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Affirmative Action and Intersectionality at the
Top: Evidence from South Africa

STEPHAN KLASEN and ANNA MINASYAN

Previous research shows that gender-based board quotas alone do not increase
women’s share in senior management positions. We study the effects of an affir-
mative action policy in South Africa, which stipulates group-based targets for
senior management roles, beyond boards, focusing on representing intersectional
identities, sex, and race. Our findings show that the policy led to a sizable
increase in employment probability in top positions for Black women relative to
their employment in these positions in the counterfactual scenario of no policy.
We extend our analysis and estimate policy spillovers in education, wages, and
self-employment.

Introduction

Affirmative action policies, such as group-based quotas and targets, first
introduced in India and the United States in the 1950s, have become one of
the most controversial state policy interventions for increasing the representa-
tion of previously discriminated population groups in politics (Hughes 2011;
O’Brien and Rickne 2016), labor markets (Kurtulus 2012; Miller 2017; Peck
2017), and educational institutions (Backes 2012; Bagde, Epple, and Taylor
2016; Francis-Tan and Tannuri-Pianto 2018). There is a substantive body of
interdisciplinary literature studying the direct and indirect effects of group-
based affirmative action policies on various outcomes (Holzer and Neumark
2000; Kirsch 2018; Leonard 1990).
The overarching aim of gender-based quotas is to accelerate the process of

achieving a proportionate representation of women in decision-making bodies.
Recent studies in economics explore spillovers of gender-based board quotas
and do not find any causal evidence of trickle-down effects in senior manage-
ment positions in Norway (Bertrand et al. 2019) or Italy (Maida and Weber

†The authors’ affiliations are, respectively, University of Goettingen, Plats der Goettinger Sieben 3, 37073
Goettingen, Germany. University of Groningen, Nettlebosje 2, 9747 AE Groningen, The Netherlands.
E-mail: a.minasyan@rug.nl.

INDUSTRIAL RELATIONS, DOI: 10.1111/irel.12272. Vol. 60, No. 1 (January 2021). © 2021 The Authors.
Industrial Relations published by Wiley Periodicals LLC on behalf of Regents of the University of California (RUC).

350 Main Street, Malden, MA 02148, USA, and 9600 Garsington Road, Oxford, OX4 2DQ, UK.
This is an open access article under the terms of the Creative Commons Attribution-NonCommercial-NoDerivs
License, which permits use and distribution in any medium, provided the original work is properly cited, the

use is non-commercial and no modifications or adaptations are made.

3

https://orcid.org/0000-0002-9807-5996
https://orcid.org/0000-0002-9807-5996
https://orcid.org/0000-0002-9807-5996
http://creativecommons.org/licenses/by-nc-nd/4.0/


2019). Research on gender wage gaps shows that the differences in pay
between men and women continue to persist in the presence of board quotas
(Blau and Kahn 2017; Rebérioux and Roudaut 2019). Yet, non-quota studies
find positive spillovers from higher representation of women on company
boards to top managerial positions in the United States and Norway over a
long period (Kunze and Miller 2017; Matsa and Miller 2011). Therefore,
beyond the board quotas, a more comprehensive policy, which incorporates
group-based targets for top management positions, may help accelerate gender
parity at the top. However, there is a lack of evidence if such full-fledged
labor-market policies work, as these are relatively rare in practice.
In this article, we present a unique evidence from a South African affirma-

tive action policy, the Broad-Based Black Economic Empowerment Act of
2003 (BEE), which stipulates not only group-based targets for board represen-
tation but also for top management positions. The BEE policy sets targets for
top management positions for Black women equal to 40 percent of all Black
senior managers. The policy target for all Blacks is 60 percent as the share of
all senior managers in South Africa. In the BEE Act and also throughout this
article, the word Black(s) is used as a generic term to denote non-White popu-
lation groups in South Africa (SA); that is, African Blacks, Colored, and
Indian/Asians. Subsequently, we use the word White to denote White people
of European descent in South Africa. Blacks are the majority population group
in South Africa, and have been explicitly discriminated against and geographi-
cally segregated by the minority Whites under the South African apartheid
government. Black people are the beneficiaries of the BEE policy, whereas
White people are not.
We use annual data from the Post-Apartheid Labour Market Series

(PALMS) and adopt a triple difference-in-differences estimation method to
estimate the effects of BEE on Black women’s employment in top positions.
In our first model, we estimate the change in the probability of employment in
top positions for Black women and compare it to the changes for Black men,
White women, and White men from the pre-BEE to the post-BEE period.
However, we acknowledge that despite the comprehensive controls, fixed
effects, and linear trends included in the analysis, the pre-trends in the top
employment for Blacks and Whites may not be comparable due to the apart-
heid legacy in South Africa. We address this issue by exploiting a unique
BEE policy feature that designates only large firms as compliers. Therefore, in
our second estimation model, we identify the BEE effects for Black women’s
employment in top positions in large firms (employers) by differencing out the
total effects for Black men and the effects for Black women working for small
employers. We also estimate the BEE effects for White women using the same
model for the sample of White people, and do not expect any positive effects.
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The results from the first estimation model show that the probability of
employment in top positions for Black women increased by 0.5 percentage
points from the pre-BEE to the post-BEE period, which is larger than the
change for Black men and White women in that period. The second estima-
tion model, which identifies the BEE effects, shows a more than 1 percent-
age point increase for Black women working for affected (large) employers.
The BEE effects are the largest for highly educated Black women, whose
chances for top management positions are twice more relative to their
employment in these positions in the counterfactual scenario of working for
non-affected, small employers. The chances of Black men and White women
for employment in top positions decreased slightly from the pre-BEE to the
post-BEE period.
In absolute terms, White men in South Africa, on average, have the highest

probability of employment at the top relative to all other groups. But in rela-
tive terms, the percentage change for Black women from the pre-BEE to the
post-BEE period is larger than the percentage change for White men, White
women, and Black men. This relatively large increase for Black women helped
the country almost reach the policy target of 40 percent as the share of all
Black senior managers by 2015.
We test the robustness of the main findings by estimating the changes

related to an earlier policy (the Employment Equity Act in 1998) and the BEE
policy amendment of Codes of Good Practice in 2007. Additionally, we run a
placebo-like test by estimating the post-BEE changes for the informal sector,
which is quite prevalent in South Africa.
Finally, we explore the spillovers of the BEE policy in education, earn-

ings, and self-employment for Black and White women and men. The results
show that Blacks increased their schooling by more than a year from the
pre-BEE to the post-BEE period, reducing the racial education gap from 4 to
3 years. In terms of wages at the senior management level, we find that the
earnings for White men increased by 30 percent from the pre-BEE to the
post-BEE period, while the wages for Black women, Black men, and White
women remained unchanged in this period. We also detect the highest
increase in the probability of being self-employed among the Whites in this
period.
In the remainder of the article, we proceed as follows. We describe the

background of the BEE policy in South Africa in the next section, followed
by a presentation of the data and descriptive statistics based on the PALMS
database. We then lay out our two main estimation models then present our
main findings. After reporting the results from robustness tests and spillover
analysis, we conclude with policy implications in the final section.
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Background

Under apartheid in South Africa (SA), the minority White population of
European descent discriminated against local women and men primarily
along racial lines. The minority White population group pushed the majority
group, Black Africans and other non-White minorities (Indian/Asians and
Colored) to segregated territories, so-called homelands, where the administra-
tion was staffed predominantly by Black Africans.1 Based on the apartheid
law, all Black people had severely restricted access to employment, educa-
tion, and housing, and the productive capital was in the hands of White men
(Tangri and Southall 2008). The formal restrictions existed until the 1980s.
In 1994 South Africa held its first democratic elections, and Nelson Mandela
came into power as the first Black head of state. The new South African
government (formally) abolished institutionalized racism. However, currently,
most Blacks still face barriers in access to employment, education, and asset
ownership.
Broad-Based Black Economic Empowerment Act. On January 6, 2004, the

Broad-Based Black Economic Empowerment Act 53 of 2003 (BEE) came into
effect with an overarching goal to economically empower previously discrimi-
nated Black people in SA. The BEE targets the non-White population groups,
which formally are the African Blacks, Coloreds, and Indian/Asians, altogether
defined as Blacks in the Act and accordingly also in this article. The BEE Act
has three aims: (1) increase the number of Black people who own, control,
and manage productive assets; (2) reach equity in employment and skill devel-
opment; and (3) achieve equal representation of Black individuals in all occu-
pations. The designated groups of this policy are Black people, Black women,
Black workers, Black youth, Black people with disabilities, and Black people
living in rural areas (Balshaw and Goldberg 2008; Gazette 2003).
According to the BEE Act, designated (affected) employers are enterprises

with an annual turnover larger than R35 million (approximately USD 2.5 mil-
lion). Firms with annual turnover from R5 million (approximately USD
350,000) to R35 million also need to comply but have less strict provisions
(qualifying small enterprises). The BEE Act exempts small firms and micro-
enterprises with an annual turnover of less than R5 million (small firms) from
the BEE compliance. It treats them as average level (level four) contributors.

1 The homelands include four nominally independent counties and six self-governing territories. They
were re-integrated into South Africa and its new nine provinces after 1994. Three of the new provinces
(Gauteng, Northern Cape, and Western Cape) contain no former homelands while the other six consist, in
terms of population, mostly of former homelands although they also include parts of former “White” South
Africa.
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The designated (affected) enterprises do not face any monetary sanctions in
the case of non-compliance. But the government has incentive mechanisms in
place to ensure compliance in the private sector. BEE compliance is based on
a scoring system. Designated enterprises with lower than average compliance
scores are denied government services, such as licensing, procurement, and so
on. In contrast, designated enterprises with above-average compliance scores
receive preferential treatment from the government (Balshaw and Goldberg
2008). The BEE Act has seven contribution elements, including Management
Control, which has a 50 percent target for Black executive directorship as the
share of all executive directors and a 60 percent target for Black senior man-
agement as the share of all executive and senior management in South Africa.
The BEE policy stipulates that more than half of the firm’s senior management
must be Black and, among the Blacks, 40 percent must be Black women (Bal-
shaw and Goldberg 2008). The 40 percent BEE target for Black women, as
the share of all Black senior managers, is the underlying motivation of this
study.
In the first 3 years of the BEE Act (2004–2006), the South African govern-

ment evaluated the policy compliance based on a so-called “Balanced Score-
card,” under which employers had more room in defining the targets for
Management Control. Namely, before the BEE Codes of Good Practice
became officially effective, employers could set gender-specific senior manage-
ment targets at the industry and firm level. However, given that earlier legisla-
tive drafts of the Codes were publicly available, firms could have anticipated
and prepared for achieving the to-be targets defined in the Codes of Good
Practice. On February 7, 2007, the Codes of Good Practice became effective
with a new, so-called, “Generic Scorecard,” which included a few changes in
the weighting of each element relative to the equal weighting in the Balanced
Scorecard. For example, the weight of the Management Control element
decreased while the weight for the Ownership increased. The targets provided
in the drafts remained. In addition, the compliance score calculation based on
the Generic Scorecard includes an “Adjusted Recognition for Gender” in all
elements, giving twice more weight to Black women relative to Black men
hires (Gazette 2007). There are no additional points for hiring White women
in senior management positions; however, their hiring could be motivated by
an earlier Employment Equity Act of 1998 described below, which has a target
of 50 percent female representation in all occupations (Burger, Jafta, and von
Fintel 2016).
Employment Equity Act 55 of 1998 (EEA). The EEA predates the BEE in

tackling the legacy of apartheid discrimination in the labor market. It came
into operation in 1999 to establish equity among all races in the workplace.
Legally, the EEA Act (1) prohibits and eliminates unfair discrimination that
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can adversely affect the designated groups, and (2) indicates that employers
should ensure equal (proportionate) representation of designated groups in all
occupational categories and levels of employment (Balshaw and Goldberg
2008). While the designated group in the EEA includes African Blacks,
Colored, and Indian/Asians (defined as Blacks in the Act), it also includes
White women. In contrast to the BEE, the EEA does not explicitly target the
ownership structure or senior management roles. In the EEA, designated enter-
prises have more than fifty employees or an annual financial turnover higher
than the specified amount for each productive sector (Balshaw and Goldberg
2008). In the case of EEA, a non-compliant enterprise can face, on average, a
R1 million fine (approximately USD 70,000). We use this policy episode in
the robustness section of our analysis to test for its idiosyncratic effect on the
changes in the probability of employment in top positions for the four demo-
graphic groups. Note that both policies, EEA and BEE, continue to be in
effect as of the writing of this article.
Although non-compliant firms are not sanctioned based on the BEE policy,

all the designated firms in South Africa are compelled to comply with the
BEE to remain competitive in the market due to the well-crafted legislative
codes. The BEE commission report provides statistics on the compliance level.
It states that out of 4034 companies, 60 percent achieved a rating at the
desired level 4 or higher (B-BEE 2007: 6). In terms of progress in employing
Black women and men on company boards, the report shows that in the
Johannesburg Stock Exchange (JSE)-listed company directorships, Black
women’s participation increased by 242 percent over the 2006–2016 period. In
contrast, Black men’s participation in the directorship of JSE-listed companies
increased only by 81 percent for the 2006–2016 period (B-BEE 2007: 9).
In this article, we focus on the gender target in senior management posi-

tions and hypothesize that Black women might benefit from the BEE policy
more than Black men for three reasons. First, employers might signal their
intent to comply with BEE by trying to meet the target of 40 percent
women among Blacks, even if they miss the (arguably more difficult) target
of 60 percent for all Blacks. Second, the additional target for Black women,
who previously were the most discriminated group, might enable them to
benefit more, particularly if previous stereotypes against female senior
employment are also eroding over time. Last, Black men predominated in
administering the former apartheid-era self-governed homelands, which were
re-integrated into South Africa after 1994. As possibly more Black men but
few Black women lost these jobs after 1994, Black women may have rela-
tively more opportunities in the new South African labor market for execu-
tive positions given the gender- and race-based preferential appointments
stipulated by BEE.
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Data and Descriptive Statistics

We use the PALMS database to test our hypothesis. PALMS is an inte-
grated and harmonized dataset of October Household Surveys (OHS) from
1994 to 1999, bi-annual Labor Force Surveys (LFS) from 2000 to 2007, and
Quarterly Labor Force Surveys (QLFS) from 2008 to 2015 (Kerr, Lam, and
Wittenberg 2016). Regarding the OHS dataset, one might argue that it is not
entirely suitable for labor-market analysis due to employment data measure-
ment issues. In response to such criticism, Klasen and Woolard (1999) showed
that the (un)employment rates presented in the household surveys are broadly
accurate and representative at the general level. Burger and Jafta (2012) also
used the OHS surveys for labor-market analysis but excluded the year 1993
due to its unsuitability for research. We follow their practice.
The PALMS database provides individual-level, repeated cross-sectional

data for 22 years from 1994 to 2015, including information on labor-market
characteristics, such as occupational and industry employment, formal and
informal employment, size of the employer, and individual-level demograph-
ics.2

Among Blacks, African Blacks are the largest population group in South
Africa, comprising approximately 70 percent of the population. At the same
time, Indians/Asians have the smallest population shares, about 4 percent.
Colored people are about 13 percent, and White people are about 12 percent
of the SA population. Altogether, Blacks (African Blacks, Indian/Asians, and
Colored) are 88 percent of the PALMS sample, which also matches their
shares in the overall population in South Africa. In our descriptive analysis
below, we focus on Black and White women and men.
We define the labor force as all the individuals between 15 and 65 years of

age who are either working or looking for a job at the time of the survey. The
employed sample includes individuals in the labor force who are working at
the time of the survey. We define top positions as employment in the highest
occupational (1-digit) category in the labor force surveys, formally legislators,
senior managers, and executives (Stats 2005) following the International Labor
Organization categorization. Our sample’s top occupations correspond to
senior management and executive jobs, such as administrative department
managers, General managers in wholesale and retail trade, directors and chief

2 The QLFS has a rotating panel, which results in individual-level observations remaining in the sample
for 1.5 years . We follow Burger and Jafta (2012) and Burger, Jafta, and von Fintel (2016) and use the last,
September, wave for LFS and QLFS to ensure each individual is observed once in the dataset to be consis-
tent with the OHS.
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executives, and managers in production and operations. There are no legisla-
tors in our sample.
Table 1 presents the sample means of the labor force relevant for the analy-

sis, that is, the employed sample. On average, 21 percent of the White men
are employed in top positions, while only 3 percent of all Black men and 2
percent of all Black women hold top positions (albeit the number of employed
Black men is almost eight times higher than that of White men). The large
gap in employment in top positions can be partially explained by the large
difference in schooling years between Blacks and Whites. While the gender
gap in education within Blacks or Whites is negligible, the racial education
gap is much larger, about 3.5 years. There are no differences in average age
between Blacks and Whites or men and women in the employed sample.
There is also a large difference in the marriage (or cohabitation) patterns. The
majority of White people have (ever) been married, approximately 80 percent,
while only slightly more than half of the Black people in the sample have
ever been married (including cohabitation). There are also fewer Black women
employed than Black men, although Black women have slightly more years
of education than Black men. In total, our extensive sample includes approxi-
mately half a million observations, where the share of employed at the top is
4 percent.3

The trends in top positions by gender and race depicted in Figure 1 show
an initial rise, followed by a fall in Black male employment in senior posi-
tions, which is likely related to the incorporation of former homeland

TABLE 1

LABOR FORCE CHARACTERISTICS; SAMPLE MEANS, 1994–2015

Black Women Black Men White Women White Men Total Sample

Share employed in top position 0.02 0.03 0.10 0.21 0.04
Age in years 37.77 37.37 38.50 39.18 37.72
Years of education 9.25 8.59 12.46 12.31 9.33
Share ever married/cohabit 0.56 0.64 0.81 0.80 0.63
Observations 163,159 211,000 25,524 29,984 429,852

Source: The Post-Apartheid Labour Market Series (PALMS), South Africa, 1994–2015.

3 In Appendix A, Table A1 presents occupational shares and Table A2 top employment in different
industries for the four groups before the BEE. In Table A1 professionals is the second occupational cate-
gory, with second-highest earnings potential after the senior managers and executives. Elementary occupa-
tions and domestic workers are the lowest occupational categories and have the lowest earnings potential.
Approximately 90 percent of domestic workers are Black women, as shown in Table A1. When it comes to
top employment in various industries we observe that before the BEE in 2003 Black women were repre-
sented in the top positions in all industries, except mining and quarrying, as shown in Table A2.
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administrations into the new provinces in South Africa. After 2007, Black
men’s share in top positions surpassed the share of White men lasting until the
end of the study period. The share of Black women in top positions becomes
larger than the share of White women after 2004. In 2015, the share of Black
women in top positions reached 22 percent, while Black men’s share reached
38 percent; in total, Blacks were 60 percent of all top managers as intended by
the official target. Moreover, 37 percent of all Black senior managers were
Black women in 2015, close to reaching the gender target of 40 percent as a
share of all Black senior managers. In the same year, White men represented
25 percent of all top managers and White women 15 percent, yet White people
are only 13 percent of the South African population. This disproportionate
racial representation suggests that being White in South Africa is associated

Black men

Black women

White men

White women

.1
.2

.3
.4

.5
Shares in top positions

1994
EEA of 1998

BEEA of 2003
Codes of 2007 

2015

FIGURE 1

TRENDS IN GROUP SHARES IN TOP POSITIONS

Note: The scale on the y-axis denotes group shares in top positions in percentage points. The

shares for all four groups add up to 1 (or 100 percent). The x-axis depicts the years of surveys,

while the horizontal lines show the years when Black Economic Empowerment Act (BEEA of

2003), and its Codes of Good Practice became effective (Codes of 2007).

Source: The Post-Apartheid Labour Market Surveys, South Africa 1994–2015.
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with a higher likelihood of employment in top positions relative to being
Black.4

The advantage of the PALMS database over available firm-level data from
South Africa is that it provides information on the employer before the BEE
policy. Namely, LFS and QLFS surveys include a question on the number of
employees at the respondent’s workplace, but OHS does not, limiting the per-
iod range to 16 years in this case. PALMS does not include data on the annual
sales of the employers. Therefore, we use employer size information to build a
proxy variable for firms’ yearly turnover and define large employers as those
with more than fifty workers.5 This threshold is a suitable proxy for two rea-
sons. First, the earlier EEA legislation uses the same threshold as an alterna-
tive to the annual turnover. Second, the limited available firm-level data from
the World Bank Enterprise Surveys (WBES) from 2003 and 2006 show a
strong correlation between the firm size defined by this cutoff and BEE com-
pliance thresholds based on the firm’s annual sales (see Figure B1 in Appendix
B). In particular, the magnitude of the error is negligible when considering the
strict compliance (about 3 percent) and moderate when considering less strin-
gent compliance rules (see Table B1 in Appendix B for details).
Figure 2 depicts yearly change (relative to the initial year of 2000) in the

top positions for Black and White men and women working for large employ-
ers. We observe the largest positive change for Black women relative to the
changes for the other three groups during this period. Figure 3 displays the top
employment trends for Black women working for large (affected) and small
(non-affected) employers. Before the BEE, the probability of employment in
top positions was lower for Black women working for large employers. After
2003, once the BEE regulation became effective, there is a reversal: Black
women working for large employers are more likely to be employed in top
positions relative to Black women working for small employers. A slight dif-
ference in trends is observed after 2007 when BEE Codes of Good Conduct
became officially effective. On average, the pre-trends in the probability of
employment in top positions for Black women working for large and small
employers are parallel to each other, which allows us to use (triple) difference-
in-difference estimation techniques to identify BEE effects for Black women.

4 The trends in the labor-force participation rates show that Black women have the lowest rate of partici-
pation: less than 40 percent before 1998 and less than 50 percent afterward (see Figure A1 in Appendix A).
White men have the highest rate of participation—constant around 75 percent—and the participation rate of
Black men and White women is at a comparable level, between 50 and 60 percent. Trends in years of
schooling for the four groups show that Blacks, on average, had 4 years less schooling in the pre-policy and
3 years less in the post-policy period compared to Whites (Figure A2, Appendix A).

5 The use of the number of workers as a proxy for annual turnover excludes the possibility that firms
will intentionally reduce the number of their workers as a way of exemption from the BEE.
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However, the imbalance in the observation periods, 4 years before the BEE
and 12 years after the BEE, limits the full assessment of the parallel trend
assumption of the difference-in-difference estimation model.

Estimation Strategy

We use a linear probability estimation model and the (triple) difference-in-
difference method to identify the BEE effects on employment probability in
top positions for Black and White women and men. However, the identifica-
tion of causal effects of the BEE Act of 2003 is complicated by several fac-
tors. Due to the persistent effects of apartheid policies, Blacks and Whites in
South Africa are quite different in observable characteristics, relevant for the
employment in top positions, such as years of education, occupational pro-
spects, residence, experience, and industry of employment. This difference

FIGURE 2

ANNUAL CHANGE IN EMPLOYMENT IN THE TOP POSITIONS. LARGE EMPLOYERS

Note: The scale on y-axis depicts yearly change relative to year 2000 in percentage points. The

years of labor force surveys are depicted on the x-axis. The horizontal lines show the years

when Black Economic Empowerment Act (BEEA of 2003), and its Codes of Good Practice

Became Effective (Codes of 2007).

Source: The Post-Apartheid Labour Market Surveys, South Africa 2000–2015.
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implies that each group may be on its path, making it unlikely that group-
specific trends were parallel before the BEE, a core assumption of the differ-
ence-in-difference method. Therefore, in our estimation models, besides group
interaction terms and post-policy indicator variables, we also include controls
for individual-level observable characteristics with a full set of dummy vari-
ables for residence, province and industry fixed effects, and the group-specific
time trends. This enriched specification allows us to compare individuals who
are very similar in their characteristics and are affected by the time trends in a
comparable pattern. The group-specific time trends partially address concerns
related to the group-specific differences in trends. First, we estimate the fol-
lowing regression model:

Topit ¼ αþνBlackiþ γFemaleiþθPosttþηBlackiFemaleiþμPosttFemalei
þτPosttBlackiþβPosttBlackiFemaleiþX0iΩþφRþψPþδS

þσTtþχTPþρTSþπTgþ ɛit:

(1)

1

3

2

Probability of employment in top positions (percentage points)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015

large employers

small employers

FIGURE 3

TRENDS: BLACK WOMEN

Note: Annual regression point estimates for the sample of Black women working for large and

small employers. The regressions include the individual-level controls and the fixed effects. The

scale on y-axis is in percentage points and is multiplied by 100. The x-axis shows the years of

Labor Force Survey and Quarterly Labor Force Surveys. The reference year is 2000.

Source: The Post-Apartheid Labour Market Surveys, South Africa 2000–2015.
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The unit of observation is the individual, observed once in the 22-year-long
repeated cross-sectional data. The four population groups are observed on an
annual basis. The outcome variable, Top, is the probability of employment in
top positions, which equals 1 for employment in top positions and 0 otherwise.
Black is a binary variable equal to 1 for the Black population group, and 0 for
the Whites. It captures group-specific time-invariant differences between Black
and White people. The binary variable Female equals 1 for women and 0 for
men and captures gender-specific, time-invariant differences between men and
women. Post is a binary variable equal to 0 for the years from 1994 to 2003,
and 1 afterward. A vector of relevant individual-level control variables such as
years of schooling, marital status, age, and squared term of age (as a proxy for
experience) is denoted by X0. In the fully specified model in equation (1), we
include urban/rural (φR), province (ψP), and industry dummies (δS), which
control for the residence, province, and industry-specific unobserved factors
that do not change over time. Next, we include a general time trend (σTt),
which controls for national-level time trends in the outcome variable common
for all groups, capturing macro-level linear changes, such as economic growth.
Also, we include province-, industry-, and group-specific linear time trends to
control for overtime differences in the outcome variable for each province
(χTP), industry (ρTS), and demographic group (πTg). ϵ is the heteroscedasticity
robust error term. As a result, we can estimate the average change in the out-
come variable for Black women (and for the other groups), which we interpret
as the deviation from the average time-invariant effects and macro-, meso-,
and group-level linear time trends.
In the second regression model, we estimate the probability of employment

in top positions for women and men working for large (affected) versus small
(non-affected) employers for the subsamples of Black and White people. This
model isolates the effect of the BEE policy for Black women by differencing
out the changes for all Black men and the changes for Black women working
for small (non-affected) employers. In other words, it identifies the effect of
the BEE policy on the probability of Black women’s employment in top posi-
tions relative to the probability of their employment in a counterfactual sce-
nario of no policy. As a placebo-like test, we estimate the same model for
Whites and expect no effects there.
As discussed in the previous section, we classify large employers as those

with more than fifty employees. A possible concern here is that small employ-
ers may differ from large employers in other dimensions that can affect the
demographic composition of top positions in those firms. Given the parallel
pre-trends shown in Figure 3, we assume that it is close to random which indi-
viduals are employed in small firms and which individuals in large firms. As a
result, we estimate the following regression model for Black and White
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subsamples separately, including all the control variables, fixed effects, and
group trends as follows:

Topit ¼ αþηFemaleiþμLargeEmpliþ ξPosttþ λFemaleiLargeEmpli
þκPosttFemaleiþ ιPosttLargeEmpliþζPosttFemaleiLargeEmpli

þX0iΩþφRþψPþδSþσTtþ χTPþρTSþ γTgþɛit:

(2)

Where LargeEmpl j denotes a binary variable equal to 1 if the respondent’s
employer has more than fifty employees and 0 otherwise, the parameter ζ on
the triple interaction term estimates the effect of the BEE policy on the proba-
bility of employment in top positions for women relative to their employment
probability in the counterfactual scenario of no policy. The rest of the vari-
ables are defined as in equation (1). We also estimate the heterogeneous
effects of the BEE policy for the sample of highly educated individuals as they
are most likely to be employed in top positions, and expect more precise and
larger estimated coefficients in this case.
Furthermore, we perform tests for the robustness of our main findings and

investigate the potential confounding effects of EEA policy and Codes of
Good Practice in 2007. Additionally, we implement a so-called placebo test
using a similar type of employment (same occupational category) in the infor-
mal sector. Finally, we estimate possible policy spillovers for each group in
terms of schooling, skill level at the top, wages, and self-employment.

Main Results

Table 2 presents estimation results for Black women, Black men, as well as
White women and White men. The outcome is a binary variable for employ-
ment in the top positions, as defined in equation (1). Column (1) of Table 2
presents the simple group comparisons without any controls, fixed effects, and
trends. The coefficient on Constant indicates the probability of employment in
top positions for White men before BEE 2003. The coefficient on POST indi-
cates the total change in the probability of employment in top positions for
White men. The coefficient on POST × Black indicates the change for Black
men versus the change for White men from the pre-BEE period to the post-
BEE period, while the sum of the coefficients on POST and POST × Black
shows the total change for Black men in this period. The coefficient on
POST × Female indicates the change for White women relative to the change
for White men from the pre-BEE period to the post-BEE period. The sum of
the coefficients on POST and POST × Female shows the total change for
White women. The change for Black women from the pre-BEE period to the
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post-BEE period is the sum of the coefficients on POST, POST × Black,
POST × Female, and POST × Black × Female. The total change for Black
women relative to the change for Black men during this period is the sum of
the coefficients on POST × Black × Female and POST × Female.6

The estimation results without any controls in column (1) of Table 2 show
that White men in South Africa have the highest likelihood of employment in

TABLE 2

BEE 2003 AND EMPLOYMENT AT THE TOP

(1) (2) (3) (4)

POST 0.061*** 0.051*** 0.023*** −0.018
(0.005) (0.005) (0.009) (0.011)

POST × Black −0.056*** −0.056*** −0.026*** −0.014
(0.005) (0.005) (0.009) (0.009)

POST × Female −0.007 −0.012* −0.024** −0.024**

(0.006) (0.006) (0.011) (0.011)
POST × Black × Female 0.012* 0.017*** 0.033*** 0.032***

(0.006) (0.006) (0.011) (0.011)
Black −0.153*** −0.119*** −0.113*** −0.118***

(0.003) (0.003) (0.003) (0.003)
Female −0.106*** −0.103*** −0.106*** −0.106***

(0.004) (0.004) (0.004) (0.004)
Black × Female 0.091*** 0.085*** 0.089*** 0.091***

(0.004) (0.004) (0.004) (0.004)
Constant 0.180*** 0.020*** 0.013*** 0.027***

(0.003) (0.004) (0.005) (0.006)
Mean dependent variable 0.042 0.042 0.042 0.042
R2-squared 0.061 0.087 0.087 0.088
Observations 433,675 428,856 428,856 428,856
Years 22 22 22 22
Controls - ✓ ✓ ✓
Time trend - ✓ ✓ ✓
UrbanRural FE - ✓ ✓ ✓
Province FE - ✓ ✓ ✓
Industry FE - ✓ ✓ ✓
Industry × time trend - ✓ ✓ ✓
Province × time trend - ✓ ✓ ✓
Group × time trend - - ✓ ✓
Post × controls - - - ✓

Notes: *Denotes statistical significance at 10-percent; ** at 5-percent; *** at 1-percent levels. The dependent variable is
employment in Top positions (binary). Controls include years of schooling, marital status, age and age squared. POST
denotes the period after BEE 2003, which equals 1 after 2003 and 0 otherwise. Standard errors are in parentheses and
are calculated based on robust variance estimates. FE, fixed effects.

Source: The Post-Apartheid Labour Market Series (PALMS), South Africa, 1994–2015.

6 Once group-specific time trends are included in the regressions, the calculation of the total changes for
each group also includes the coefficients on these terms, which are not reported in the tables.
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top positions, 24 percent, and Black women have the lowest, 2 percent.7 The
results also show that, unconditionally, employment prospects in top positions
for average Black women increased by 1 percentage point from the pre-BEE
to the post-BEE period. This change is more than 80 percent relative to their
pre-policy probability of employment at the top.8

In column (2), we account for individual-level observable differences and
include control variables for years of schooling, age and age squared (as proxy
for experience), and marital status. In addition, we include province and indus-
try-level fixed effects and their respective time trends. The inclusion of control
variables and fixed effects leads to a more statistically precise estimation of
the coefficients, whereas the sign remains the same. In column (3), we esti-
mate our first model defined in equation (1) by including group-specific time
trends. In this case, the coefficients capture deviations from the group trends
before and after the policy. We compute the total changes for each group and
will report these in column (1) of Table 6. The results show that the total
change for Black women from the pre-BEE to the post-BEE period is 0.5 per-
centage points, statistically significant at the 1-percent level. It is 0.9 percent-
age points greater than the change for Black men (ΔBlack women − ΔBlack
men) and 0.6 percentage points greater than the change for White women
(ΔBlack women − ΔWhite women) in the same period. Relative to the change
for White men, the absolute change for Black women is negligible. In terms
of percentage change relative to their pre-BEE values, Black women had the
largest positive increase, 30 percent, compared to that of the other groups.9

Our model in equation (1) with time-invariant control variables, fixed
effects, and time trends, may not fully capture White people’s persistent
advantage. Over time White people likely respond to BEE policy by investing
more in their human capital, while the opportunities for Blacks may remain
limited due to the lack of complementary educational policies.10 For example,

7 The likelihood of employment in top positions in percentages for average White men equals (Con-
stant + POST) x 100 and for Black women it is the sum of all the coefficients presented in the Table 2, col-
umn (1), multiplied by 100.

8 The computation is based on the coefficients of column (1) of Table 2 as follows. The overall change
for Black women equals: 0.012 − 0.007 − 0.056 + 0.061 = 0.01. The pre-BEE probability for Black
women equals: 0.180 + 0.091 − 0.106 − 0.153 = 0.012. The percentage change relative to the pre-BEE
value is: 0.01/0.012 x 100 = 83%.

9 In column (3) of Table 2, the computation of the pre-BEE probability is similar to the computation
explained in note 8 but it also includes the coefficient values on the group-specific time trends, which are
not reported in the table.

10 The poor progress in improving learning outcomes of primary and secondary schools predominantly
attended by Blacks has ensured that learning outcomes remain poor for most Blacks, with South Africa hav-
ing worse average test scores, and a larger socioeconomic gradient in test scores, than many much poorer
countries. Only the minority of wealthy Blacks attending previously segregated White schools are perform-
ing as well as their White peers (Spaull 2013).
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Whites may be able also to increase their education levels, which can lead to
changes in the return to education premium or changes in the hiring standards.
Given the high inequality and unemployment trends in South Africa (Van der
Walt 2015), this is a plausible explanation, which we can test as follows. In
column (4) of Table 2, we include an interaction term between the POST vari-
able and individual-level controls, which captures changes in the return to edu-
cation, experience, and marital status over time. In column (4), we observe
that the coefficients on POST and POST × Black become statistically insignifi-
cant at the conventional levels. This result implies that trends in the observable
factors can explain the changes in the likelihood of employment in top posi-
tions not only for White men but also for Black men relative to White men.
That is, BEE policy alone is not sufficient to proportionately increase top
employment opportunities for Blacks, given that the observable differences,
such as educational inequalities between Blacks and Whites, change very
slowly over time.
Table 3 presents the estimation results for Black and White population

groups separately based on the estimation model of equation (2). Note that the
observation period here is 16 years instead of 22. That is, we have 4 years of
data before BEE Act became effective in 2004. The estimations include all the
comprehensive controls, as in Table 2, column (3). The group trend is imple-
mented as an interaction among the time trend, Female, and Large Employers.
The results in column (1) of Table 3 show that the probability of employment
in top positions increased more for Black women working for large employers
than for Black women working for small employers. We do not observe such
positive effects in the case of White women working for large employers. Rel-
ative to the counterfactual scenario of no policy, Black women’s employment
chances in the top positions increased by more than 1 percentage point due to
the BEE policy, statistically significant at the 1-percent level.
Furthermore, highly educated individuals have higher chances to be

employed in top positions. Recall that the average years of schooling for
Whites in South Africa is around 12 years, while for Blacks, it is about 9
years. Moreover, only 13 percent of Blacks in the sample have more than
12 years of education. Hence, unequal educational opportunities can be a bar-
rier to the achievement of larger BEE effects. Therefore, we estimate the pol-
icy effects for the subsample of above-average-educated individuals, which we
define as those with more than 12 years of schooling (benchmarked to the
White group). The results in column (3) show that the BEE effect for the
highly educated Black women working for large firms is 9 percentage points,
statistically significant at the 1-percent level, relative to their chances for top
positions in the counterfactual scenario of no policy. Column (4) presents the
estimation results for the highly educated White subsample, in which the
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effects for White women are negative and weaker in terms of statistical signifi-
cance.

Robustness and Extension

There is a concern that the estimated coefficients on our variables of interest
possibly absorb the effects from other non-linear events before and after 2003.

TABLE 3

EMPLOYER SIZE AND EMPLOYEE EDUCATION LEVEL

(1) (2) (3) (4)
Blacks Whites Blacks/High Skilled Whites/High Skilled

POST 0.007*** 0.007 0.043*** 0.047*

(0.001) (0.014) (0.010) (0.025)
POST × Female 0.003 −0.001 −0.010 −0.039

(0.002) (0.015) (0.010) (0.027)
POST × Large employer −0.008*** 0.022 −0.064*** 0.014

(0.003) (0.018) (0.018) (0.033)
POST × Female × Large employer 0.011*** −0.062*** 0.094*** −0.072*

(0.004) (0.024) (0.021) (0.043)
Female −0.012*** −0.140*** −0.035*** −0.175***

(0.001) (0.011) (0.007) (0.019)
Large Empl. −0.001 −0.014 0.079*** 0.050**

(0.002) (0.013) (0.014) (0.023)
Female × Large employer −0.002 0.026 −0.069*** 0.014

(0.003) (0.017) (0.016) (0.030)
Constant −0.070*** −0.423*** −0.579*** −0.422***

(0.004) (0.030) (0.034) (0.066)
Mean dependent variable 0.025 0.176 0.087 0.219
R2 0.036 0.095 0.075 0.116
Observations 263,332 33,699 35,479 13,369
Years 16 16 16 16
Controls ✓ ✓ ✓ ✓
Time trend ✓ ✓ ✓ ✓
UrbanRural FE ✓ ✓ ✓ ✓
Province FE ✓ ✓ ✓ ✓
Industry × time trend ✓ ✓ ✓ ✓
Province × time trend ✓ ✓ ✓ ✓
Group × large employer × time trend ✓ ✓ ✓ ✓

Notes: *Denotes statistical significance at 10-percent; ** at 5-percent; *** at 1-percent levels. The dependent variable is
employment in Top positions (binary). Controls include years of schooling, marital status, age and age squared. POST
denotes period after BEE 2003, which equals 1 after 2003 and 0 otherwise. Large employer equals 1 if the employer has
more than 50 employees and 0 otherwise. Columns (1) and (3) estimate equation (2) for the Black subgroup and columns
(2) and (4) for the White subgroup. Industry FE is not included as large employers are predominantly from the mining
industry. Number of years equals 16 as the data is available from 2000 onward. Standard errors are in parentheses and
are calculated based on robust variance estimates. FE, fixed effects

Source: The Post-Apartheid Labour Market Series (PALMS), South Africa, 2000–2015.
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We know that BEE 2003 was preceded by EEA 1998. Also, in 2007 the
Codes of Good Conduct of BEE became officially effective. The last amend-
ment to the Codes of Good Conduct was in 2013. We check for the possible
effects of such events and estimate yearly changes in the probability of
employment in top positions using a fully flexible specification in which
group-level variables interact with each year. We report point estimates and
confidence intervals (95th percent) in Figure 4. The statistically significant pos-
itive change in 1998 coincides with onset of the EEA of 1998, while the next
significant positive change coincides with the year 2004 when BEE 2003
became effective. In the following years, the positive change persists, albeit
the size becomes smaller. The latest substantial positive change in 2013 coin-
cides with the last amendments for BEE Codes of Good Practice. Thus, the
spikes are as expected, but we also need to test whether our main findings are
due to these events or BEE 2003 itself.

FIGURE 4

ESTIMATED ANNUAL CHANGES IN THE PROBABILITY OF BLACK WOMEN’S EMPLOYMENT IN TOP

POSITIONS

Note: Confidence intervals are at 95% and based on variance robust standard errors. Annual

point estimates on the probability of employment in top position for Black women. The

reference year is 1994. The y-axis is in percentage points. The x-axis depicts the years of the

Labor Force Surveys. The regression includes controls and fixed effects.

Source: The Post-Apartheid Labour Market Surveys, South Africa 1994–2015.
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Therefore, in columns (1) and (2) of Table 4, we report the estimated coeffi-
cients on the idiosyncratic changes in employment probability in top positions
after EEA 1998 and Codes in 2007. The estimations include all the controls,
fixed effects, and trends, as in Table 2, column (3). In column (1), POST
equals 1 from 1999 to 2003 and 0 for years from 1994 to 1998. Based on the
estimated coefficients on POST and the interaction terms, we find negative and
statistically significant associations between EEA 1998 and employment

TABLE 4

OTHER EPISODES AND PLACEBO TEST

(1) (2) (3)
EEA 1998 Codes 2007 Informal employment

POST −0.025* −0.011 −0.063
(0.015) (0.012) (0.039)

POST × Black 0.005 0.013 0.058
(0.015) (0.012) (0.039)

POST × Female 0.020 0.002 0.022
(0.019) (0.015) (0.049)

POST × Black × Female −0.012 −0.004 −0.019
(0.019) (0.015) (0.049)

Black −0.097*** −0.153*** −0.110***

(0.005) (0.011) (0.005)
Female −0.092*** −0.142*** −0.098***

(0.007) (0.014) (0.006)
Black × Female 0.074*** 0.135*** 0.083***

(0.007) (0.014) (0.006)
Constant 0.008 0.038*** 0.060***

(0.007) (0.012) (0.006)
Mean dependent variable 0.038 0.046 0.021
R-squared 0.076 0.097 0.071
Observations 184,352 224,581 142,892
Years 9 12 22
Controls ✓ ✓ ✓
Time trend ✓ ✓ ✓
UrbanRural FE ✓ ✓ ✓
Province FE ✓ ✓ ✓
Industry FE ✓ ✓ ✓
Industry × time trend ✓ ✓ ✓
Province × time trend ✓ ✓ ✓
Group × time trend ✓ ✓ ✓

Notes: *Denotes statistical significance at 10-percent; *** at 1-percent levels. The dependent variable is employment in
Top positions (binary). POST in column (1) denotes period after Employment Equity Act of 1998 and POST in column
(2) denotes the period after Codes of Good Practice became effective in 2007. In column (3), the sample includes indi-
viduals who have reported to work in a top occupational category but consider their employer to be informal. All com-
prehensive controls, fixed effects and groups trends are same as in Table 2, column 3. See the text for the differences in
the number of years. Standard errors are in parentheses and are calculated based on robust variance estimates. FE, fixed
effects.

Source: The Post-Apartheid Labour Market Series (PALMS), South Africa.
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probability in top positions for Blacks or Black women. Thus, it is unlikely
that the EEA legislation drives the positive BEE effects. In column 2, we esti-
mate the top employment changes after the Codes of Good Conduct of BEE
became officially effective in 2007, where POST equals 1 for the years
2007–2015 and 0 for 2004–2006. Here, we restrict the period from 2004 to
2015 to keep the possible effects of BEE 2003 and EEA 1998 constant. As a
result, we do not find any evidence that the official introduction of Codes of
Good Conduct for BEE led to statistically significant changes in the probabil-
ity of Black women’s employment in top position after 2007.
Given that the Codes became official in 2007, one may argue that we

should define the POST variable as years following 2007 rather than 2003.
We test this argument and define POST to be equal to 1 from 2007 to 2015
and 0 from 1994 to 2006. In this case, the results are comparable to those
reported in Table 2, column (3), but smaller in magnitude and less precise sta-
tistically (see Table C1, Appendix C). The smaller effects after 2007 imply
that the larger changes occurred in the first years of BEE policy. Also, in Fig-
ure 4, we observe that the largest and statistically significant changes for Black
women took place in the early years of the BEE Act, while after 2007, the
effects started to fade away. But considering that before 2007 firms could both
anticipate the targets set in Codes and follow their firm-specific targets, we
cannot distinguish which of these two may have led to the larger changes in
BEE’s initial phase within the scope of this study.
BEE 2003 is a national-level policy that applies to all employers in the for-

mal sector.11 Yet, South Africa has a large informal sector. Therefore, we run
a placebo-like test based on the informal employment information included in
the PALMS database and expect to observe no effects for those individuals
who are employed in a top occupational category but informally.12 Column (3)
reports the results, which do not show any statistically significant changes in
the probability of informal employment in top positions for either of the demo-
graphic groups from the pre-BEE to the post-BEE period. This result supports
our conclusion that the effects in the formal sector are due to BEE policy.
We extend our analysis and assess BEE spillovers in schooling, skill level,

and earnings in the top positions as well as self-employment relative to wage
employment. We present the results in Table 5, where POST equals 1 from
2004 to 2015 and 0 for 1994–2003. In column (1), the dependent variable is

11 Heterogeneity analysis show that most of the changes come from the mining and quarrying as well as
services industries. Results are available upon request.

12 The definition of informal sector is based on the information provided in the PALMS database, which
includes a question on whether the employee considers the business they operate or work for is formal or
not.
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years of schooling among the 25–35 age group. This age group is appropriate
as most people are finished with schooling by this time.13 The estimated coef-
ficient on POST shows that White men increased their education by 4 months,

TABLE 5

SPILLOVER EFFECTS

(1) (2) (3) (4)
Schooling Skill Composition at Top Wages Self-Employment

POST 0.328*** 0.611*** 0.294*** 0.056***

(0.041) (0.089) (0.070) (0.008)
POST × Black 0.800*** 0.517*** 0.021 −0.059***

(0.041) (0.133) (0.083) (0.008)
POST × Female 0.269*** −0.128 −0.149 −0.019*

(0.052) (0.137) (0.116) (0.010)
POST × Black × Female −0.049 0.014 0.007 0.022**

(0.056) (0.223) (0.153) (0.011)
Black −3.041*** −2.106*** −0.478*** −0.107***

(0.026) (0.071) (0.035) (0.004)
Female −0.147*** −0.371*** −0.541*** −0.071***

(0.031) (0.068) (0.053) (0.005)
Black × Female 0.149*** 0.743*** 0.199*** 0.073***

(0.035) (0.130) (0.071) (0.005)
Constant 10.534*** 9.640*** 5.161*** 0.038***

(0.028) (0.280) (0.165) (0.006)
Mean dependent variable 9.617 12.365 8.472 0.050
R-squared 0.154 0.229 0.290 0.117
Observations 345,675 18,127 8869 301,731
Years 22 22 21 19
Controls - ✓ ✓ ✓
Time trend ✓ ✓ ✓ ✓
UrbanRural FE ✓ ✓ ✓ ✓
Province FE ✓ ✓ ✓ ✓
Industry FE - ✓ ✓ ✓
Industry × time trend - - ✓ ✓
Province × time trend - - ✓ ✓
Group × time trend - - ✓ -

Notes: *Denotes statistical significance at 10-percent; ** at 5-percent; *** at 1-percent levels. The dependent variable in
column (1) is years of schooling for the 25–35 age group. In column (2), the dependent variable is the years of schooling
for all the individuals employed in the top positions, and the individual controls include marital status, age, and age
squared. In column (3), the dependent variable is the natural logarithm of real monthly earnings for the sample employed
in the top positions (data for 2015 not available). In column (4), the dependent variable equals 1 for self-employment
and 0 for wage employment, the number of years is 19 due to the data coverage. In all columns POST denotes the period
after BEE 2003, which equals 1 after 2003 and 0 otherwise. Standard errors are in parentheses and are calculated based
on robust variance estimates. FE, fixed effects.

Source: The Post-Apartheid Labour Market Series (PALMS), South Africa, 1994–2015.

13 The main result is not affected if the age group boundaries are defined slightly differently (i.e.,
20–30).
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while White women increased their education by 7 months (POST + POST ×
Female) from the pre-BEE to the post-BEE period. Black women increased
their years of schooling the most, 16 months. The difference in the changes in
schooling between Black men and Black women is about 2 months (see col-
umn [4] of Table 6).
In column (2) of Table 5, we explore the changes in the skill level measured

by years of schooling in all age groups for the subsample employed in the top
positions. The average number of years of schooling for the top positions is
12 years. White men employed in the top positions increased their schooling
by 7 months from the pre-BEE to the post-BEE period (POST), while White
women increased their schooling by a little less. Black women and men
employed at the top increased their education by 12 months.
In column (3), the dependent variable is the natural logarithm of real earn-

ings for the respondents employed in the top positions. White men are the
only group who experienced a 30 percent increase in their incomes, statisti-
cally significant at the 1-percent level. This finding is in line with the recent
trends in gender wage gaps in top managerial positions in other countries. For
example, U.S. data show that in contrast to 1980, in 2010 a higher share of
women in top management is associated with larger gender wage gaps (Scar-
borough 2018). Neither Black nor White women experienced such large and
statistically significant changes in the earnings. This sizable increase in the
racial wage gap in the senior management positions might also be a compen-
sating differential to White men, who are mandated to work more with more
diverse teams (i.e., women and Blacks).
In column (4) in Table 5, the dependent variable equals 1 for self-employ-

ment and 0 for wage employment. The results show that from the pre-policy
to the post-policy period, White men are about 6 percentage points more likely

TABLE 6

SUMMARY OF THE TOTAL CHANGES BY DEMOGRAPHIC GROUP

Model 1 Model 2 EEA 1998 Schooling Self-Employment

ΔBlack women 0.005 0.012 −0.011 1.347 −0.001
p-value 0.000 0.000 0.000 0.000 0.751
ΔBlack men −0.004 −0.001 −0.019 1.128 −0.003
p-value 0.002 0.635 0.000 0.000 0.041
ΔWhite women −0.001 −0.034 −0.004 0.596 0.036
p-value 0.882 0.020 0.694 0.000 0.000
ΔWhite men 0.023 0.030 −0.025 0.328 0.056
p-value 0.010 0.038 0.092 0.000 0.000

Notes: Statistical significance: Model 1 refers to the results from the estimation equation (1) presented in Table 2, column
(3). Model 2 refers to estimation equation (2) presented in Table 3, columns (1) and (2).

Source: Post-Apartheid Labour Market Series, South Africa.
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to become self-employed and White women about 3 percentage points. Black
men are 0.3 percentage points less likely to become self-employed. The
change for Black women is not statistically significant (see column [5],
Table 6). For Whites, the increase in self-employment may be a route to avoid
employment in firms now mandated to favor Blacks.
Overall, when we contrast the trajectories of Black and White women

(Table 6), we observe that White women did not experience any statistically
significant change in their probability of employment in top positions from
pre-BEE to the post-BEE period. Moreover, within the White subgroup, the
likelihood of employment in top positions decreased by 3 percentage points
for White women working for large employers, statistically significant at the
5-percent level. Unlike Black women, White women did not experience any
statistically significant change in top employment from the pre-EEA to the
post-EEA period. Regarding the possible spillovers, White women experienced
9 months less increase in schooling than Black women. The probability of
self-employment increased by almost 4 percentage points for White women in
contrast to the null change for Black women.

Conclusion

In this article, we study a unique case of an affirmative action policy, the
BEE Act of 2003 in South Africa, which stipulates race- and gender-based tar-
gets for senior management positions. According to the BEE policy, Blacks,
the disadvantaged majority in the country, are the policy beneficiaries, and
Whites, the privileged minority, are the non-beneficiary group. Only large
firms are designated to comply with the policy, while small firms are
exempted. The policy mandates a 40 percent target for Black women as the
share of all Black senior managers. The policy target for all Blacks in senior
management is 60 percent.
We use linear probability models and adopt (triple) difference-in-difference

methods to estimate the policy effect for Black women’s employment in top
positions. First, we estimate the change in employment probability in top posi-
tions for Black women relative to changes for Black men, White women, and
White men from the pre-BEE to the post-BEE period. Second, we identify the
BEE policy effects for Black women relative to a counterfactual scenario of
no policy by exploiting the differential policy compliance by large and small
firms. Both models control for individual characteristics, a full set of fixed
effects, and group trends.
We use 22 years (1994–2015) of labor-market surveys from South Africa to

estimate the first model and 16 years of data to estimate the second model
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with employer size. Our findings from the first model show that the chances
for average Black women’s employment in top positions increased by 0.5 per-
centage points from the pre-BEE to the post-BEE period, which is 0.9 percent-
age points higher than the change in chances for Black men in that period.
The absolute change is the highest for White men, but the percentage change
relative to the initial level is the highest for Black women.
The second model’s findings show that the BEE policy increased the

chances of Black women’s employment at the top more than 1 percentage
point in the case of the affected employers relative to the growth of their
chances in the counterfactual scenario of no policy. We do not find such posi-
tive effects for White women. One shortcoming of the second model is the
imbalance between pre- and post-policy years, limiting the parallel trends
assumption’s full assessment.
We extend our analysis and explore possible spillovers of the BEE pol-

icy. We find a positive association between BEE and a decrease in the
racial education gap from 4 to 3 years of difference. We do not observe
any positive spillovers in the change of earnings for Blacks employed in
the top positions rather persistent increase for White men, which suggests
that representation targets fail to close the existing pay gaps at the senior
management level. Finally, we find a positive increase in the likelihood of
self-employment for White men and women, suggesting this switch from
wage to self-employment could have become an alternative route for White
men and women.
In terms of policy implications, we conclude that gender-specific targets

help increase women’s share in top management positions. This type of tar-
get can complement the existing policies on gender equality in the work-
place. Once we zoom into the evolution of BEE effects, we observe larger
changes for Black women in the first years of BEE, when the national tar-
get of 40 percent of Black women as the share of all Black top manage-
ment was not yet officially effective but known. So, it remains unclear if
the initially large increases were due to the firms’ anticipatory behavior or
that companies were allowed to follow firm-specific targets before the
national target became official in 2007. This uncertainty opens a new ave-
nue for future research, such as firm-level qualitative surveys that can shed
more light on how to pass laws that are clearly understood and imple-
mented by firms.
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APPENDIX A

Descriptive Statistics: Figures and Tables

FIGURE A1

LABOR FORCE PARTICIPATION RATES, 15−65 YEARS.

Notes: The scale on the y-axis depicts labor force participation rates and should be multiplied

by 100. The years of Labor Force Surveys are displayed on the x-axis. The labor force includes

individuals who are employed or looking for a job at the survey time. The horizontal lines

show the years when the Employment Equity Act (EEA of 1998), the Black Economic

Empowerment Act (BEEA of 2003), and its Codes of Good Practice became effective (Codes

of 2007).

Source: The Post-Apartheid Labour Market Surveys, South Africa, 1994–2015.
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TABLE A1

MEAN EMPLOYMENT SHARES IN ALL OCCUPATIONAL CATEGORIES BY GROUP BEFORE 2004

Black Women Black Men White Women White Men Count

Senior managers (top positions) 0.13 0.38 0.12 0.37 14,117
Professionals 0.31 0.28 0.17 0.23 11,670
Associates and technicians 0.41 0.30 0.14 0.15 23,792
Clerks 0.39 0.28 0.27 0.07 24,574
Service workers 0.39 0.46 0.07 0.08 28,454
Agricultural workers 0.29 0.55 0.02 0.14 10,324
Craft and trade workers 0.15 0.69 0.01 0.15 32,665
Plant and machine operators 0.14 0.81 0.01 0.05 26,280
Elementary occupation 0.41 0.57 0.01 0.01 56,239
Domestic workers 0.90 0.10 0.00 0.00 23,546

Notes: Shares in each occupational category add up to 1. Count shows the number of individuals employed in each occupa-
tional category.

Source: The Post-Apartheid Labor Market Series, South Africa, 1994–2003.

FIGURE A2

TRENDS IN AVERAGE YEARS OF SCHOOLING.

Notes: The scale on the y-axis depicts the average number of years of schooling for each group. The

years of Labor Force Surveys are displayed on the x-axis. The horizontal lines show the years when

the Employment Equity Act (EEA of 1998), the Black Economic Empowerment Act (BEEA of

2003), and its Codes of Good Practice became effective (Codes of 2007).

Source: The Post-Apartheid Labour Market Series, South Africa, 1994–2015.
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TABLE A2

MEAN EMPLOYMENT SHARES IN TOP POSITIONS BY INDUSTRY AND GROUP BEFORE 2004

Black Women Black Men White Women White Men Count

Agriculture 0.08 0.38 0.07 0.47 422
Mining and quarrying 0.00 0.50 0.04 0.46 360
Manufacturing 0.08 0.37 0.08 0.48 1626
Utilities 0.05 0.31 0.09 0.54 127
Construction 0.02 0.42 0.08 0.49 221
Trade 0.17 0.32 0.17 0.33 2026
Transport 0.07 0.41 0.11 0.42 559
Finance 0.09 0.22 0.21 0.47 1086
Services 0.18 0.45 0.12 0.25 1499
Domestic Services 0.11 0.44 0.11 0.33 9

Notes: Shares in each industry add up to 1. Count is the total number of people employed in the top occupational category
(i.e., senior managers and executives) in each industry.

Source: The Post-Apartheid Labor Market Series, South Africa, 1994–2003.
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APPENDIX B

Firm Sales and Employer Size
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FIGURE B1

DISTRIBUTION OF ANNUAL FIRM SALES AND EMPLOYEE SIZE.

Notes: The x-axis depicts the absolute value of sales at the firm level in millions of South

African rand. The horizontal lines at 5 and 35 show the threshold values for annual turnover

relevant for the exempted (less than R5 million) and designated firms with strict compliance

(more than R35 million). The white and gray bars show annual sales distribution for large

(more than 50 employees) and small firms (1–50 employees).

Source: World Bank Enterprise Surveys. South Africa, 2003.
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APPENDIX C

Robustness

TABLE B1

FIRM SIZE AND ANNUAL SALES, SOUTH AFRICA 2003 AND 2006

Number of Employees
Annual Sales in South African Rand (ZAR) in Millions

Year 2003 Sales ≤ 5 5 < Sales < 35 Sales ≥ 35 Total percent

Large firms 67.71 28.90 3.39 100
Small firms 3.35 34.68 61.97 100
Total 41.51 31.25 27.24 100
N 1395
Year 2006
Large firms 59.71 36.61 3.67 100
Small firms 2.21 31.91 65.88 100
Total 33.62 34.48 31.90 100
N 1395

Notes: Large firms are those with 51 or more employees and small firms with 1–50 employees.
Source: World Bank Enterprise Surveys, South Africa, 2003 and 2006.

TABLE C1

THE EFFECTS OF BEE CODES 2007

Model 1 Model 2 Blacks Model 2 Whites

POST 2007 −0.018* 0.005*** 0.010
(0.010) (0.002) (0.015)

POST 2007 × Black 0.023**

(0.011)
POST 2007 × Black × Female −0.010

(0.013)
POST 2007 × Female 0.009 −0.002 −0.000

(0.013) (0.002) (0.018)
POST 2007 × Large Empl. −0.002 −0.006

(0.003) (0.022)
POST 2007 × Female × Large employer 0.006 −0.027

(0.005) (0.030)
Large employer −0.003 −0.014

(0.002) (0.014)
Female × Large employer 0.002 0.013

(0.003) (0.019)
Female −0.104*** −0.011*** −0.140***

(0.004) (0.002) (0.012)
Black −0.110***

(0.004)
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TABLE C1 (CONTINUED)

Model 1 Model 2 Blacks Model 2 Whites

Black × Female 0.088***

(0.004)
Constant 0.011** −0.068*** −0.416***

(0.005) (0.004) (0.030)
Mean dependent variable 0.042 0.025 0.176
R-squared 0.087 0.035 0.095
Observations 428,856 263,332 33,699
Years 22 16 16
Controls ✓ ✓ ✓
Time trend ✓ ✓ ✓
UrbanRural FE ✓ ✓ ✓
Province FE ✓ ✓ ✓
Industry FE ✓ - -
Industry × time trend ✓ ✓ ✓
Province × time trend ✓ ✓ ✓
Group × time trend ✓ - -

Notes: *Denotes statistical significance at 10-percent; ** at 5-percent; *** at 1-percent levels. POST 2007 indicates a bin-
ary variable that takes the value of 1 for the years from 2007 to 2015 and 0 for the years from 1994 to 2006. Large
employer takes the value of 1 for employers who have more than 50 employees, and 0 otherwise. The estimation in col-
umn (1) is based on the regression model in equation (1), while the estimations in columns (2) and (3) are based on the
regression model in equation (2). Standard errors are in parentheses and are calculated based on robust variance esti-
mates.

Source: The Post-Apartheid Labor Market Series, South Africa.
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