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Abstract 
South Africa is a representative country in sub-Saharan Africa, and its diversification in 
religions and ethnicity has severely affected South Africa’s development at political and 
economic levels. In addition, the complex culture of ethnicity and diversity has made 
South Africa's business model diverse. The essay focuses on the influence of culture on 
business practices from three aspects, business ethics, racism, and human resource 
management (including negotiation and business communication). The Hofstede 
dimensions were developed in the context of the apartheid system, thus, the culture of 
South Africa in real-life context will be analysed. South Africa has a high masculinity 
index (63) and a low long-term orientation (34). Today South Africa is considered to be 
a collective country, not individualism(65). These have had an impact on South African 
business practices, the following three dimensions will be discussed and analysed in 
South Africa. The collectivism theory of the globe is referenced and used to criticize 
Hofstede's theory to demonstrate the actual situation after apartheid. Ubuntu, a unique 
African culture, has also been interpreted and analysed as an important factor in shaping 
the collectivistic culture of South Africa. 
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1. Introduction 

Within the apartheid system, new policies and laws have not only changed the social structure 
in South Africa but also provided more employment opportunities for previously 
disadvantaged non-white groups. Besides, the racist-based approach to human resource 
management (HRM) has also changed dramatically, which forms a new South African business 
landscape Social changes result in South African business structures significantly different from 
western management models [2]. 
Due to intensified globalisation, development of global markets, competition from 
multinational corporations, and extensive use of information and communication technologies 
in global operations, business collisions incurred by different management concepts much 
more frequently take place in different regions. With the end of race and segregation, South 
Africa has re-entered the international market to increase its international competitiveness and 
actively attract global foreign direct investors such as Barclays Bank, BMW, and General Electric 
[3]. 
In South Africa, business ethics are low, which is manifested in lots of unfair issues. South 
Africa's business ethics are closely linked to its unique Ubuntu culture [4]. In addition, racism 
in South Africa is extremely obvious, and racial superiority has triggered conflict and 
estrangement to South African business [3]. 
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Multinational companies are confronted with great changes in HRM in South Africa. With the 
termination of the apartheid policy, South African blacks are increasingly encouraged to enter 
management departments to replace White people [5]. 

2. Methodology 

In this study. Hofstede’s (1984) [32] theory and cultural dimensions were used as the 
theoretical base for the questions. Hofstede's theory of cultural dimension came from a large-
scale cultural value survey conducted by IBM to accelerate its international expansion. The 
questionnaire was designed around the topic "there are differences in nail thinking and social 
behaviour in more than 50 contemporary countries". The questionnaire was translated into 
more than 20 different languages and distributed to 72 countries, and the number of 
questionnaires recovered reached 116000, Hofstede divides culture into five dimensions: 
Individualism/collectivism, power distance, male culture / female culture society, uncertainty 
avoidance and long-term orientation / short-term orientation. This paper analyzes the 
characteristics of South Africa's business model by combining the Hofstede index [32] of 
different dimensions and South Africa's business case (including black sample and white 
sample). All the data in this paper are from the official website of Hofstede theory. 

3. Result and Discuss 

3.1. Business Ethics in South Africa 
Business ethics have become an important element of businesses practice in South Africa in 
both theory and practice. Politicians, business leaders and scholars all express the need for 
protecting business ethics [6]. South Africa's business ethics were closely related to its 
apartheid policy which was rejected by the international community. As a result of economic 
sanctions, South African companies are forced to seek elusive global opportunities. However, 
dubious these tactics may be from a moral and ethical point of view, their success is praised. 
Therefore, there emerges a culture valuing unethical business practices [7]. This inevitably 
results in erosion of the ethical standards held by the business community. 
A report about “Masculine and Collinson” [8] demonstrated that the desire for commercial 
success depended on the Hofstede cultural dimension. From the perspective of Hofstede's 
cultural dimension model, South Africa's masculinity score is 63, a relatively high score [9]. 
According to figure 1 and Figure 2, a high score in this aspect indicates that society will be 
driven by competition, achievement and success. Success means victory and defeat of rivals 
[10]. This materialized social atmosphere encourages individuals to support materialism. 
Moreover, male-oriented individually tend to exhibit more unethical behaviours than female-
oriented. For example, in South Africa with high masculinity, there are lots of incidences of 
Corruption and so-called white-collar crimes in commercial companies, and the purpose of 
crimes is mostly to gain more material benefits through bribery and insider trading or to 
achieve more achievements than their rivals through material benefits [27]. As a highly 
widespread commercial phenomenon, unethical competition has been recognised by society 
and the public. However, victims often choose to accept such unfair competition rather than 
fight against it. South African police are investigating about 18.5 billion rands. It is estimated 
that only 10% of all economic crimes are reported, and these economic crimes have become an 
important obstacle to the development of small and medium-sized enterprises in South Africa 
[11]. Nevertheless, South African enterprises attach relatively low importance to business 
ethics as these unethical business behaviours can bring about benefits. In South Africa, 
materialism tends to be more popular than business ethics. South Africa's high score in 
masculinity is also reflected in South African women's position in the business. For example, 
there is low women representation on the management team of South African business 
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companies. In addition, there is a significant gender gap in pay, with women getting much lower 
pay than men in the same position [12]. 
 

 
Figure 1. [22] Cultural Practices and Values in South Africa (Black Sample) 

 

 
Figure 2. [22] Cultural Practices and Values in South Africa (White Sample [22] 

 
South Africa's business ethics are closely related to its unique values, that is, Ubuntu, a unique 
philosophy in sub-Saharan Africa. Ubuntu is understood as a human being, human nature, 
respect and courtesy towards others, constitutes the core meaning of this maxim [13]. The 
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collective nature of African culture does not mean that the interests of individuals are 
subordinate to the interests of the collective group. Ubuntu focuses on the ethical nature of 
communitarianism and is often taken as contradictory to western individualism, but it is 
different from collectivism. For example, many South African company management theories 
are regarded as a community rather than a collection of individuals. The purpose of 
management is to promote common interests, and the interests of the individual depend on 
common interest, which is not inferior to the public interest. The Ubuntu emphasized that 
protecting public interests and personal interest is not a question of status. In terms of 
Hofstede's individualistic dimension, East and West African cultures have low scores of 27 and 
20 respectively, whereas South Africa has a score of 65 [9]. However, since Hofstede's study 
was carried out at the peak of apartheid when black South Africans were prohibited from 
entering the skilled labour force, this study could not be considered to be relevant to South 
African society, thus, specific values of South African collectivism could not be obtained. The 
results of South Africa's globe project demonstrate a high level of in-group and Institutional 
collectivism. In general, Africans are less individualistic and more collectivist than westerners, 
which is true [14]. In Hofstede, collectivist consumers tend to deny unethical behaviours to a 
higher degree than consumers in regions with low collectivism scores [15]. In South Africa, for 
example, employees of a commercial company value their reputation due to the common 
struggle for collective interests of the collective behaviours, which makes South African 
employees among nepotism as closely. They do not engage in unethical behaviours in business, 
and this kind of commercial crime for the sake of their interests is at the cost of others' interests 
and the interest of society. This results in heavy criticism for unethical behaviours of employees 
and the company. However, South Africa in the 1990s has experienced significant 
environmental changes at the economic, social and political level s as a result of a termination 
of apartheid, which resulted in a gradual decline of this Ubuntu-based collectivism in South 
Africa [9]. Such a dramatic upheaval further enhanced numerous perceived inequalities. It may 
lead to a more laissez-faire attitude and a much more focus on individual interests rather than 
the collectivist mentality mentioned by Hofstede’s study (2001)[33] earlier. For example, an 
analysis of a company's business model in South Africa reveals that in South Africa commercial 
companies should tend to pursue less collective interests of society as a whole, but commercial 
companies tend to much more emphasize group interests or create a positive image with social 
responsibility to attract consumers for the sake of their interests. In a word, it is concluded that 
the ethical business structure is not ideal in southern Africa, which is manifested in a tarnished 
commercial society, high levels of corruption and recurring white-collar crimes [16]. 

3.2. Ethnocentrism 
In the consumer behaviour literature, the concept of consumer ethnocentrism is highlighted as 
an important factor influencing consumers' decisions of purchasing domestic products rather 
than foreign products [17]. For example, many South African companies are threatened by high 
competitiveness in the context of intensified globalization. Fortunately, South African 
consumers still show negative bias towards imported products. Racism's affecting South 
African business can be taken as consumer racism, whereas consumer ethnocentrism refers to 
consumers' tendency to demonstrate a positive or favourable preference for products from 
their county and tendency of avoiding imports from other countries. The consequences of 
consumer ethnocentrism include overestimating the quality and value of domestic products (or 
underestimating the import benefits), moral obligation to buy domestic products and a strong 
preference for domestic products. Nationalism is dependent on collectivism. Collectivist culture 
tends to always better assess domestic products, and collectivists display consumer native 
central tendency with associated social action [18]. In previous studies on South Africa, 
collectivism is found to dominate. This means that South African citizens tend to protect the 
needs of groups or organizations and give priority to collective interests prior to taking into 
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account individual interests. This is related to the special value of Africa, that is, Ubuntu. Ubuntu 
emphasises that individual interest is derived from collective interest, with importance 
attached to the interdependence between the individual and the collective [8]. For example, in 
the case of selecting between imports and local goods, the local consumers could promote the 
development of the local business as a purchasing motive, ignore certain product attributes 
factors such as quality and price to promote collective interests. This is in favour of personal 
gain, and the purchasing behaviour of local products can be regarded as a way to protect a good 
reputation. 
Ethnocentrism argues that a specific group of employees work in generally a better way within 
the organization, whereas other nationalities and their working methods within the 
organizations are inferior to some extent[1]. For example, in commercial companies in South 
Africa, employees tend to take their ethnic group as the centre of everything, and all other 
ethnic groups the organization are measured and rated according to their groups. In this rating, 
employees tend to take for granted the superiority of their culture [19]. In South Africa, such a 
sense of superiority brought by racism may act as a basis for conflicts and ethnic hostile ACTS, 
which is against the promotion of cohesion within a business organization. Therefore, 
ethnocentrism increases the difficulty of human resource management of companies with 
cultural diversity. Such exclusion of external culture tends to divide employees into different 
groups, in line with race and family. This is the characteristic of in-group collectivism [20]. For 
example, South African employees are more willing to communicate and share information 
with colleagues of the same race, whereas the relationship between superiors and subordinates 
of different RACES has low management efficiency. It is difficult to establish highly efficient 
leader-member relationships if managers do not understand the diversity of corporate culture. 
Nationalism and cultural diversity play a negative role in influencing business practices. In 
South African enterprises, managers and employees relying on stereotypes rather than the facts 
of individual employees are more likely to make decisions that are less fair, correct and 
legal[21]. 

3.3. Leadership and Human Resource Management 
Long-term orientation means that society's links the past with current and future 
actions/challenges. The long-term orientation score for South Africa is 34 [22]. This means that 
South African society values firmness and respect, and preserves tradition. In business 
practices, low long-term orientation suggests that companies do not always carry out long-term 
planning, and their development prospects and future working conditions of employees are not 
valued as much as the status quo [11]. For example, South African companies rarely establish a 
fixed relationship with partners for facilitating transactions. Even state-owned enterprises are 
not good at using national resources to build up good social relations, and businesses are almost 
market-oriented. In addition, the low level of long-term orientation shapes what incentives are 
preferred by South African employees. Compared with promotion, short-term benefits and 
bonuses can often directly increase the satisfaction of South African employees, which is a kind 
of money psychology. Kapanda’s [24] study shows that South African employees prefer external 
rewards instead of internal rewards. The results of the survey suggest that respondents tend to 
much more valuable rewards and benefits and be much more motivated by external rewards. 
This is most evident among young workers in South Africa, where individual bonuses and 
overtime allowances are given priority and act as the main motivation for hard work. 
Prior to the end of the apartheid policy, Black South Africans were not allowed to enter the 
labour market, and there was strong employment discrimination in the society. South Africa, 
for example, has a national unemployment rate of 24%, according to the study. Among them, 
the black unemployment rate is as high as 29%; the unemployment of people of other colour 
was 21%, whereas the unemployment rate of the white is only 5% [14]. White managers fail to 
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manage cultural diversity, and black employees are generally given work that does not require 
technology or skills. In 1998, affirmative action was legislated to redress past imbalances in 
business and promote employment and promotion for blacks, women and persons with 
disabilities, which transformed the employment relationship in South Africa [24]. For example, 
the South African medical structure lowered admission standards for black employees, 
provided training for black nurses and opened more job opportunities [25]. Research shows 
that the change in position structure does not change gender discrimination in South Africa, 
and affirmative action promotes the masculinity index in South Africa. For example, a survey 
shows that Black people in South Africa gradually enter the management level, but the 
representation is extraordinarily low. Especially, black women only account for 9.29% at the 
management level. In addition, Figure.3 [26] demonstrated that female employees in South 
Africa earned significantly less than men, the difference is 23% approximately in 2013. 
 

 
Figure 3. [22]. Distribution of monthly median earning by race and sex 

 
Due to the influence of cultural diversity in South Africa, it is difficult to establish effective 
communication between employees and employers. Different ethnic groups in South Africa 
have different languages, moral values and values, and these different ethnic characteristics 
often become obstacles to employee promotion and inter-company negotiation [28]. In South 
Africa, the key to a successful transaction is gaining respect and trust from the other party and 
showing respect for the different ethnic cultures. For example, in South Africa, businessmen 
usually speak in a controlled way and only occasionally raise their voices to express their 
opinions to show their respect for each other. General businessmen may adopt defensive tactics 
such as changing the subject, blocking, asking or directly asking questions, making promises or 
remaining inflexible, and taking the initiative. However, these actions are considered 
ungentlemanly or even childish in South Africa [29]. 
In the business environment of South Africa, acceptance of different ethnic cultures is a key to 
establishing good communication and nepotism. High-quality communication enables both 
managers and subordinates to address needs. Failure to manage effectively cultural diversity 
and cultural barriers would make it much more difficult for managers to establish good social 
relations with their subordinates or cooperate with other companies. In addition, subordinates 
cannot get job opportunities or promotion opportunities, which makes it difficult to produce 
positive business results [30]. For example, Denton and Vloeberghs (2003) [31] showed that 
personal relationships can provide managers with detailed elaboration. Employees will be 
motivated by challenging tasks and vision for success, and they expect opportunities to gain 
knowledge and confidence in their leadership roles and get engaged in constructive 
controversy. 
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4. Conclusion 

The economic impact of globalization and highly masculine society are major factors affecting 
the materialism-oriented business ethics in South Africa, and the pursuit of interests is the main 
target of South African companies. Business ethics which is neglected to some extent by 
regulations are not perfect, and people do not fight for unethical business practices. South 
Africa has proven to be highly collectivistic and masculine, and the excessive pursuit of interests 
is based on the pursuit for collective interests, which is related to Ubuntu. As for South Africa's 
racial problems, different racially diverse cultural and racial superiority lead to a gap between 
businesses. In addition, there are pervasive inequities and employment discrimination against 
ethnic culture, which results in South Africa's being divided into different groups. Under such 
circumstances, understanding and communication have become the most important in 
business communication and human management. However ethnic superiority hurts business 
in South Africa in which racism is generally supported. Consumers tend to buy local products 
that provide benefits for South African companies and resist global competition. South Africa's 
long-term orientation index affects the company's strategic goals in South Africa, and short-
term cooperation and unstable relationships lead to South Africa is guided by market demand 
in human resources management. This affects the needs of different incentives that employees 
attach importance to. The basic salary is the young employees have the most concern for in 
South Africa influenced by apartheid. 
This results in dramatic changes in human resource management practices. With the non-white 
race's gradually moving to management, equality and mutual understanding are needed for 
managing cultural diversity. A conservative strategy is adopted in business negotiations for 
respecting other cultures and fairness to promote businesses in South Africa. 
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