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Gender and Race Differences in Leader Behaviour Preferences in South Africa
ABSTRACT

Research paper

Purpose of this paper

This research was undertaken to investigate the differences in preferred managerial leadership behaviour among genders and racial groups in South Africa.

Design/methodology/approach
Data were collected from part time MBA students in South Africa, and subjects’ preferences for explicit leader behaviour was assessed by the Leader Behavior Description Questionnaire XII, with samples of Asian
, Black, Coloured
, and White South Africans further categorized by gender.
Findings

Coloured sample subjects were most dissimilar from the other samples as to preferred leader behaviours. The most similar grouping was Black Males with White Males and Females. 
Research limitations/implications
Different results were obtained than predicted by past studies comparing only Black and White subjects. Studies comparing only those two racial groups could yield misleading interpretations of the actual managerial leader race and gender dynamics in South Africa. Due to the small samples obtained for Coloureds and Asian women, a follow-up study is underway to increase these sample sizes.

Practical implications 
Implications of this study for practice are that programmes of managerial leadership development and practice need to consider that the race and gender dynamics in South Africa extend beyond the majority Blacks and Whites, and need to be more inclusive of all groups.

Value of the paper
The results tend to contradict the interpretations of past studies of management and leadership that have indicated significant differences between the behaviours of Blacks and Whites in the business environment. These two groups were found to be most similar in preferences.

Keywords: Leadership, race, gender, culture, Africa, South Africa

INTRODUCTION – SOUTH AFRICA – ROOTS OF DIVERSITY

The advent of democratization has led to an increase in the racial and gender diversity of leadership in the South African workplace. Yet, there is very little empirical research on the leader behaviour preferences of these diverse groups.  Leader behaviour preferences across race and gender in South Africa are described, analyzed, and discussed. We begin with a brief overview of South African history followed by a review of current theory and research on culture, leadership, and gender. Finally, methodology, data analysis and results are discussed as well as conclusions concerning leader behaviour preferences among South Africa’s diverse race and gender groups. 

SA has a relatively unique history of two powerful, antagonistic colonial rulers operating concurrently, followed by the apartheid governments of independent SA. The history of SA is in large part one of increasing racial divisiveness. Apartheid was based on a system of racial categorization and separation dividing the population into Whites which include Afrikaners and the English, Africans, Asians, and Coloureds (Hart and Padayachee (2000), Martin (2000), Morse and Peele (1974), Schutte (2000), Stone (1995), Thomas and Bendixen (2000), and Vandenbosch (1979). This separation governed every sphere of life from education to employment. Non-white males were relegated to unskilled, menial jobs while White males occupied skilled, professional and managerial positions.  This historical racial division was accompanied by patriarchy with women of all races subordinate to males.  Women of all races were primarily expected to be homemakers and were legally classified as ‘minors’.  However, when they did work, Black, Coloured and Asian women worked primarily in domestic and unskilled factory work while white women were employed in administrative and female occupations (e.g. nurses, teachers). The impact of this unique cultural history can be expected to produce unique behaviours on the part of leaders of Asian, Black, Coloured, and White racial heritage. 

CULTURE, LEADERSHIP AND GENDER

In recent years, there has been a growing interest in the influence of national culture on leadership and management. A number of scholars have shown how cultural values and traditions can influence the attitudes and behaviours of leaders (Hofstede, 1998; Den Hartog, House, Hanges, Ruiz-Quintanilla, Dorfman, and Associates, 1999).  Hofstede (1980, 1998) identified five dimensions of culture and demonstrated their effects on the practice and perceptions of management and leadership in different countries.  For example, Hofstede (1998) argued that a form of the masculinity/femininity dimension differentiates countries, as well as individuals. “Masculinity stands for a society in which men are supposed to be assertive, tough and focused on material success; women are supposed to be more modest, tender, and concerned with the quality of life. The opposite pole, femininity, stands for a society in which both men and women are supposed to be modest, tender, and concerned with the quality of life” (pp. 6-7). In masculine countries, decisiveness and ambition are more often seen as masculine, whereas caring and gentleness are more often regarded as feminine. In feminine cultures, all these terms are seen as applying to both men and women. In masculine cultures, assertiveness is emphasized whereas in feminine cultures, modesty is emphasized.  Den Hartog et al. (1999) found that while some leadership attributes and behaviours were relevant for effective leadership in all of the 65 cultures studied, some attributes varied widely in relevance.

Culture also defines gender roles. In all cultures, biological sex is not the only factor to define being male or being female. Societal values and expectations perpetuate gender role stereotypes in a culture, and mandate males to be "masculine" and females to be “feminine” (Kilianski, 2000). Stereotypes of gender roles created by a culture govern our way of life throughout our existence. These stereotypes vary among different cultures as well as among different ethnic groups (Franklin, 1984; Landrine, 1985; Harris, 1994). Although Berry, Poortinga, Segall, and Dasen (1992) say it is plausible to assume the universality of gender stereotypes across cultures due to the different psychological characteristics of males and females historically derived from the gender division of labour in societies.

According to Williams and Best (1990, 1994; Williams, Satterwhite and Best, 1999) gender stereotypes are the psychological characteristics believed to be differentially associated with women and men in a particular cultural group. Pan-cultural gender stereotypes are the psychological characteristics differentially associated with women and men across many cultural groups. For example, women are often said to be more emotional and nurturing than men, while men are said to be more aggressive and independent than women. Their major finding was a high degree of pan-cultural similarity in the patterns of characteristics differentially associated with women and men in 25 countries studied. 

Research evidence strongly indicates gender stereotypes affect perceptions of leaders and managers. Schein (2001), reviewing her past work and recent studies by herself and collaborators concerning perceptions of the managerial role, found significant relationships between descriptions of “men” and “successful managers” by both men and women subjects across many national cultures, but not in the USA (see, e.g., Schein and Mueller, 1992).  With the increase in the number of women in management in the USA, female managers held less stereotyped perceptions of successful managers than their male counterparts. 

Yoder (2001) and other scholars (e.g. Fletcher, 2001; Maier, 1991) point out that leadership itself is gendered and is enacted within a gendered context. Research using the Bem Sex Role Inventory also indicates that leadership behaviour explicitly defined in two items is typically viewed as a masculine trait (Bem 1981; Holt and Ellis, 1998; Campbell, Gillaspy and Thompson, 1997; Choi and Fuqua, 2003).  Studies conducted in Japan, Australia, Malaysia and Zimbabwe report similar results (Sugihara and Katsurada, 1999; Leung and Moore, 2003; Maznah and Choo, 1986; and Wilson, McMaster, Greenspan, Mobyi, Ncube and Sibanda, 1990). 

While men still dominate in leadership positions (Pratto and Espinoza 2001; Norris and Inglehart, 2000), there is research suggesting that when women do occupy leadership positions, they display different leader styles compared to males (Butterfield and Grinnell, 1999). In a review of the extant literature on female leadership, Eagly and Carli (2003) concluded that among managers women tended to be more democratic in their leadership styles compared to men.  They also reported that a meta-analysis of 45 studies examining gender differences in transformational leader behaviours found, compared to male leaders, female leaders used a more transformational style. This was considered to indicate women’s tendency to exhibit a more desirable style of leadership. 

GENDER AND LEADERSHIP IN SOUTH AFRICA

With the end of apartheid, several pieces of legislation have been enacted to address racial discrimination and other forms of inequity. The government has put considerable emphasis on promoting gender equality throughout South African society (Mathur-Helm, 2004). While there appears to be some positive movement in the numbers of women entering leadership positions, there is still an overrepresentation of males, particularly white males in senior and top leadership positions. Much of the literature focuses on the status of women in managerial and leadership roles in (Naidoo, 1997; Jacobson, 1999, Business Women’s Association, 2004, Marthur-Helm, 2004). Women in South Africa are over represented in pink-collar jobs in contrast to professional and technical positions (Naidoo, 1997; Jacobson, 1999).  The first nationwide census of the status of corporate women in South Africa in 2004 provided data on women’s access to executive positions.  The study indicated that of the 364 companies listed on the Johannesburg Stock Exchange and state-owned enterprises in South Africa, only seven have female CEOs and 60% have no female faces on their boards. According to the study, women account of 41.3 % of South Africa’s workforce but are only 14.7% of executive managers and just 7.1% of all directors (Business Women’s Association, 2004). 

Data from the most recent employment equity reports indicate race and gender differences in the occupation of managerial positions (2002-2003).  Blacks account for 19% and Whites 81% of all top management positions.  White males hold 71% of top management positions while White women hold 10% of those posts.  Black females account for 4% and Black males 15% of all top management positions.   In senior management positions, Blacks account for 22% and Whites 78% of positions.  White males hold a majority of the middle positions (62% percent) while Black males occupy 17%.   White females hold 16% of senior management positions while Black females account for the least, 5%. In sum, the body of data on the status of women in leadership suggests Black females continue to be the most poorly represented group in leadership and management positions, although all women in South Africa face the proverbial glass-ceiling phenomenon.  South Africa has not only male dominance but also white dominance in management (Booysen, 1999a).

Research also suggests women in South Africa face similar barriers to their progress and upward mobility as their female counterparts in the rest of the world (Erwee, 1994; Erasmus, 1998: Mathur-Helm, 2002). For example, Erasmus’ (1998) study on South African career women found that in spite of being talented, educated and committed to their careers, misconceptions and stereotyping hindered women’s upward mobility.  Women were perceived as not having leadership potential and that their leader behaviour differs from traditional male leaders. Gender differences are exacerbated by race.  Black and Coloured women face stereotypes rooted in their historical employment as maids in the homes of white employers.  

Despite this body of research there is very little research on race and gender differences in perceptions of leader behaviour in South Africa.  In one of the few studies of this nature, Booysen (1999a, 2001) examined subculture differences and similarities between South African male and female managers in retail banking.  Booysen (2001) found South African male managers focused on performance, competition and winning, domination, control, and directive leadership.  Males practiced leadership as a number of social transactions.  On the other hand, she found South African female managers emphasized collaboration, participation, intuition, empowerment, and empathy.  She characterized the style of the females in her sample of 216 retail managers as transformational and interactive.   

Booysen (2001) also examined racial differences in the behaviour of the managers in her sample.  She found the culture of White managers was congruent with Western or Eurocentric management, whereas the culture of Black managers differed greatly.   The Black managers in her sample were more Afro-centric in their approach to leadership.  The Afro-centric model is centred in the concept of Ubuntu. Ubuntu is not a leadership style but a philosophy of African humanism, which values collectivism and group-centeredness in contrast to individualism (Khoza, 1994; Booysen, 1999a; Mbigi, 1997).  Booysen (2001) using Hofstede’s national culture model, reported higher scores for Blacks on collectiveness, humane orientation, and gender egalitarianism compared to their White counterparts.  Booysen concluded that Blacks are not as results-driven as Whites. Whites were more bottom-line driven in their cultural orientation while Blacks were more people focused which is consistent with their belief in Ubuntu.  Although she measured leader attributes, she did not report them.

She also found differences in the cultural orientation of Black and White women. Black women scored higher on humane orientation compared to White females. In general, Black women emphasized concern for employees as well as collective mutual support and interdependence compared to White women’s emphasis on independence and individual freedom, employees as workers, and planning and future action. It should be noted that Booysen’s sample did not include Asians and Coloureds. In sum, Booysen’s research suggests perceptions of leader behaviour should vary across race and gender. 

In contrast to Booysen’s results, Thomas and Bendixen (2000) found no cultural differences among the managers in their study.  Using Hofstede’s model of national culture, they examined the influence of racial/ethnic diversity on managerial effectiveness in South Africa. Despite the managers' identification with their ethnic group, there was a common national culture at the managerial level. The dimensions of that national culture, including a high degree of individualism and a low tolerance for hierarchical differences in power, resemble those found in the Netherlands, England, and the United States. The authors suggest these similarities may indicate the historical impact of Dutch, British, and American cultures on South Africa, as well as the prevalence of British and American systems of management in business education and practice.  Alternatively, they argued the apparent contradiction can be reconciled by the special nature of African collectivism in which individuals act autonomously, but remain socially united, a concept that has been referred to as communalism. As a form of collectivism, communalism can coexist with personal freedom or individualism. Thomas and Bendixen (2001) also indicated that management effectiveness was independent of both ethnicity and race. However, while Booysen (1999a, 2001) reported black and white differences and Thomas and Bendixen (2001) reported managerial behaviour, neither explicitly examined leader behaviour preferences of the different race and gender groups in South Africa.

Cross-cultural leadership theory and research on gender and leadership in South Africa suggests there should be significant differences in perceptions of ideal leader behaviour across racial and gender groups (House and Aditya, 1997; House, Aditya, & Wright, 1997; Booysen, 2001). 

LEADER BEHAVIOUR

Stogdill (1974, pp. 128-141) discussed the Ohio State Leadership Studies from 1945 through 1970. Several factor analytic studies produced two factors identified as Consideration and Initiation of Structure in Interaction.

Stogdill (1959, 1963, 1974 pp. 142-155) noted that it was not reasonable to believe that the two factors of Initiating Structure and Consideration were sufficient to account for all the observable variance in leader behaviour relating to group achievement and the variety of social roles.  Stodgill’s theory suggested the following patterns of behaviour are involved in leadership, though not equally important in all situations.

1. Representation measures to what degree the leader speaks as the representative of the group. 

2. Demand Reconciliation reflects how well the leader reconciles conflicting demands and reduces disorder to system.  

3. Tolerance of Uncertainty depicts to what extent the leader is able to tolerate uncertainty and postponement without anxiety or getting upset.

4. Persuasiveness measures to what extent the leader uses persuasion and argument effectively; exhibits strong convictions. 

5. Initiation of Structure measures to what degree the leader clearly defines own role, and lets followers know what is expected. 

6. Tolerance of Freedom reflects to what extent the leader allows followers scope for initiative, decision and action. 

7. Role Assumption measures to what degree the leader exercises actively the leadership role rather than surrendering leadership to others. 

8. Consideration depicts to what extent the leader regards the comfort, well being, status and contributions of followers. 

9. Production Emphasis measures to what degree the leader applies pressure for productive output. 

10. Predictive Accuracy measures to what extent the leader exhibits foresight and ability to predict outcomes accurately. 

11. Integration reflects to what degree the leader maintains a closely-knit organization; resolves inter-member conflicts. 

12. Superior Orientation measures to what extent the leader maintains cordial relations with superiors; has influence with them; is striving for higher status.

These twelve behavioural patterns are measured by the Leadership Behavior Description Questionnaire (LBDQ) XII. Judge, Piccolo, and Ilies (2004) attempted to identify all possible studies of the relationships between Consideration, Initiating Structure, and relevant organizational criteria. The results of this analysis indicated higher LBDQ scores to be positively associated with greater leader effectiveness ratings.

The LBDQ XII has been used in several countries to study leadership behaviour, Littrell 2002a, 2002b, 2004a, 2004b; Littrell and Valentin (forthcoming 2005); Lucas, Mesner, Ryan and Sturm,  (1992); Schneider and Littrell (2003), Selmer (1997), Black and Porter (1991), and Stogdill (1963), with the general finding that patterns of preferred leader behaviours vary significantly and considerably across national cultures.

Three hypotheses were proposed. 

Hypothesis 1a:  The means for the preferred leader behaviour factor scores for the “ideal leader” will differ significantly across racial groups.

Hypothesis 1b: The means for the preferred leader behaviour factor scores for the “ideal leader” will differ significantly between males and females. 

Hypothesis 1c:  The differences in the sub-sample means for the preferred leader behaviour factor scores for the “ideal leader” among the racial groups will vary as a function of gender.

METHOD

The LBDQ XII was administered in English in South Africa. The survey asked subjects to rate the behaviour of the “ideal leader” on 100 items on a 5-point Likert scale with the anchors: A=Always, B=Often, C=Occasionally, D=Seldom, E=Never, converted for scoring to A=5. B=4, etc. Subsets of the 100 items defined the leader behaviour factors, consisting of 5 or 10 items per factor (Stogdill, 1967).

Judge, Piccolo, and Ilies (2004) demonstrated adequate construct validity for the LBDQ XII against the construct of leader effectiveness by means of a meta-analysis of studies using the survey. Reliability of the factors defined by the item sets, estimated by Cronbach’s alpha, varies across cultures, with some items apparently being interpreted differently within and between cultures. Reliability of a large majority of the factors within cultures ranged within acceptable ranges of 0.60 – 0.90. The range for this study was also 0.6 – 0.9. In previous studies (Littrell, 2002; Schneider and Littrell, 2003; Littrell and Baguma, 2004; and Littrell and Valentin, 2005) the factor scores do discriminate between cultures for critical managerial leadership behaviours, yielding useful information for managerial leadership development and application.

Sample

Surveys for the South African sample were distributed to 550 part-time MBA students in Pretoria; 308 were returned, with 221 surveys providing sufficient demographic information to select subjects for the race and gender groups. The sample was of varied age (25 - 52 years) and from varied industry sectors. The education level of the sample was high, with 76% having a bachelor’s degree or higher, and the rest having formal education at least at the associate or professional qualification level. The breakdown by race and gender appears in Table 1.

Analyses of variance (ANOVA) were run testing the hypotheses stated below. The mean factor scores for each factor were the dependent variables, and the race x gender groups defined the levels for analysis, with eight groups (the reader should review Table 1 for sample sizes), Asian males and females, Black males and females, Coloured males and females, and White males and females. Noting the varying sample sizes, review of the assumptions of ANOVA and discussions with colleagues with many decades experience using and teaching statistical analysis procedures (Mardia, Kent and Bibby, 1979; and L. Poynor and H. Poynor, 2004) lead to the conclusions that using mean item-score preserves the original scale of 1...5, and distorts the data in no way. When making statistical comparisons across sub-samples using analysis of variance, the consideration of differing sample sizes, and between- and within-groups variation is built into the long-studied and well-used decision statistic. 
RESULTS

The original intent of this study was to compare leader behaviour preferences across gender and race for Blacks and Whites. In the initial data analysis, results indicated significant differences between the responses of these two racial groups and the Asian and Coloured samples. As the Asian and Coloured sample sizes are too small for generalizations, they are included only as indications of requirements for future research, which is currently underway.

Multiple comparison analyses of variance for the groups for each factor were run to investigate specific differences. Complete and detailed analyses of differences are in Table 1. The leader behaviour preferences of South African managers are diverse and representative of many racial groups. There were significant differences in seven of the twelve factors of the LBDQ. In Table 1, with the exception of the Coloured sub-sample, there are relatively few differences between the groups defined by race and gender.  South African Coloured samples in Table 1, while small in sample size, indicated very large differences between males and females. Means for Coloured female were consistently higher than those for males, and Coloured male means were consistently lower than all other sub-samples.  Certainly further investigation of the characteristics of Coloured managers in SA is required.

-------------------------------------------------

INSERT TABLE 1 ABOUT HERE

INSERT TABLE 2 ABOUT HERE

--------------------------------------------------

Hierarchical Cluster Analysis, Table 2, of the means for the sub-samples indicate that for this particular combination of gender x race grouping, the Coloured sample subjects were most dissimilar from the other samples as to preferred leader behaviours. The most similar grouping was Black Males with White Males and Females, a different result than that predicted by studies comparing only Black and White subjects. In Chart 1 we can see the large differences for the Coloured Male sample on every factor.

-------------------------------------------------

INSERT CHART 1 ABOUT HERE

--------------------------------------------------


Testing the hypotheses, the results of the race x gender comparisons varied across the factors 1, 2, and 9 indicated significant race effects; factors 2, 10, and 11 indicated significant Gender Effects; and factors 1, 2, 4, 7, and 10 indicated significant gender x race interaction effects.
  These results lead to an acceptance of all three hypotheses.



DISCUSSION

The results indicate that race and gender have significant effects on reported preferred explicit leader behaviours, particularly for factor 1: Representation, measures to what degree the leader speaks as the representative of the group; factor 2: Demand Reconciliation, reflects how well the leader reconciles conflicting demands and reduces disorder to system: and 10: Predictive Accuracy measures to what extent the leader exhibits foresight and ability to predict outcomes accurately. Table 1 and Chart 1 indicate the sources of the differences.

Booysen’s (2001) reported results, discussed above, indicated differences between, Blacks and Whites for both males and females. In Table 2, the Hierarchical Cluster Analysis of all sub-samples, Black and White males and females were more similar to one another than to Asians and Coloureds, remembering that the latter two groups have very small sample sizes, particularly the Coloured samples. Comparisons between Booysen’s conclusions and this study from the analyses of variances shown in Table 3 follow:

-------------------------------------------

INSERT TABLE 3 ABOUT HERE

--------------------------------------------

In general, Booysen’s (2001) conclusions that Black women emphasized collective mutual support and interdependence, concern for employees, compared to White women’s emphasis on independence and individual freedom, employees as workers and planning and future action, were not supported for the variables in this study. Black and White females stayed together through five clusters in Table 2. 

Booysen (2001) also found the culture of South African male and female, Black and White managers to focus on different values. However, the cluster analysis in indicates that the leader behaviour preferences of the South African Blacks and Whites of both genders to be the most similar, again remaining in the same cluster through five clusters, and the Black Males remaining with the White Males and Females through six of seven clusters. Studies comparing only those two racial groups could yield misleading interpretations of the actual managerial leader race and gender dynamics in SA.

The small sample of Coloured managers and workers indicated very large differences between Coloured genders and between the other sub-samples. The cluster analysis estimates of dissimilarity between the sub-samples indicate a dramatic consistent difference between Coloured males and all other groups, with universally lower scores. The Coloured females were the next most dissimilar with generally higher scores. The small sample of Coloured managers and workers indicated very large differences between Coloured genders and between the other sub-samples. The cluster analysis estimates of dissimilarity between the sub-samples indicate a dramatic consistent difference between Coloured males and all other groups, with universally lower scores. The Coloured females were the next most dissimilar with generally higher scores. 

CONCLUSIONS

The data do not appear to indicate a dominant, pan-cultural managerial leadership behaviour set preferred by workers and managers of the various racial and gender groups in South Africa.  Instead, leader behaviour preferences differ on the bases of gender and race on several of the factors defined by the LBDQ XII. This poses a challenge to definition of dominant management values (if any exist) and practices in South Africa (Anstey, 1997; Beaty and Booysen, 1998; Booysen, 2000), and to those studying leadership in the country.

The results of the present study contradict Booysen’s (1999a, 2001) findings as well of those of Thomas and Bendixen (2001).  Booysen (1999a, 2001) found significant racial differences as well as differences between Black and white women.  While Thomas and Bendixen (2001) found no differences in national culture among race and ethnic groups (including Coloureds) in South Africa. One of the limitations of the present study is the small cell sizes for the Coloured and Asian samples.   This suggests the need for additional research employing larger samples to further test the results of the present research.  Although it should be remember Coloureds and Asians represent a smaller percentage of the South African population compared to Africans and Whites. Nevertheless, the present research indicates a need to tread cautiously between two schools of thought in South African leadership studies.  One school emphasizes a difference model that argues there are distinctive cultural differences in the perceptions and managerial and leader behaviours among race and gender groups (e.g. Booysen, 2001; Khoza, 1994;  Mangaliso, 2001; Mbigi, 1997); while the other school suggests the heavy influence of Western management practices diminishes differences in managerial and leader behaviour (Thomas and Bendixen, 2001). 

The Coloured and Asian Samples

While the sample size precludes reliable statistical analysis, the small sample of Coloured managers and workers indicated very large differences between Coloured genders and from the other sub-samples. The cluster analysis estimates of dissimilarity between the sub-samples indicate a dramatic consistent difference between Coloured males and all other groups, with universally lower scores. The Coloured females were the next most dissimilar with generally higher scores. Asian males and females indicated frequent differences from the other groups in Table 2. In the design for future investigation of this racial group, one possible clue to understanding the large differences in the Coloured samples preferences for leader behaviour may lie in their history within the country. Those commonly classified as “Coloured” during the apartheid era were deeply affected by specifically directed segregation policies of forced movement into ghettoes between 1948 and 1990. Vandenbosch (1979) pointed out that there was no concise definition of a Coloured person. African law under apartheid classified the inhabitants of South Africa into four categories: Whites, Bantus, Indians (or “Asians”), and Coloureds. Generally, legally, Coloureds were what remained after all other races had been subtracted. This relatively small sub-population, lacking family and ethnic historic roots perhaps suffered the most (Martin, 2000; Stone, 1995). Morse and Peele (1974) proposed that in 1969-1970 the effects of the isolation of Coloureds by apartheid laws and policies had led to Coloureds feeling both "relatively deprived" in comparison with Whites and "relatively gratified" in comparison with Blacks. With the Coloureds believing they might eventually be accepted by Whites, individually they had difficulty identifying even with the broader Coloured community (Goldin, 1987).  This indicates a destruction of positive self-concept in Coloureds to such a degree that some identified more with Whites than others. However, there is the suggestion that Coloureds continue to occupy a marginal position in South African society despite the end of apartheid.  A popular phrase whispered by Coloureds in post-apartheid South Africa is:  “During apartheid we were not White enough.  Today, we are not Black enough.” 
	REFERENCES



	Anstey, M. (1997), New ball game Productivity SA, January/February, pp. 7-10.



	Beaty, D.T. and Booysen, L. (1998), Managing transformation and change, in Swanepoel, B.J. (Ed.), South African Human Resource Management: Theory and Practice, pp. 725-746. Cape Town: Juta.



	Bem, S. L. (1981), Gender schema theory: A cognitive account of sex typing. Psychological Review, Vol 88, pp. 354–364.



	Berry, J.W., Poortinga, Y. H., Segall, M. H., and Dasen, P. R. (1992), Cross-cultural Psychology: Research and Applications. New York: Cambridge University Press.



	Black, J.S. and Porter, L.W. (1991), Managerial behaviours and job performance: A successful manager in Los Angeles may not succeed in Hong Kong, Journal of International Business Studies, Vol 22, No 1, pp. 99-113.



	Booysen, A.E. (1999a), Towards more feminine business leadership for the 21st century: a literature overview and a study of the potential implications for South Africa.  South African Journal of Labour Relations, Vol 23, No 1, pp. 31-54



	Booysen, L. (1999b), Male and female managers: gender influences on South African managers in retail banking. South African Journal of Labour Relations, Vol 23, No 2, 25-49.



	Booysen, L. (2000), Cultural differences between African Black and White managers in south Africa. Southern Africa Institute for Management Scientists 12th Annual Conference, “Africa’s Century: Challenges for Management and Leadership”, South Africa, 31 October – 2 November 2000. Paper provided by author.



	Booysen, L. (2001), The duality of South African leadership:  Afrocentric or Eurocentric. South African Journal of Labour Relations. Spring/Summer, pp. 36-63.  



	Businesswomen’s Association (2004), South African women in corporate leadership: census 2004.  Johannesburg:  Business Women’s Association. 



	Butterfield, D. A.  and Grinnell, J. P. (1999), Re-viewing gender, leadership, and managerial behavior:  Do three decades of research tell us anything?,   in G. N. Powell (Ed.), Handbook of gender and work.  Thousand Oaks, CA:  Sage, pp. 224-38.



	Choi, N. and Fuqua, D.R. (2003), the structure of the Bem sex role inventory: A summary report of 23 validation studies. Educational And Psychological Measurement, 63, No 5, pp 872-887.


	Commission for Employment Equity (2003), Annual Report 2002-2003. Johannesburg:  Department of Labour.



	Eagly, A. H. and Carli, L. L. (2003), The female leadership advantage:  An evaluation of the evidence.  Leadership Quarterly, Vol 14, pp. 807-834.



	Erasmus, B. (1998), Women power:  aspects of working life in the late 1990s.  Management Today, June, pp. 25-28.



	Erwee, R. (1994), South African women:  changing career patterns, in Adler, N.J. and D.N. Izraeli (Eds.) Competitive Frontiers, pp. 325-342. Cambridge, MA:  Blackwell. 



	Fielding and Hogg 1997.

Fielding, K.S. and Hogg, M.A. (1997), Social identity, self-categorization, and leadership: A field study of small interactive groups, Group Dynamics. Vol 1, No 1, pp. 39-51. 



	Flecther, J. (2001), Disappearing Acts:  Gender, power and relational practice at work.  Boston: MIT Press.



	Franklin, C. M., II (1984), The changing definition of masculinity. New York: Plenum.



	Goldin, I. (1987).  Making race:  The politics and economics of Coloured identity in South Africa. London:  Longman.

	Harris, A. C. (1994), Ethnicity as a determinant of sex role identity: A replication study of item selection for the Bem Sex Role Inventory. Sex Roles, Vol 31, pp. 241-273.



	Harris, M. (1993), The evolution of gender hierarchies: A trial formulation. In D. Miller (Ed.), Sex and gender hierarchies. Cambridge, UK: Cambridge University Press, pp. 57-79.



	Hart K. and Padayachee, V. (2000), Indian business in South Africa after apartheid: old and new trajectories, Comparative Studies in Society and History, Vol 42, No 4, pp. 683-712



	Hofstede, G. (1998), Masculinity and femininity: The taboo dimension of national cultures. Thousand Oaks: Sage Publications.



	Hofstede, G. and Vunderink, M. (1994), A case study in masculinity/femininity differences: American students in the Netherlands vs. local students, in Bouvy, A.M., F. van de Vijver, P. Boski and P. Schmitz (Eds.) Journeys into cross cultural psychology: Selected papers from the Eleventh International Conference of the International Association for Cross Cultural Psychology. Lisse, The Netherlands, Swets and Zeitlinger.



	Holt, C.L. and Ellis J.B. 1998. Assessing the current validity of the Bem sex-role inventory. Sex Roles, Vol 39, No 11/12, pp. 929-942.


	House, R. J., & Aditya, R. N. (1997), The social scientific study of leadership: Quo vadis? Journal of Management, Vol 23, No 3, pp. 409-473.



	House, R.J., Wright, N. and Aditya, R.N. 1997. Cross cultural research on organizational leadership: a critical analysis and a proposed theory, in P.C. Earley and M. Erez Eds. New Perspectives on International Industrial and Organizational Psychology. San Francisco, CA: Jossey-Bass.



	Jacobson, D. (1999), Women still on the road to nowhere.  Sunday Business Times, 16 May. Johannesburg: Johnnic Publishing.



	Johnson, P.L. (2003), Leaders on leadership: Perpetuating the “glass ceiling”. Digital Dissertations. Ann Arbor, MI, USA: ProQuest Information and Learning. [Accessed 3 December 2004] 



	Judge, T.A., Piccolo, R.F., and Ilies, R. (2004), The forgotten ones? The validity of consideration and initiating structure in leadership research. Journal of Applied Psychology, Vol 89, No 1, pp. 36–51.



	Khoza, R. (1994), The need for an Afrocentric management approach—A South African based- management approach, in Christie, P., R. Lessem and L. Mbigi (Eds.), African management:  philosophies, concepts and applications, pp. 117-124.  Pretoria:  Sigma.



	Kilianski, S.E. (2002), Implicit and explicit attitudes toward female authority. Personality and Social Psychology Bulletin, Vol 26, No 11, pp. 1315-1328.


	Konrad, A.M. and Harris, C. (2002), Desirability of the Bem Sex-Role inventory items for women and men: A comparison between African Americans and European Americans. Sex Roles, Vol. 47, No 5/6, pp. 259-272.



	Landrine, H. (1985), Race x class stereotypes of women. Sex Roles, Vol 13, pp. 65-75.



	Leung, C., and Moore, S. (2003), Individual and cultural gender roles: a comparison of Anglo-Australians and Chinese in Australia. Current Research In Social Psychology, Vol 8, No 210, pp. 302-316.


	Littrell, R.F. (2002a), Desirable leadership behaviours of multi-cultural managers in China. The Journal of Management Development. 21, No 1, pp. 5-74. 



	Littrell, R.F. (2002b), Comparative analysis of management styles: Desirable leader traits across cultures, Proceedings Academy of International Business Southeast Asia and Australia Regional Conference CD, ISBN 962-8134-05-1. July 18 – 20, 2002, Shanghai, China, Hong Kong Institute of Business Studies, Lingnan University, Tuen Mun, Hong Kong, http://www.ln.edu.hk/hkibs/, [Copy available: http://www.romielittrellpubs.homestead.com]



	Mardia, K.V. Mardia, Kent, J.T. and Bibby, J.M. (1979), Multivariate Analysis, San Diego, CA, USA: Academic Press Inc. 



	Littrell, R.F. and Baguma, P. (2004), Leader behaviour preferences of educators in Uganda. Proceedings First Conference on Cross Cultural Leadership and Management Studies, Seoul, Korea, June 10-12. [Copy available: http://www.romielittrellpubs.homestead.com]


	Littrell, R.F. and Valentin, L.N. Forthcoming (2005), Preferred leadership behaviours: Exploratory results from Romania, Germany, and the UK, The Journal of Management Development, Vol 24. [Copy available: http://www.romielittrellpubs.homestead.com]



	Lucas, P.R., Messner, P.E., Ryan, C.W. and Sturm, G.P. (1992), Preferred leadership style differences: perceptions of defence industry labour and management. Leadership and Organization Development Journal, Vol 13, No 7, pp. 19-22.



	Maier, M. (1999), On the gendered substructure of organization:  dimensions and dilemmas of corporate masculinity’, in G. Powell, No ed), Handbook of Gender.  Thousand Oaks, CA, pp. 69-94.

	Mangaliso, M. (2001), Building competitive advantage from Ubuntu:  Management Lessons from South Africa.  Academy of Management Executive 15, No 3), 23-35.

	Martin, D-C. (2000), “The burden of the name: Classifications and constructions of identity. The case of the ‘Coloureds’ in Cape Town (South Africa)”, African Philosophy, Vol 13, No 2, pp. 99-124.



	Mathur-Helm, B. (2004), Women in management in South Africa, in Burke, R. and M. Davidson (Eds.).  Women in Management Worldwide:  Facts, Figures and Analysis (pp. 329-342.  Burlington, VT: Ashgate. 



	Maznah, I., and Choo, P. F (1986), The factor structure of the Bem Sex Role Inventory (BSRI). International Journal of Psychology, Vol 21, pp. 31-41.



	Mbigi, L. (1997), Ubuntu:  The African dream in management.  Johannesburg:  Knowledge Resources.  



	Morse, S.J. and Peele, S. (1974), “ ‘Coloured power’ or ‘coloured bourgeoisie’? Political attitudes among South African coloureds”, Public Opinion Quarterly, Vol 38, No 3, pp. 317-335.



	Naidoo, G.(1997), Women must assert themselves in organizations that disregard them in formal structure, People Dynamics, Vol 15 , No 2, pp. 20-27.



	Norris, P. and Inglehart, R. (2000), Cultural barriers to women’s leadership: A worldwide comparison. Paper for Special Session 16 ‘Social Cleavages and Elections’ 13.00-15.15 Thursday 3rd August 2000 at the International Political Science Association World Congress, Quebec City, Canada. [http://ksghome.harvard.edu/~.pnorris.shorenstein.ksg/acrobat/IPSA20~1.PDF. [Accessed 6 December 2004]



	Poynor, L. and Poynor, H. (2004).  Personal communication 6 November 2004.

	Pratto, F. and Espinoza P. (2001), Gender, ethnicity, and power. Journal of Social Issues, Vol 57, No 4, 629-849.



	Schein, V.E. (2001), A global look at psychological barriers to women’s progress in management, Journal of Social Issues, Vol 57, No 4, pp. 675-688. 



	Schein, V.E. and Muller, R. (1992), Sex role characteristics and requisite management characteristics: A cross-cultural look, Journal of Organizational Behavior, Vol 13, No 5, pp. 439-447.



	Schneider, J. and Littrell, R.F. (2003), Leadership preferences of German and English managers, The Journal of Management Development, Vol 22, No 2, 130-148.



	Schutte, G. (2000), “Being African in South Africa: the dynamics of exclusion and inclusion”, Social Identities, Vol 7, No. 2, pp. 207-222.



	Selmer, J. (1997), Differences in leadership behaviour between expatriate and local bosses as perceived by their host country national subordinates. Leadership and Organizational Development Journal, Vol 18, No 1, pp. 13-22. 



	Southafrica.info (2004), About South Africa. http://www.southafrica.info/. [Accessed 18 December 2004]



	Stogdill, R.M. (1948), Personal factors associated with leadership: A survey of the literature. Journal of Psychology, Vol 25, pp. 35-71.



	Stogdill, R.M. (1963), Manual for the Leader Behaviour Description Questionnaire -- Form XII. Columbus: Ohio State University, Bureau of Business Research.



	Stogdill, R.M. (1974), Handbook of leadership: A survey of theory and research. New York: The Free Press.



	Stone, G.L. (1995), The lexicon and socio-linguistic codes of the working class Afrikaans-speaking Cape Peninsula Coloured community, in Meshtrie, R. (Ed), Language and social history in South African linguistics. Cape Town, David Philip, pp. 277-290.



	Stott, L. and Shunmugam, N. (2002), Business and gender equality:  Lessons from South Africa. London: Prince of Wales International Business Leaders Forum. 



	Thomas, A., and Bendixen, M. 2000. Management implications of ethnicity in South Africa. Journal of International Business Studies, Vol 31, pp. 507-519.



	Williams, J. and Best, D. (1994), Cross-cultural views of women and men, in W. Lonner and R. Malpass (Eds.), Psychology and Culture. Needham Heights, MA: Allyn and Bacon.



	Williams, J. E. and Best, D. L. (1990), Measuring sex stereotypes: A multinational study. Newbury Park, CA: Sage. 



	Williams, J.E., Satterwhite, R.C. and Best, D.L. (1999), Pancultural gender stereotypes revisited: The five factor model. Sex Roles, Vol 40, No 7/8, pp. 513-525.



	Wilson, D., McMaster, J., Greenspan, R., Mobyi, L., Ncube, T., and Sibanda, B. (1990), Cross cultural validation of the Bem Sex Role Inventory in Zimbabwe. Personality and Individual Differences, Vol 11, No 651-656.



	Yoder, J.D. (2001), Making leadership work more effectively for women. Journal of Social Issues, 57, No 4, pp. 815-828.




TABLE 1. 

Statistical Analyses – Sub-Samples with Significant Differences by Factors

Tests of Race, Gender and Interaction Effects (Race x Gender) 

and Multiple Comparisons

(Very conservative analysis assuming non-homogeneity of variance for all sub-samples and all factor means indicates a significant difference for Coloured males and other sub-samples for, e.g., Factor 2. Less conservative analyses assuming homogeneity of variances appears in the table below.) NOTE: Interpretation of Multiple Comparisons: When you interpret multiple comparisons, remember that failure to reject the hypothesis that two or more means are equal should not lead you to conclude that the population means are, in fact, equal. Failure to reject the null hypothesis implies only that the difference between population means, if any, is not large enough to be detected with the given sample size. A related point is that non-significance is non-transitive: that is, given three sample means, the largest and smallest may be significantly different from each other, while neither is significantly different from the middle one. Non-transitive results of this type occur frequently in multiple comparisons. Multiple comparisons can also lead to varying significant difference groupings when the cell sizes are unequal in large amounts; these differences can often be counter-intuitive. (Attention is directed to the very small size for some groups; analyses including these samples are included for indicative information only, and should not be generalized to the populations from which they are drawn.

	Two-way ANOVA: R=Race Main Effect, G=Gender Main Effect, RxG=Interaction Effect
	ANOVA Multiple Comparisons

Significant Differences, p<0.50

	Sub-Sample
	N
	Mean
	Std.

Dev.
	

	Significant effects: R, RxG
	F1: Representation

	Asian Female
	8(
	4.33
	0.41
	Asian Females( x Black Females, White Females, Coloured Males

	Asian Male
	25
	4.14
	0.42
	

	Black Male
	58
	4.12
	0.49
	

	White Male
	63
	4.04
	0.52
	

	Coloured Female
	6(
	4.03
	0.89
	

	 Total
	221
	4.03
	0.54
	

	Black Female
	30
	3.92
	0.59
	Asian Females( x Black Females

	White Female
	23
	3.90
	0.53
	Asian Females( x White Females

	Coloured Male
	8(
	3.38
	0.57
	Coloured Male(s x All Others

	Significant effects: R, G, RxG
	F2: Demand Reconciliation

	White Female
	23
	4.28
	0.68
	

	Black Male
	58
	4.25
	0.48
	

	White Male
	63
	4.24
	0.47
	Black Female x White Male

	Asian Female
	8(
	4.23
	0.53
	

	Coloured Female
	6(
	4.23
	0.39
	

	 Total
	221
	4.17
	0.54
	

	Asian Male
	25
	4.16
	0.50
	

	Black Female
	30
	3.99
	0.56
	Black Female x Black Male

	Coloured Male
	8
	3.30
	0.49
	Coloured Males( x All Others

	Significant effects: none
	F3: Tolerance of Uncertainty

	Coloured Female
	6(
	3.77
	0.61
	Multiple comparison ANOVA: 

Coloured Female x Coloured Male

	White Female
	23
	3.60
	0.46
	

	White Male
	63
	3.47
	0.43
	

	 Total
	221
	3.46
	0.49
	

	Black Male
	58
	3.44
	0.55
	

	Asian Male
	25
	3.43
	0.45
	

	Black Female
	30
	3.41
	0.49
	

	Asian Female
	8(
	3.40
	0.56
	

	Coloured Male
	8(
	3.24
	0.48
	

	Significant effects: RxG
	F4: Persuasiveness

	Coloured Female
	6(
	4.22
	0.54
	

	Asian Male
	25
	4.18
	0.50
	

	Black Male
	58
	4.10
	0.45
	

	White Male
	63
	4.05
	0.43
	

	 Total
	221
	4.04
	0.52
	

	Asian Female
	8(
	3.98
	0.25
	

	Black Female
	30
	3.97
	0.66
	

	White Female
	23
	3.96
	0.51
	

	Coloured Male
	8(
	3.45
	0.84
	Coloured Male( x All Others

	Significant effects: none
	F5: Initiation of Structure

	Asian Male
	25
	4.26
	0.52
	

	Black Male
	58
	4.22
	0.48
	

	Coloured Female
	6(
	4.18
	0.46
	

	White Female
	23
	4.17
	0.53
	

	 Total
	221
	4.15
	0.52
	

	White Male
	63
	4.12
	0.41
	

	Asian Female
	8(
	4.09
	0.31
	

	Black Female
	30
	4.09
	0.68
	

	Coloured Male
	8(
	3.60
	0.84
	Coloured Male( x All Others

	Significant effects: none
	F6: Tolerance of Freedom

	Coloured Female
	6(
	4.67
	0.35
	

	Asian Female
	8(
	4.44
	0.39
	

	Asian Male
	25
	4.42
	0.71
	

	Black Female
	30
	4.36
	0.60
	

	Black Male
	58
	4.33
	0.57
	

	 Total
	221
	4.32
	0.57
	

	White Male
	63
	4.29
	0.51
	

	White Female
	23
	4.28
	0.56
	

	Coloured Male
	8(
	3.90
	0.66
	Coloured Male( x All Others. except White Males

	Significant effects: RxG
	F7: Role Assumption

	Coloured Female
	6(
	4.02
	0.26
	

	White Male
	63
	3.94
	0.36
	Asian Male x White Male

	 Total
	221
	3.83
	0.42
	

	Black Female
	30
	3.82
	0.45
	

	Black Male
	58
	3.82
	0.42
	

	White Female
	23
	3.82
	0.39
	

	Asian Male
	25
	3.74
	0.52
	Asian Male x Coloured Male( and White Male

	Asian Female
	8(
	3.65
	0.39
	

	Coloured Male
	8(
	3.40
	0.42
	Coloured Male( x All Others except Asian Females

	Significant effects: none
	F8: Consideration

	Asian Male
	25
	3.63
	0.38
	

	Asian Female
	8(
	3.60
	0.24
	

	Coloured Female
	6(
	3.59
	0.30
	

	White Male
	63
	3.55
	0.36
	

	 Total
	221
	3.50
	0.40
	

	Black Male
	58
	3.48
	0.41
	

	Black Female
	30
	3.44
	0.40
	

	White Female
	23
	3.42
	0.42
	

	Coloured Male
	8(
	3.19
	0.65
	Coloured Male( x Most Others, Not Black Female and Males, White Females

	Significant effects: R
	F9: Production Emphasis

	Black Male
	58
	3.97
	0.46
	Black Males x Asian Females(, Coloured Females(, and White Females and Males

	Black Female
	30
	3.84
	0.48
	

	Coloured Female
	6(
	3.80
	0.54
	

	 Total
	221
	3.79
	0.46
	

	Asian Female
	8(
	3.75
	0.18
	

	White Female
	23
	3.75
	0.45
	

	Asian Male
	25
	3.70
	0.49
	

	White Male
	63
	3.69
	0.38
	

	Coloured Male
	8(
	3.56
	0.67
	

	Significant effects: G, RxG
	F10: Predictive Accuracy

	Coloured Female
	6(
	4.33
	0.47
	

	Asian Female
	8(
	4.13
	0.41
	

	Asian Male
	25
	4.09
	0.52
	

	White Male
	63
	4.05
	0.50
	

	White Female
	23
	4.02
	0.64
	

	 Total
	221
	3.98
	0.61
	

	Black Female
	30
	3.91
	0.70
	

	Black Male
	58
	3.90
	0.62
	

	Coloured Male
	8(
	3.30
	0.96
	Coloured Male x All Others

	Significant effects: G
	F11: Integration

	Coloured Female
	6(
	4.67
	0.33
	

	Asian Female
	8(
	4.60
	0.35
	

	Asian Male
	25
	4.52
	0.52
	

	White Female
	23
	4.43
	0.71
	

	 Total
	221
	4.41
	0.68
	

	Black Female
	30
	4.40
	0.85
	

	Black Male
	58
	4.40
	0.71
	

	White Male
	63
	4.40
	0.57
	

	Coloured Male
	8(
	3.73
	1.15
	Coloured Male( x All Others

	Significant effects: none
	F12: Superior Orientation

	Asian Female
	8(
	4.03
	0.30
	

	Asian Male
	25
	4.23
	0.43
	Asian Males x Asian Females, Coloured Females(, White Males and Females

	Coloured Female
	6(
	4.15
	0.36
	

	White Male
	63
	4.01
	0.48
	

	Black Female
	30
	4.00
	0.58
	

	 Total
	221
	4.00
	0.49
	

	Black Male
	58
	3.96
	0.45
	

	White Female
	23
	3.95
	0.44
	

	Coloured Male
	8(
	3.51
	0.76
	Coloured Male( x All Others


TABLE 2
Hierarchical Cluster Analysis – Gender x Race Groups

	Cluster Membership
	 Squared Euclidean Distance: This is a dissimilarity matrix

	Clusters

Case
	7
	6
	5
	4
	3
	2
	1
	2
	3
	4
	5
	6
	7
	8

	1. Asian Female
	1
	1
	1
	1
	1
	1
	
	.17
	.38
	.29
	.54
	4.59
	.37
	.25

	2. Asian Male
	2
	2
	2
	1
	1
	1
	.17
	
	.32
	.25
	.38
	4.69
	.32
	.18

	3. Black Female
	3
	3
	3
	2
	1
	1
	.38
	.32
	
	.16
	.70
	2.90
	.16
	.16

	4. Black Male
	4
	4
	3
	2
	1
	1
	.28
	.25
	.16
	
	.62
	3.92
	.17
	.14

	5. Colored Female
	5
	5
	4
	3
	2
	1
	.54
	.38
	.70
	.62
	
	6.05
	.53
	.46

	6. Colored Male
	6
	6
	5
	4
	3
	2
	4.59
	4.69
	2.90
	3.92
	6.05
	
	3.56
	3.85

	7. White Female
	7
	4
	3
	2
	1
	1
	.37
	.32
	.16
	.17
	.53
	3.56
	
	.09

	8. White Male
	7
	4
	3
	2
	1
	1
	.25
	.18
	.16
	.14
	.46
	3.85
	.09
	


Table 3

	Booysen’s conclusions


	Results of this study

	Blacks are not as results-driven as Whites. Whites were more bottom-line driven in their cultural orientation while Blacks were more people focused which is consistent with their belief in Ubuntu. 

 
	For F9: Production Emphasis, the two sub-samples with the highest preferences for this behaviour were Black Females and Black Males, with significantly higher means than the other groups.



	Black women scored higher on humane orientation compared to White females.  


	For F8: Consideration, the means for Black females was 3.44 and for White females 3.42, with only Coloured males (3.19) lower; with all other groups indicating a higher preference for Consideration behaviour.



	The White females also scored higher on future orientation while Black women scored below average on future orientation.  


	For F10: Predictive Accuracy, Black and White females’ means were nearly identical at about the all-group average.

	Black women emphasized collective mutual support and interdependence, concern for employees, compared to White women


	For F11: Integration, Black and White females’ means were nearly identical at about the all-group average. However, for F2: Demand Reconciliation: how well the leader reconciles conflicting demands and reduces disorder to the system, White females indicated this to be very important, along with Black and White Males, with Black females having a significantly lower mean than those groups.
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� Dr. Hugh Poynor and Dr. Lee Poynor, of The University of Texas at Austin (retired), provided valuable advice on the data analysis for this paper.





� Asian (South African): Of or belonging to a population grouping made up of persons generally of Indian descent, especially as distinguished during apartheid from Blacks, Coloureds, and Whites.





� Coloured (South African):  Of or belonging to a population grouping made up of persons of mixed racial descent or of certain other nonwhites descent, especially as distinguished during apartheid from Blacks, Asians, and whites.
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