Supplementary Table 1. Operational definitions and measurement of independent variables in the study, Bahir Dar city administration, Ethiopia, from October 1 to August 30, 2021 
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	Variable description and measurement

	Level 1 – Predictor Variables (individual level Variables)

	Age 
	The age of women in completed years was categorized into three groups by 5-year interval, which was later recoded into three categories:  20-24, 25-29, or <29 years.

	Ethnicity 
	The ethnic background of the respondent, each ethnicity entered and later re-coded as Amhara, Agew, and Others. 

	Religion
	The religious background of the respondent, each denomination, entered and later re-coded as Orthodox, Muslim, Protestant, and Catholic. 

	Educational status
	Educational status is the highest level of educational status achieved by the respondent, and it is categorized into five groups: unable to read and write, able to read and write only, primary (1-8), secondary (9-12), and college diploma and above.

	Place of birth
	The respondents were born and categorized into three categories: 1 = urban in Bahir Dar, 2 = urban outside Bahir Dar, 3 = Rural, and later, rural and urban.

	Monthly Income 
	The monthly income of the respondent is measured in monthly salary and average monthly income. The monthly salary was the woman's exact salary from the employer, whereas the average salary included tips and other incentives. The monthly salary was categorized into three (1 = 1000 ETB, 2 = 1001 to 2000 ETB, and 3 = 2001 ETB). Similarly, the average monthly income was classified into four (1 = ≤ 2000 ETB, 2 = 2001 to 3000 ETB, 3 = 3001 to 4000 ETB, and 4001 ETB).

	Employment status
	The condition in which the respondent is employed and categorized as: 1 = full-time and 2 = part-time

	Distance 
	The distance between the respondent's and the work's location was measured by kilometers, and the time to reach the health institution was minutes.

	Living conditions
	Is the condition in which the respondent lives/lives and with whom, which was classified as 1 = alone in a rented house, 2 = with friends in the workplace, 3 = with family, 4 = with friends in a rented house, 5 = with boyfriend, six = With husband, 7 = others

	Department of the organization
	Part of the organization where the respondent works in an organization, and it was categorized as 1 = reception, 2 = housekeeping, 3 = kitchen, 4 = room service, 5 = Waitering, 6 = Others

	Knowledge 
	It is an understanding of sexual harassment among women working in hospitality workplaces. It was measured using 19 questions (Kath’s (2005) nine-item summative scale and another ten items to contextualize the questionnaire) (Cronbach’s alpha = 0.72).  Response options were 0 = no, 1 = yes, and 2 = I do not know. The total knowledge score will be calculated based on correct answers. The items were then classified as knowledge about SH types and reporting (07), knowledge about the meaning of SH (04), perpetration (05), and workplace harassment (03).  Answers were added, and the mean was calculated. Finally, we declared that the women who scored above the mean (10.59) were knowledgeable, and those who scored below the mean were not knowledgeable. 

	WSH Perception
	It stands for the women’s perception of sexual harassment events. It was measured using the tool that was validated in a hospitality setting. The measure was a composite of all 11 items. The items were 11 with strongly disagree, disagree, neutral, agree, and strongly agree (Worke et al., 2022). For descriptive data, these categories were recoded as 1 = agree or strongly agree, 2 = neutral, and 3 = Disagree or strongly disagree. The composite measure was taken for the association and treated as a continuous variable.

	Women personality traits
	Traits are the building blocks of personality. In short, it is a relatively stable way of thinking and behaving that can be used to describe a person and compare and contrast that person with others. It was measured using a 30-item Big Five personality trait Likert-type questionnaire. This 30-item scale measures personality along five dimensions: (a) agreeableness, (b) openness, (c) consciousness, (d) neuroticism, and (e) extraversion. Each item was rated on a 5-point Likert-type scale from 1 (Strongly disagree) to 5 (strongly agree). Mean full-scale scores were used, with higher scores indicating better for the specific personality type (John et al., 2008).

	Family and related factors
	These were issues related to an emotionally unsupportive family environment, a family environment characterized by physical violence and few resources, family honor rather than health and safety, and a solid patriarchal relationship. It was measured using seven items with a response option of yes or no (Cronbach’s Alpha = 0.79)). Experience of unfavorable family environment was declared if the women experienced at least one of the issues(Casey & Masters, 2017).

	Risky behavior
	These are the behaviors related to alcohol use, drug use, coercive sexual fantasies, anti-social tendencies, impersonal sex preference, and hostility toward men. It was measured using four items with yes or no options, making a Cronbach Alpha of 0.75(Casey & Masters, 2017). 

	Perpetrator characteristics
	It was measured by the percentage of perpetrators in different categories: 1 = Customer, 2 = Manager, 3 = Owner, 4 = immediate supervisor, and 5 = Co-worker. The perpetrators' age was also categorized into 1 = 18 to 25 years, 2 = 26 to 35 years, 3 = 37 to 45 years, and 4 = 45+ years.

	Advisors to join the workplace
	The advisors to join the hospitality workplace were asked and categorized as 1 = friends, 2 = Brokers/agents, 3 = parents, 4 = self.

	Marital status
	The marital status of the respondents was asked and categorized into 1 = single, 2 = married, 3 = divorced, 4 = widowed, 5 = separated.

	Level 2 variables (Organizational related factors)

	Type of organization
	The type of organization in which the respondent's work was categorized as 1 = Cafeteria, 2 = Hotel, 3 = Grocery, 4 = Restaurant

	Sexually objectifying Work environment
	The work environment characteristics of the respondents and the sexually Objectifying Environment Scale-Restaurant Version were used to assess. This 15-item scale measures SOREs along two dimensions: (a) Women’s Bodies and Sexuality on Display and (b) Male Gaze. Each item was rated on a 5-point Likert-type scale from 1 (Strongly disagree) to 5 (strongly agree). Mean full-scale scores will be used, with higher scores indicating more SOREs (Szymanski & Feltman, 2015).

	Precarious Employment 
	Variables related to the working conditions (the length of service, type of contract, working hours, decision-making on the timetable, harmony, monotonous and complicated tasks, rotation of duties, teamwork, handling angry customers, work dependability, job involvement, work stress, motivation, the satisfaction of the working condition and wage satisfaction). It was measured using 16 questions with responses ‘0 = no’ and “1 = yes” responses. The 16 questions were seven precarious work conditions, four work complexity, and five work harmony questions. The score was taken from 0 to 32. Experiencing one of the conditions was considered a hostile work condition. (Cronbach’s alpha = 0.79). Mean full-scale scores were used, and higher scores indicated more precarious employment (Reuter et al., 2020).

	Worker power
	Worker power was assessed using three variables to measure worker power: self-direction, Formal grievance, and Job insecurity. Autonomy measures the degree of control workers have over their tasks regarding the pace, timing, and methods used. The nine-item scale measures work autonomy consisting of three dimensions: work method autonomy, work scheduling autonomy, and work criteria autonomy, developed by James A. Breaugh (1985).  It is a five-point Likert-type scale that varies from strongly disagreeing to strongly agreeing. Self-direction: Measured potential power arising from the nature of the work. Average of standardized measures of autonomy, creativity (both originally 1 = none, 2 = little, 3 = average, 4 = high, 5 = very high), and freedom of movement (originally 1 = little or none, 2 = average, 3 = a great deal). Creativity is how workers must use their ideas to complete their work. Employees' creativity in the workplace will be measured using the 13-item creativity scale developed by Zhou and George (2001). This scale comprises 13 items related to employees' work behavior and creative and innovative ideas. It is also a five-point Likert-type scale ranging from 1 to 5 (strongly disagree to agree strongly). Freedom of movement measures an individual’s ability to move into the workplace. The five items will be used to collect information.  The first two questions have five responses: a great deal of freedom, quite a lot, some, very little, or no freedom. For the third and fourth questions, the following five responses will be used: ‘almost all the time, most of the time, sometimes, rarely, and never.” The last question had five responses: “a great deal, quite a lot, some, minimal, none at all. The formal grievance variable in the procedure indicates the existence of formal policies or procedures that address workplace problems, including sexual harassment. 1 = yes, 0 = no. Job insecurity was an overall measure, reflecting firings, layoffs, and contingent employment relationships, and ranged from zero to none. 1 = none, 2 = minimal, 3 = average, 4 = high. Each was measured. Each dimension was measured and composited into one. Then mean scores of the composite were used, with higher scores indicating more worker power (De Coster et al., 1999).

	Workplace culture 
	It was measured with four indicators: coworker solidarity, Supervisor harmony, workplace autonomy, and the physicality of the work. Solidarity between co-workers indicated strong social support and mutual defense between co-workers based on a 3-point indicator ranging from little or none to strong.  1 = little or none, 2 = average, 3 = strong. Supervisor harmony is a five-point reverse-coded indicator of the frequency of conflict with supervisors. Frequency of conflict with the supervisor: 1 = constant, = frequent, 3 = average, 4 = infrequent, 5 = none. Workplace autonomy is measured as the number of employees in an organization. To maintain its theoretical basis, we measured this variable at the organizational level rather than at the workgroup level. The physicality of the work is A 4-point measure of the physical demands of work, ranging from easy to brutal. Physical demands of work: 1 = easy, 2 = average, 3 = difficult, 4 = brutal. Then mean scores of the composite were used, with higher scores indicating better work culture(Gruber, 2000).

	Gender composition
	It is a percentage of females. We measured gender composition with the proportion of females in a Workgroup. Percentage of female, Squared percentage female—steady gender composition with the proportion of women in a Workgroup Percentage of Workgroup (O'Leary-Kelly et al., 2009).

	Organizational climate/ perceived tolerance 
	Organizations that allow harassment will explain the regulatory climate. The task’s output was an 18-item OT scale, the POT scale. The level of agreement with each item is measured using a Likert-type scale that ranges from 1 (wholly disagree) to 5 (wholly agree). The composite of all scales was used (Perez-Larrazabal et al., 2019).

	Psychosocial Workplace Initiatives
	Psychosocial workplace initiatives will be measured with three items. (1) Within the last year, has the organization implemented activities to prevent sickness-absence?” We dichotomized the response options into “yes” (“to a high degree”/ “partly”) and “no” (“to a low degree”/ “no”/ “do not know”); (2) Within the last year, were employees offered health insurance to cover treatment by specialists (physiotherapists, psychologists, or similar)? This item has four response categories, which we combined into “yes” (“yes, offered during working hours”/ “yes, offered outside of working hours”) and “no” (“no”/ “do not know”); (3) Within the last three years, has the organization assessed the psychosocial work environment?” The question has three response categories, which we dichotomized into “yes” (“yes”) and “no” (“no”/ “do not know”) (Friborg et al., 2017).
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