.5   

Total 40 100.0   

Source: Field data (2014) 

Physical sexual harassment ranks lower than other types of sexual harassment by 12.5%, 

while verbal ranks highest by 65% followed by visual with 22.5%.   

Most men and sometimes the bosses start by telling bogus stories about their 

wives or ex -girl friends. They speak how incompetent their spouses are. At 

length they can praise you as “so smart”, “hardworking,” “sexy,” etc., but for 

real they are hunting you some have a score dozen of women. If you are mistaken 

and join the story at the end proposals will follow. After some time they now toss 

some phonograph material into your mobile while other attempt nonsense 

annoying habits of kissing, embracing and bruising some sensitive parts of the 

bodies (C10, 29yrs) 

After responding about types of harassment, respondents answered another typical 

question about approaches or means used by perpetrators to implement SHWPW. The 

following table presents the results.    
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Table 4.3: Means used on the Sexual Harassment 

   
Means  Frequency     Percent   

  Physical 17 42.5   

Letter (s) Memo 05 12.5   

SMS, E-mail etc. 12 30.0   

Sending an agent 06 15.0   

Total 40 100.0   

Source: Field data (2014) 

According to table 4.5, the physical approach accounts for 42.5% (N-40) which was the 

highest, while memo ranked the lowest, by 12.5%. However, short messages, email and 

other electronic means of communication ranked 30%, while 15% sent agents to 

approach the victims. It was also found that most sexual harassment was accorded 

promissory statements. The favour of the boss ranked the highest, while promotions 

30%, money or valuable things ranked 30%. 

4.1.2 Marital Status and Age as Factors to Sexual Harassment Vulnerability 

The typical question about the connection between marital status and sexual harassment 

was asked. It was found 52% of respondents agreed that marital status and age have 

connection with sexual harassment, 27% disagreed and 20% were not sure as shown in 

Table 4.6. 
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Table 4.4: Marital Status and Age are Factors to Sexual Harassment at workplaces 

Source: Field data (2014) 

Married women are not exceptional in case of SHWPW; however the single ones are the 

most ones who face SHWPW.  

You know in Zanzibar the majority follow more than one religion, though Islam 

has more roots. Muslims marry up to four wives while, one man can marry up to 

ten wives in his lifetime. A woman can remarry after divorce (talaqah). A woman 

can remarry up to three or more men in her lifetime. Therefore, due this custom 

the perpetrator makes the target woman to think that she is after marriage. 

Therefore the single women are the most wanted (B8, 38yrs). 

The findings imply that not only single women are at greater risk of sexual harassment; 

also younger women workers are more prone to sexual harassment than the older women 

workers. It is true that nowadays men are running after young women. They have two 

big reasons: the first is that the younger ones have passion to possess posh phones, 

clothes and cosmetics. The second is that, the perpetrators know that they do not have 

big family members who will need support. Also, they are free to and easy outgoing than 

the married ones.      

The researcher also wanted to understand the relationship that exists between education, 

and risk of SHWPW. The findings from questionnaires revealed that 82.5% of 

respondents agreed that that the more educated women have less risk of sexual 

harassment at work places, 5% disagree and 12.5% were not sure as shown in Table 4.7. 

 

 

Responses Percentage 

Agree 52 

Dis agree 28 

Not sure 20 
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Table 4.5: Sexual Harassment in Relation to Education and Professions 

 

 

 

 

Source: Field data (2014) 

 

One of the interviewees had the following to say: 

Education doesn’t make any difference any woman is approachable as long as a 

man determines. Some educated women have been harassed by their 

subordinates. Even me if I were not stable I could be a prayer just to my client. 

They don’t think anything about your education and so far, no one walks around 

bearing her credentials written on her face that everyone knows she is educated. 

Sometimes, what encourages men is when they see a well off and educate women    

in love affairs with her gardener, labourer or a watchman. I don’t say that these 

are not men. But comparison in respect of education and position I could put 

asunder these categories of men and the so called educated woman (A3 (46yrs)). 

 

Another interviewee had the following remark:  

Women are prone to sexual harassment at work places at any time and year of 

working tenure; however, most of us experience this at the initial stages of work. 

Men use the first time contacts to hook a woman for their sensual gratification, 

and some women feel that it was secure to be in the hands of a man. In these 

years, most of women workers are single so that they think that these approaches 

could lead to marriage. Soon or later they discover that men are after sexual 

gratification (B2, 50yrs).  

 

Responses                     Percentage 

Agree 82.5 

Dis agree 5.0 

Not sure 12.5 
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4.1.3 Sexual Harassment and Disparity of Distributions of Administrative Power at 

Workplace 

Respondents answered a typical question about the relationship that exists between 

SHWPW and administrative power disparity between men and women at workplaces in 

Zanzibar. The following responses were recorded. 

Table 4.6: Sexual Harassment and Disparity of Distributions of Administrative Power at 

Workplaces 

 Frequency Percent   

 Yes 29 72.5   

No 2 5.0   

Not sure 9 22.5   

Total 40 100.0   

Source: Field data (2014) 

 

Sexual harassment is also influenced by the disparity of administrative power between 

men and women. 72.5% believe that power disparity is the factor to the prevalence of 

sexual harassment in Zanzibar. Some respondents (22.5%) were not clear whether power 

disparity could influence SHWPWs in Zanzibar while only five percent were of the 

standing that there was no such relationship. 

4.1.4 Reporting Sexual Harassment Incidents  

The finding also revealed that 67.5% of respondents agreed that have at one time or 

another been victims of sexual harassment, 32.5% disagreed and 12.0% were not sure. 
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 Table 4.7: Employees Face Sexual Harassment at Public Workplaces 
 

Source: Field data (2014) 

The interview had mixed responses others, agreeing that there is a problem of 

harassment at public workplaces. Others had opposite responses.  Some of them 

admitted to have experience of SHWPW. Another opinion was to talk about these issues 

would tarnish the government and department, which may lead to unwanted 

consequences. The following quotation depicts the phenomenon of SHWPW and 

women’s readiness to expose their experiences of SHWPW. 

In my experience public offices in Zanzibar are safer working environment. I 

know that harassment may occur, but what women face at home and street is 

more humiliating than what we see at workplaces. When someone thinks that 

stories or praises are harassment, I think some are motivational rather than 

harassment. Women need praise, we men need encouragement and sometimes 

from the opposite sex – man. The other truth is that interaction in the workplace 

may lead a woman to get a husband that God has destined for her. Some things 

are just western culture with no relationship to our own culture that to be 

approached is harassment their agenda is to make a woman independent of man 

which is against religion and African cultures. However, we have volition to say 

yes or no to men’s proposals. (A9, 39 yrs).     

 

 

 

 

Responses                     Percentage 

Agree 67.5 

Disagree 20.5 

Not sure 12.0 
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4.1.5 Effects of SHWPW 

During the interviews, the respondents revealed that the followings are the effects of 

sexual harassment at public work places: 

- Psychological effects –stress –frustration  

- Work efficiency goes down – non motivation  

- Spirit and a sense of team work diminishes  

- Leakage of confidential issues intended to harm the victims’ harasser or vice 

versa.   

- Marriage breakage – divorce and separation.  

- Suicide and murder 

- Spiritual degeneration as sexual harassment is anti – religious. 
 

Many marriages have undergone tough and very painful matrimonial life. Sometimes the 

source is sexual harassment. But when you ponder on the broad range of effects they 

also touch both victims and perpetrators’ spiritual life. When you have something heavy 

in your heart and no one can help, it reduces your confidence to God. If the perpetrator 

was a boss and he speaks to you with a bitter tongue you lose confidence look down on 

yourself so the self-esteem is touched. Sometimes, as a medical practitioner, I face some 

patients whose problem is psychological than physical. I can try to learn that the society 

is in problem (D5 (46yrs)). 

4.1.6 Proposals to Mitigate SHWPW 

Some respondents proposed measures to be taken by various institutions and authorities 

to mitigate the problem of sexual harassment at workplaces in Zanzibar. The findings 

show that most respondent connected the solution to several levels local, departmental 

and ministerial: “I think each department should have a gender unit to deal with sexual 

harassment and other gender violence that are independent of the local bureaucracy. 

Gender unit should work hand in hand with the human resource or personnel officer” 

(A5 (42yrs)).  
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Another respondent was of the opinion that Zanzibar has had very good policies and 

laws, however, we have a gap in implementation and enforcement. My proposal is that 

as we have succeeded to some extent in installing the gender violence desk at police 

stations the same should be done at work places in Zanzibar.     

I think the time has come that the laws must be observed and enforced. I think no 

one should be above the law, even the heads of states because anyone at anytime 

can be the source and victim of harassment. In Tanzania the law is for the 

subjects not for rulers the rulers are free to do anything and no law, even a 

constitution binds the big ones. Though some legal immunities are meant for 

heads of state this applies for ministers, members of parliament/representative 

house and departments. These may also have so many problems in the same 

issue (C3, 50yrs). 

Most respondents believe that since there are some people thought as divine who are not 

questioned by any other being, they think, therefore, and that whatever they do is self-

justified. “If you appeal your case to such persons,” said one respondent, “nothing will 

happen rather the same woman may endanger herself by becoming a prey to the same 

person she thought to be her saviour”.   
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 
 

5.1 Introduction  

This chapter discusses the findings of this study. This is accomplished by dividing the 

chapter into subsections. Throughout this chapter the research questions, findings and 

literature reviews are interwoven in the discussion.  

5.2 Main Causes of Sexual Harassment at Workplace 

According to the findings, generally, Causes of sexual harassment of women at 

workplaces in Zanzibar have been limited to natural and cultural than to any other factor. 

Knowledge of sexual harassment was found unquestionable that the people had very 

good knowledge of sexual harassment as the social phenomenon.  It was difficult to have 

finite causes of SHWPW, not only for the present study, but as other like Prekel, (2004) 

can be summed up that the causes fall into three main factors, namely psychological, 

moral and marital implications. Even though no limits of the factors these are just the 

main factors influencing sexual harassment at public workplaces. In this study the 

findings may be very astonishing as many respondents did not show any big shock of the 

problem, while others seemed to be taken with the sway of compromisers the majority 

believe that sexual harassment is a result of the nature. When it comes that the victim 

categories (women) ascribe the problem to the nature, it is difficult to stand against 

something brought by nature or as religious people term the predestination.  

Researches on the problems of harassment reveal that the role of culture and sexual 

harassment is linked to individuals’ ideas about sexual harassment to broader structural 

relations and cultural systems (e.g., Kalof et al. 2001; Katz et al. 1996; Morgan 1999; 

Padavic and Orcutt 1997; Rogers and Henson 1997; Rospenda, Richman, and Nawyn 

1998). For example, Quinn (2002:389) attributes gender differences in interpreting 

sexual harassment to the acceptance of “normative ideas about women’s inscrutability 

and indirectness and men’s role as sexual aggressors.”  
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Speaking of natural cause, it means that in the process of looking for a spouse sexual 

harassment may occur, especially when it is not well responded by the other person who 

is the object pair bond. Naturally, the behaviour of looking for a suitable spouse to make 

a bond is entrenched in the human nature in other words the nature dictates such sets of 

behaviour leading to pair bond (Fuentes, 2012). 

5.3 Types of Sexual Harassment of Women in Public Work Places in Zanzibar 

All types of harassment were used against women at workplaces. These Types of 

harassment are Quid pro quo and hostile environment. Quid pro quo is the situation 

when a perpetrator makes conditions of employment contingent on the victim providing 

sexual favours. In Tanzania and in the researcher’s experience this type of harassment is 

less common, however, it is present in some workplaces. This is applicable mainly when 

promotion is delayed, or a worker is transferred to another working station with the poor 

working condition. The Latin term quid pro quo translates to "something for 

something." Which in the researcher’s experience and in the Swahili context the 

following sayings can depict its real meaning “kitu kwa kitu” (something for 

something), mkono mtupu haulambwi (an empty hand is never licked). 

The findings of this study reveal that leaders or seniors were the source of harassment. 

The question why should the ones who should protect the workers become the 

perpetrators of the same is a matter or further argument. On the other hand colleagues 

also contribute to sexual harassments at workplaces in Zanzibar. This picture means that 

the problem is significant and it needs to seriously visiting to be combated and 

eliminated. Most of perpetrators use promises of promotion, and favourable working 

places to lure the victims. As long as the researcher is concerned and in general 

knowledge of the labour law and policies of public services the channels of promotion 

are very clear but the perpetrators use the existing bureaucracy to gratify themselves. 

How long this trend will persist in a free state of fifty years old political independence. 



37 

 

How long this kitu kwa kitu- quid pro quo will hinder the working women in these 

islands from enjoying total liberty. 

Hostile environment- When unwelcome, severe and persistent sexual conduct on the part 

of a perpetrator creates an uncomfortable and hostile environment (e.g., jokes, lewd 

postures, leering, inappropriate touching, rape, etc.). This type of harassment constitutes 

up to 95% of all sexual harassment cases (RAINN, 2009). This type of harassment 

follows the quid pro quo when the victim resists the perpetrator may advance to this 

level making the working conditions rather harder. At this point the victim may resign or 

be terminated and always work inefficiency or tardiness may be the pretext of 

disciplinary measure.  However, as shall be indicated later on in the subsequent 

discussion sexual harassment may result to inefficient work.    

5.4 Effects of Sexual Harassment of Women at Workplace 

The study revealed that sexual harassment of women at  public workplaces were 

psychological problems  to employees (stress and frustration), work efficiency goes 

down, Spirit and a sense of team work diminishes , leakage of confidential issues 

intended to harm the victims’ harasser or vice versa,  marriage breakage  (divorce and 

separation), suicide and murder. This is consistent with PCAR (2007) who argued that  

Sexual harassment can jeopardize a person’s economic wellbeing, often leading to 

homelessness, unemployment, interrupted education and health, mental health, and other 

daily stressors and struggles. In turn, living without one’s basic needs met can increase a 

person’s risk for sexual victimization. 
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND   RECOMMENDATIONS 

 

6.1 Summary and conclusions of the Study 

The purpose of the study was to investigate the prevalence of sexual harassment at 

public work places in Zanzibar, specifically on the types, causes and effects of sexual 

harassments at public work places. The study employed case study research design; 

where by the sample size of 50 respondents was drawn through purposive and simple 

random sampling techniques. The data for the study were collected through interview 

and questionnaire methods. Also, the data were analysed through statistics descriptive 

and thematic analysis techniques. 

Based on findings for every research objective presented, analyzed and discussed in this 

research report, the study concluded the following: 

i. The prevalence of SHWPW in Zanzibar is moderate. However, after reading the 

literature related to this study that vivified the nature and magnitudes of the problem 

at both universal and parochial levels, and since the study consummated into a field 

as an exploratory study that was conducted to investigate the prevalence of SHWPW 

in Zanzibar, the following conclusions are hereunder presented.  

ii. Causes of SHWPW in Zanzibar have remained nature, culture, and to some extents 

educational and administrative power disparity between men and women workers in 

the public sector. The culture here means the characteristics and knowledge of a 

particular group of people, defined by everything from language, religion, cuisine, 

social habits, music and arts. In Zanzibar, African traditional cultures have for long 

time blended with Islamic religion that it is difficult to draw the line between ethnic 

cultures and the Islam or Afro-Arabic.  

iii.  The effects of sexual harassment of women at  public workplaces were psychological 

problems  to employees (stress and frustration), work efficiency goes down, Spirit 

and a sense of team work diminishes , leakage of confidential issues intended to harm 
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the victims’ harasser or vice versa,  marriage breakage  (divorce and separation), 

suicide and murder. 

6.2 Recommendations 

The study recommends the following: 

i. Government organs and legislature in particular be informed that since women 

workers at public workplaces are aware of the prevalence of SHWPW, and 

notwithstanding that laws and policies are place, efforts are needed in the law 

enforcement as many victims hesitate to advance their grievances as they have 

no confidence with the arbitrators and are afraid of the effect. This situation 

needs a radical change.  

ii. The approaches to the problem should be reformed to fit the cultural context of 

the people as it has been learned in this study that some sets of behaviour 

forming sexual harassment are not universal; so there is a need for reformulate 

policies to conform to the culture of Zanzibar.  

iii. Gender desk should be introduced in all public offices and the gender desk 

officer should record and report SHWWP to the committee with judicial powers 

which can be created whereby human resource and personnel officers would be 

responsible for the happenings under their department. 

iv. It is advocated that a broader study should be conducted to include other public 

places from other public institutions in Zanzibar so as to have a wider 

understanding about the types, causes and effects of sexual harassment of 

women at the public workplaces. 
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APPENDICES 

Appendix I 

QUESTIONNAIRE 

INVESTIGATION INTO THE PREVALENCE OF SEXUAL HARASSMENT ON 

WOMEN AT PUBLIC WORKPLACES IN ZANZIBAR: 

THE CASE OF MJINI MAGHARIBI DISTRICT COUNCIL 

 

A: BIODATA AND ADDRESS 

Name  

Age  

Marital Status       

Occupation 

Employer …………………………...................................................................... 

 

B: KNOWLEDGE OF SEXUAL HARASSMENT  

Do you know what “sexual harassment” means?  

Y  
N  
DK  

  

If YES, explain. 

Do you think that sexual harassment on women happen at your work place? 

Y  
N  
DK  
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C: CAUSES OF SEXUAL HARASSMENT AN WOMEN AT WORKS PLACE 

Sexual harassment at work place is caused by  

S/No. Causes  Frequencies 

 Culture of Man domination   

 Educational disparity   

 Economic Poverty   

 Natural causes   

 I don’t know  

 

 Sexual harassment can be influenced by disparity of distributions of administrative 

power  

Y  
N  
DK  

 

 

D. THE NATURE OF SEXUAL HARASSMENT  

Harassment came from 

S/No.  Very 

often 
Some 

times 
Rarely Never 

1. Leaders/Boss, Senior 

officers etc. 
    

2. Colleagues      
3. Subordinates      
4. Clients     
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Types of Sexual Harassment  

S/No. Types of Sexual 

Harassment  
 

Always  Some 

times 
Rarely Never 

1. Physical      
2. Verbal      
3. Visual     

 

Approach used on the Sexual Harassment  

S/No. Approach  Tick the appropriate  

1. Physical   

2. Letter (s) Memo   

3. SMS, E-mail etc  

4. Sending an agent  

 

The objective of most sexual harassers are 

S/No. Sexual relationship 

(orientation) aspired 
Always Very 

often 
Some 

times 
Rarely Never 

1. Homo sexuality (Same sex)      

2. Hetero sexuality (different sex)      

 

Sex is intended to be exchanged with  

S/N Objects of exchange  Always Very 

often 
Some 

times 
Rarely Never 

1. Money or valuable things        

2. Promotion       

3. Favor of the boss      
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Vulnerability of sexual harassment and Marital Status 

Single Woman are vulnerable than Married 

S/No.   

1. Always  

2. Very Often   

3. Sometimes   

4. Rarely   

5. Never  

 

E. VULNERABILITY OF SEXUAL HARASSMENT AND AGE SEXUAL 

HARASSMENT, EDUCATION AND PROFESSIONS 

Do you think the younger women workers are prone to sexual harassment than the old 

women workers? 

Y  
N  
DK  

 

Do you think the more a woman is educated, the less risk of sexual harassment?  

Y  
N  
DK  

 

Some occupations expose women prone to risk of sexual harassment than others. 

Y  
N  
DK  

 

When SHWPW is likely to happen? 

Period  3yrs 3 – 5yrs 5 – 7yrs 7 – 9yrs 9+yrs Any time 
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Victims report of sexual harassment  

Always  Very often Sometimes  Rarely Never 

     

 

 

F.  IMPACT OF SHWPW 

What do you think is the effect of sexual harassment on women at workplace? 

 

G. SUGGESTIONS ON THE MITIGATING SEXUAL HARASSMENT AT 

WORKPLACE 

Have you ever been a victim of sexual harassment? 

If Yes did you report it?  

 

If Yes where did you report the case? 

………………………………………………………..........................................................

..............................................................................................................................................

................................................................................................................................. 

If you have ever reported sexual harassment, what was the result? 

What should be done to stop or mitigate sexual harassment on women at workplace? 

……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………………………………………………………………………

……………………………..……………………………………………………………… 

THANKS 

BY GIFTNESS JOSEPH CASTICO 

Y          N 

Y          N 
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Appendix II 

INTERVIEW GUIDE 

SEXUAL HARASSMENT ON WOMEN AT WORK PLACE IN ZANZIBAR: THE 

CASE OF MJINI MAGHARIBI DISTRICT COUNCIL 

 

A: BIODATA AND ADDRESS 

What is your name? ............. ……………………………………....................................... 

How old are you? .................................................................................................................  

Marital Status 

Single Married Divorced  

 

Separated  

 

Widow(er) 

     

 

Department 

Police  Health Land Education 

 

 

   

 

 B: SEXUAL HARASSMENT AT PUBLIC WORKPLACE    

What do you know by sexual harassment?  

Yes  No  Dk  

 

Do you think there is a problem of sexual harassment at your workplace? 

Yes  No  Dk  

 

Have you ever experienced sexual harassment? 

Yes  No  Dk  

             If yes  
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Did you report it anywhere?  

Yes  No  Dk  

 If yes  

Where did you report the case? 

Yes  No  Dk  

If yes  

What were the responses? 

……………………………………………………………………………………………..

..............................................................................................................................................

......................................................................................…....................................................

............................................................................................................................................. 

C: THE ROLE OF HUMAN RESOURCE OFFICER  

Do you know the position of Human resource officer? 

Do you think human resource officer have any power to mitigate sexual harassment at 

workplace?  

Yes  No  Dk  

If yes 

How can Human resource officer help to mitigate this problem?  

Do you think the existing laws protect the woman sufficiently against Sexual harassment 

at public workplace?   

 

D: SUGGESTION FOR SOLUTIONS  

What should be done with reference to the labour law? 

Do you think that the victims who report about sexual harassment have sufficient 

security?  

Yes  No  Dk  
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What challenges do you think face the efforts of eliminating sexual harassment 

problem? 

Do you have any more information?  

Yes  No  Dk  

 

If yes tell me 

……………………………………………………………………………………………

……………………………………………………………………………………………

………………………………………………………………………………………..........

..............................................................................................................................................

.................................................................................................................................. 

 

 

 

 

 

 

 

 

 

 

 

THANKS 

BY GIFTNESS JOSEPH CASTICO 

 


