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Introduction
When individuals interact with other individuals in a social setting, there’s a tendency of 
displaying particular behaviours and they tend to assume beliefs of people, based on their 
interaction, knowledge and understanding built around certain situations (Leary & Tangley, 
2012). Adopted behaviours from various social interactions lead to form a certain perspective 
and opinion amongst individuals, prior to familiarising themselves with the content of a 
situation. The social context that influences an individual’s behaviour is usually because of an 
individual’s different needs, specifically the need to belong, the need to retain self-esteem, the 
need to exercise control over an individual’s reactions and the need to feel that one has a 
meaningful existence (Rebello, Burton, Heiman, & Greenway, 2015). Impression management 
(IM) is when people behave in a certain manner in different situations to shape or influence 
other people’s perspectives (Bourdage, Wiltshire, & Lee, 2015). When individuals display 
certain types of behaviour, certain IM tactics become evident, depending on the situation. 
People care about how others perceive them, which is a critical factor for an organisation and 
in the general social setting (Bolino, Long, & Turnley, 2016). According to Bolino et al. (2016), 
IM by groups could have implications on the organisational resources that are allocated and 
the perceptions of organisational policies.

When individuals are in the workplace, IM can be used intentionally and strategically, employees 
may consciously create a specific image, such as likeability, and competence amongst employees 

Orientation: Impression management (IM) tactics are displayed by Afrikaans Coloured 
individuals in formal settings. The formal setting (workplace) entails interactions with 
colleagues and supervisors.

Research purpose: Explore and identify IM tactics displayed in the Afrikaans Coloured culture 
in a formal setting.

Motivation for the study: This study forms part of a bigger research project where research 
has been conducted on different cultural groups (e.g. White Afrikaans, Zulu and Tswana) in 
order to develop a social desirable measuring instrument specifically for the South African 
context. 

Research approach, design and method: A qualitative research design was utilised based on 
a phenomenological approach, following an emic perspective. The sample consisted of (n = 11) 
Afrikaans Coloured individuals, with a tertiary qualification within South African organisations 
that comprised employees more than 50 people, situated in the Western Cape and Northern 
Cape provinces. For data collection, semi-structured interviews were conducted. Qualitative 
data analysis steps of Creswell was used to analyse data. 

Main findings: Results indicate that Africans Coloured individuals use different tactics when 
impressing colleagues and supervisors in the workplace.

Practical/managerial implications: This study provides the management of organisations the 
essential knowledge on the IM tactics that Afrikaans Coloured employees display in a formal 
setting. 

Contribution/value-add: This study contributed to the body of knowledge regarding IM 
tactics that Afrikaans Coloured employees display. This study might enable organisations to 
better understand and manage individuals from this cultural group.

Keywords: impression management; Afrikaans Coloured culture; social constructivism; emic 
perspective; formal setting.

Exploring impression management tactics within the 
Afrikaans Coloured culture in a formal setting

Read online:
Scan this QR 
code with your 
smart phone or 
mobile device 
to read online.

http://www.sajip.co.za�
http://orcid.org/0000-0002-2235-0939
http://orcid.org/0000-0003-4526-5013
https://orcid.org/0000-0002-5088-0523
mailto:debbie.mtshelwane@nwu.ac.za
mailto:debbie.mtshelwane@nwu.ac.za
https://doi.org/10.4102/sajip.v48i0.1932
https://doi.org/10.4102/sajip.v48i0.1932
http://crossmark.crossref.org/dialog/?doi=10.4102/sajip.v48i0.1932=pdf&date_stamp=2022-02-25


Page 2 of 9 Original Research

http://www.sajip.co.za Open Access

(Jones & Pittman, 1982). When interacting in a formal setting, 
one needs to understand employees’ behaviour that they 
display towards their colleagues, management and clients 
(Clegg, Kornberger, & Pitsis, 2016). The formal setting creates 
a framework for the individual’s behaviour at a professional 
level, as it is appropriate to make a good impression on your 
colleagues (Choi, Moon, & Chun, 2015). Impression 
management behaviour displayed by employees may have 
implications on their performance or their performance is 
perceived by others and actions when seeking information or 
providing feedback (Bolino et al., 2016). For example, in a 
formal setting, the employees’ willingness to speak up 
depends on whether they are concerned about the image 
they portray to other employees or what others will think of 
their opinion.

In a formal setting, individuals encounter employees from 
different cultural backgrounds that have different norms and 
values. In South Africa, managing various employees 
from different cultural backgrounds in a work setting may 
cause many obstacles in the areas of communication and 
collaboration in the workplace (Hussain, 2018). Furthermore, 
one of the challenges that might occur in managing diverse 
groups in the workplace includes the differences in the 
language usage of cultures. 

The use of IM tactics is not always positive. Some individuals 
utilise IM tactics strategically for their own benefit. Tactics 
displayed can include the following: ingratiation (displaying 
likeable behaviour); intimidation (displaying behaviour in 
order to be perceived as powerful); self-promotion (displaying 
overly competent behaviour); exemplification (displaying moral 
worthiness and integrity) and supplication (displaying one’s 
weaknesses in order to gain sympathy; Jones & Pittman, 
1982). In a study conducted by Gwal (2015) amongst 
academics, it was found that employees mostly make use of 
ingratiation by showing appreciation to their colleagues for 
their achievements. Although IM is sometimes conceptualised 
as controlling or misled behaviour, researchers have argued 
that IM does not essentially reveal that employees are 
creating incorrect impressions or acting in an unfavourable 
manner (Bolino et al., 2016). Research by Dondolo and 
Chinyamurindi (2018) found that when an individual is 
going through a job interview, he/she may portray the 
perfect behaviour and attitudes for the panel to fit into the 
organisation’s values, but display only this behaviour to 
obtain the panel’s acceptance and trust. The individual 
convinces the panel through IM behaviours that he/she is 
suitable for the relevant position and situation. Using IM 
behaviours appropriately in a unique situation is important, 
as it can be interpreted as inappropriate behaviour as 
perceived above (Bott & Spillius, 2014). The quality and 
decisions made by human resource (HR) personnel 
specifically when it comes to recruitment and selection are 
impacted by the IM behaviour that employees display 
(Dondolo & Chinyamurindi, 2018).

Opposite the positive intentions of IM tactics, it may be 
expected in an organisational setting that one behaves in a 
manner that is deemed unfavourable in your culture, which 
might contribute towards losing one’s own sense of identity 
and beliefs (Melloni, Stacchezzini, & Lai, 2015). It is, therefore, 
key that in a professional, but diverse environment, 
employees be granted the opportunity to be themselves. This 
means that employees should be able to be themselves, 
without losing sight of their core values and beliefs. 
Conformity, excuses, apologies, self-promotion, flattery, 
favours and association are perceived as being the most 
common IM tactics employed within organisations (Gardner 
& Martinko, 1988). Different IM tactics can be employed in 
order to be viewed as favourable within the formal setting. 
These tactics include amongst others, agreeableness, 
highlighting one’s strengths and downplaying one’s 
weaknesses, assuming accountability, making excuses and 
doing favours for others (Gwal, 2015; Malham & Saucier, 
2016). Seeing that there are many IM tactics evident within 
the formal setting, the receiver (i.e. fellow colleagues and 
employers) may not be able to distinguish between authentic 
behaviour and IM tactics, thereby not having a true reflection 
of the individual employee. The types of IM tactics individuals 
utilise depend on their environment they find themselves in. 
This suggests that when functioning in a formal setting 
where individuals interact with colleagues and superiors, 
they feel the need to be in line with the organisation’s values 
and norms, contributing to the organisation’s objectives and 
achievements (Saxena, 2014). 

For organisations to increase productivity and cultivate 
good relations amongst employees, different cultures 
should be explored and behaviours need to be understood 
within the cultural group. The research of Kemp (2013) on 
the white Afrikaans group (WAG) and the research of 
Mtshelwane (2015) on the Zulu culture in South Africa 
explored social desirability and IM, the uniqueness of the 
cultures and how each of these cultures, respectively, add 
value to the South African workplace. Although several 
research studies have been conducted on IM, limited 
research has been conducted on IM in South Africa 
regarding the Afrikaans Coloured culture.

The Coloured culture has an incredibly diverse heritage 
(Adhikiri, 2008) as this group of people may adopt behaviour 
and beliefs from other dominant cultural groups in South 
Africa, depending on the setting they are functioning in. 
Because of the confusion and the lack of knowledge 
pertaining to their own culture, the Afrikaans Coloured 
culture has a propensity to merge into other cultures 
when  functioning in different settings (Palmer, 2015). The 
understanding of diverse cultural groups is essential in the 
workplace to establish a cooperative culture amongst 
employees. The lack of literature regarding the Afrikaans 
Coloured culture in South Africa necessitates the current 
research to enable employees in the workplace to understand 
IM tactics amongst Coloured people when interacting in a 
formal setting. 
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Research purpose and objectives
The objective of this article was to explore IM tactics that are 
utilised by individuals in the Afrikaans Coloured culture in 
the workplace. The objectives of this study were specifically 
(1) to identify IM tactics displayed towards colleagues in a 
formal setting and (2) to identify IM tactics displayed towards 
supervisors in a formal setting. 

Literature review 
Impression management
Impression management refers to individuals’ behaviours 
displayed, with the aim to influence the perceptions that 
others might have about them (Feldman, 2011). Impression 
management also involves adapting to non-verbal prompts 
such as facial expressions, smile, eye contact, physical 
closeness and touching. These non-verbal prompts also have 
different meanings in each culture (Spong & Kamau, 2012). 
These behaviours are very similar as individuals need know 
when and how to use IM tactics. With IM, one’s intrinsic 
motivation is often used. Brouer, Gallagher and Badawy 
(2016) describe this as a conscious or unconscious process in 
which individuals attempt to influence the views of other 
people about a person, object or event.

When utilising IM tactics in a conscious process, people can 
see the use of IM tactics as a negative intention, because 
behaviours may be consciously manipulative and deceptive 
(Kemp, 2013). People will use tactics by claiming intentionally 
to have positive attributes they know they do not usually 
have. Furthermore, these individuals will also deny or 
downplay negative attributes, as they know they have to 
impress those around them (Holtgraves, 2004). 

Impression tactics in a formal setting
A formal setting constitutes a person’s professional 
environment or work life. Impression management tactics in 
this setting can be used intentionally and strategically, as 
employees may consciously seek to encourage a specific 
image, for example, likeability, competence and neediness 
amongst other employees (Jones & Pittman, 1982). When a 
formal environment is explored, employees often tend to 
adjust their working hours, dress code and timely 
communication expectations, so other employees could be 
impressed by the behaviour they display (Anjum & Shah, 
2017). Self-promotion and flattery are often used as IM tactics 
by employees to favour themselves at work, by creating a 
buzz about their tasks completed and praising themselves 
when management compliments their work. Employees 
using these tactics also accept compliments and acceptance 
from other employees differently (Merdin, 2011). Impression 
management tactics displayed in a formal setting are when 
you are trying to focus on impressing your colleagues by 
displaying openness, reassuring people to trust you and 
feeling comfortable working with you (Mtshelwane, 2015). 

In this study, the researcher explored the various IM tactics 
utilised in the Afrikaans Coloured culture from various 
individuals in a formal setting.

Research design
Research approach
The research study followed a qualitative approach from the 
social constructivism paradigm. The research objectives were 
explored through the research study in accordance with the 
social constructivism paradigm using the emic perspective. 
The emic perspective places a focus on the cultural insider’s 
view (Morris, Leung, Ames, & Lickel, 1999). The aim was to 
gather in-depth insight into lived experiences and information 
that translate into data regarding IM within the Afrikaans 
Coloured culture. Amineh and Asl (2015) describe social 
constructivism as a knowledge and communication theory 
probing the knowledge and understanding of the world that 
is developed mutually by people. The research objective in 
this study was to explore IM tactics used in the Afrikaans 
Coloured culture when impressing others in a formal setting. 
Therefore, during the semi-structured interviews, participants 
projected their own meaning, reality, understanding and 
experiences. 

Research strategy
The researcher followed a qualitative descriptive strategy in 
this research study. The purpose was to gain in-depth, rich 
and relevant data directly from individuals experiencing this 
phenomenon being investigated (Neergaard, Olesen, 
Anderson, & Sondergaard, 2009). This objective was reached 
by analysing and interpreting meaning of IM tactics as 
attributed to by the participants (Larson & Bradshaw, 2017).

Research method
Research setting
Permission to conduct the research study was granted by 
organisations situated in the Western and Northern Cape 
provinces. According to Stats SA (2019), the Coloured culture 
is the second largest population group in South Africa, 
comprising 8.8% of the population. Research participants 
were employees working in the selected organisations and 
belonging to the Afrikaans Coloured culture. Interviews 
were conducted in either a boardroom or office of respective 
organisations, where it took 30 min to conduct each interview. 

Entrée and establishing researcher roles 
Several roles were fulfilled by the researcher, including the 
planner of the research study, the data collector, transcriber 
and analyser of data, and the writer of the report. Once 
permission was granted, research participants were contacted 
and interview dates were scheduled. During the interviews, 
participants were reassured of confidentiality, and were 
issued a consent form and it was made clear that being part 
of the study was voluntary and participants could withdraw 
from the study at any given time. The researcher transcribed 
and analysed the data that were collected. The analysed data 
were checked by the co-coder to ensure that findings are a 
true reflection of the data collected. 
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Research participants and sampling methods
The researcher made use of purposive sampling methods 
during the data collection. Purposive sampling was used to 
reflect the particular features of a selected group within the 
sample population (Foxcroft & Roodt, 2013). In the beginning 
phase of the research study, the researcher intended to 
interview 15 participants, however data saturation was 
reached sooner and interviews were concluded with a total 
of 11 participants. 

The participants had to meet the following criteria: (1) They 
must be full-time employees; (2) they must be Afrikaans-
speaking individuals and (3) must be employees from the 
Western or Northern Cape. 

Table 1 provides the characteristics of participants, as 
discussed above, which forms the sample of this study.

Of the total participants, 45% of them were between the age 
of 26 and 30 years, 27% of them were between 31 and 35 
years and 18% of them were between 24 and 25 years of age. 
A small number of participants were older than 41 years of 
age. The majority of the participants were male (64%), 
whilst 36% of them were females. All participants were 
Afrikaans speaking Coloured employees who have already 
obtained a tertiary qualification, as this was part of the 
criteria for the sample of the targeted participants in the 
research study. 

Data collection methods 
Data were collected through semi-structured interviews. 
Although during an interview, a set of questions was 
asked to all participants, the researcher also probed to 
collect rich and informative data. Before the interviews 
commenced, research participants were made aware that 
the interviews were recorded to ensure that all the 
information is captured. A consent form was discussed in 
detail with participants, which the participants had to sign 
and familiarise himself or herself with before moving on 
to the questions. 

All participants were asked the same questions as stated 
below: 

•	 ‘Which impression management tactics would you 
display in order to impress colleagues at your work?’

•	 ‘Which impression management tactics would you 
display in order to impress your supervisor/mentor/
manager?’

Recording of data 
Prior the interviews, the participants were informed that a 
digital voice recorder will be used to help with the data 
analysis later on. This helped the interviewer to capture 
the exact words of the participants. On the completion of the 
interviews, the data were transcribed in an Excel spreadsheet 
that was password protected. The researcher ensured that 
the data were kept safe at all times by using a password-
protected system. The researcher and the supervisors, who 
acted as the co-coders, were the only people who had access 
to the password and voice recordings. 

Data analysis 
In order to analyse the data of this research study, the 
qualitative data analysis steps of Creswell (2014) will be 
followed: 

Step 1
During this step, interviews were captured on an Excel 
sheet. The data were scanned in order to form a general 
and overall view of the collected data. 

Step 2
Here, the researcher identified general ideas and impressions 
as deduced from the raw data. These ideas and impressions 
are noted in order to form a more detailed picture of the 
collected data. 

Step 3
In this step, the researcher started with the coding process. 
This process entails that parts of the data will be grouped 
together and assigned with a name (i.e. code) or category, 
thus, grouping similar ideas together and naming them. It is 
important to note that codes can be assigned to data in 
various ways: (1) codes can be developed based on 
information that emerged from participants when data 
were collected; (2) the researcher can decide to make use of 
predetermined codes or (3) the researcher can decide to 
make use of both predetermined and emerging codes. The 
researcher decided to code the data according to the 
research objectives (which is also in line with the interview 
questions). Therefore, two codes were extracted (i.e. IM 
tactics displayed towards superiors and IM tactics displayed 
towards colleagues). 

Step 4
The codes created in step 3 were used to develop and describe 
themes. These themes were reported as the main findings of 
this study. These themes were supported by direct quotes 

TABLE 1: Characteristics of participants (N = 11).
Item Category Frequency (f) Percentage (%)

Age 20–25 2 18.0
26–30 5 45.0
31–40 3 27.0
41 > 1 10.0

Gender Female 4 36.0
Male 7 64.0

Language Afrikaans 11 100
Race Coloured 11 100
Highest level of qualification Higher education 

and training 
11 100

Province Western Cape 6 55
Northern Cape 5 45
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from the participants. From the findings, it was seen 
that some of the themes were evident in both codes. Code 1 
produced five themes and code 2 produced four themes. 

Step 5
During this step, the themes developed and described in 
step 4 were presented in a manner that is understandable to 
the reader. 

Step 6
Lastly, the researcher interpreted the findings. Here, the 
researcher decided on the manner in which the findings of 
the study should be reported. In the ‘discussion’ section, the 
results of the study were explained and substantiated 
by literature. 

Strategies employed to ensure quality data 
To ensure that the findings were trustworthy, the researcher 
adhered to a specific criteria. 

Credibility
Credibility refers to the overall belief of a study or the degree 
to which the research outcomes seem accurate based on the 
research process that has been followed (De Vos, Strydom, 
Schulze, & Patel, 2011). To ensure the credibility of the data, 
co-coders were used in the study, who are registered 
professional, academic staff of the North-West University 
(NWU). The researcher and the co-coders analysed and 
coded the data. The responses of the participants were also 
included in the findings section of the study. The researcher 
also ensured credibility by providing direct quotes of the 
participants to substantiate extracted themes. 

Transferability
Transferability indicates the degree of content and data of 
this study that can be repeated in other settings (De Wet, 2016). 
The researcher provided a thick description of the study 
details. The researcher investigated and interpreted the 
findings of the research by defining the objectives clearly to 
ensure that the study could be used for future research 
purposes. 

Dependability
Dependability indicates that the research process is rational, 
well-documented and audited, which can be seen for reliability 
as well (Bryman & Bell, 2015). To ensure dependability, the 
researcher asked the same questions to all participants and 
provided the same information to participants. The process 
was  documented, indicating the decisions that were made 
and how the interpretation and coding were done. 

Confirmability
Confirmability can relate to the accurate reflections of 
participant’s perceptions without researchers’ views interfering 
with the findings (Nieuwenhuis, 2016). The researchers must 
also be aware of their own predispositions before commencing 

with the research and interacting with the participants. 
Therefore, the researcher ensured that all responses were 
captured exactly as the participants responded and told the 
participants to elaborate on responses they provided. 

Reporting style
A narrative reporting style was utilised in this study. 
Findings were supported by direct responses from the 
participants, providing the assurance that the results were 
reported truthfully. Afrikaans quotes were translated into 
English by an accredited language practitioner in order to 
accommodate diverse language groups and achieve the 
objectives of this study.

Ethical considerations
The research study was approved by the research committee 
in the relevant research entity of the NWU. After the proposed 
research study was approved, ethical clearance was granted 
through an ethics process by the NWU-EMELTEN-REC 
(Education, Management and Economic Sciences, Law, 
Theology, Engineering and Natural Sciences Research Ethics 
Committee) (NWU 00255-18-A2). The researcher undertook 
an ethical obligation to ensure that no harm can be done to the 
participants for voluntary participation in the research study. 
Research participants who took part in this study provided 
informed consent to the researcher. Also, personal information 
was kept anonymous and they were also informed that they 
could withdraw from the study if they chose to do so. 

Findings
Following is a detailed description of the findings of the 
current research study. 

Impression management tactics displayed 
towards superiors and colleagues in a formal 
setting 
In this section, all IM tactics that Afrikaans Coloured 
employees display when impressing their superiors and 
colleagues at work are discussed. 

Be a good colleague. This is a tactic displayed to impress 
colleagues only. This can be done by showing interest in 
your colleagues and complimenting them for good work. 
Furthermore, putting effort into effectively interacting with 
colleagues shows that you are a good co-worker. To make 
special and extra effort for colleagues is also regarded as 
important. Supporting your colleagues, and valuing their 
opinions and feelings are also regarded as important:

‘The use of your social interpersonal tactics to be able to interact 
with anyone at work or on a social level.’ (Participant 1)

‘To go the extra mile for people is an important characteristic 
that you should show.’ (Participant 2) 

‘To flatter other people with compliments. If your colleague does 
a presentation, flatter them with compliments and how they 
handle difficult situations.’ (Participant 10) 
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‘To always considering opinions, feelings, emotions towards a 
certain situation. I will always use democratic skills people’s to 
give guidance and support to colleagues.’ (Participant 1)

‘Always try and get most of the colleagues input and try to get 
the relevant colleagues involved. Let colleagues feel valued and 
involved.’ (Participant 8) 

Be true to yourself. Being true to oneself is also a tactic used to 
impress colleagues only. This means that you always behave 
in a manner that is true to yourself. Furthermore, be yourself 
by not acting inferior to your colleagues: 

‘Be who you are, other people will be impressed by your 
personality or not.’ (Participant 11) 

‘Every individual has his/her own talents, embrace it, so never 
feel less valued or inferior to others. Never back down for other 
people that let you feel inferior to them.’ (Participant 6) 

Be hard-working: This tactic is used to impress both supervisors 
and colleagues. This means that you always do your work 
correctly and show that you are a hard worker. This includes 
being proud of the work that you do and showing you have 
good problem-solving skills. By going the extra mile for 
people at work might also impress them:

‘Your work should do the talking and impress people … show 
pride in your work and people how it can be done.’ (Participant 4) 

‘You have to impress other cultures with your hard work ….’ 
(Participant 6) 

‘… You prove yourself in your work you do, you always do your 
work correct and work hard.’ (Participant 11) 

‘We all know your reputation speaks for itself through your 
work, but only to a certain point, as you always have to work 
extra harder to impress the management.’ (Participant 4) 

‘Show the people that you work with, that you are hard-working 
and always willing to go the extra mile for people.’ (Participant 9) 

Display professional behaviour. This tactic is also employed to 
impress both superiors and colleagues within an informal 
setting. This means that you should always behave in a 
professional manner at work and put your best foot forward. 
This can be achieved by respecting the values of the 
organisation and showing a good work ethic and not 
gossiping about co-workers. Behaving in a professional 
manner shows respect and courtesy towards your colleagues, 
clients and all other stakeholders. Professionalism at work is 
also displayed by showing good time management skills, 
work ethics and following the protocols and guidelines of the 
organisation:

‘You have to adapt to what the organisation believes in, as 
this is not always how you are or what you believe in.’ 
(Participant 3) 

‘You must always show professional behaviour and 
communication and keep the professional line at work towards 
your colleagues.’ (Participant 9) 

‘Always be on time, manage your time effectively, show 
professional behaviour and when communicating with others in 
the workplace.’ (Participant 3) 

‘Always put the best foot forward as to your manners and work 
ethics.’ (Participant 4) 

‘You must follow guidelines to show your work ethics in a 
positive way, showing management you adhere to the 
organisations guidelines.’ (Participant 11)

Display your uniqueness: This tactic is utilised to impress one’s 
superiors only. This means that you show the management 
the way you can contribute to the workplace by displaying 
your unique characteristics:

‘You must remember to always bring out your uniqueness in 
what you do and how you do it - with this management will be 
impressed as they will see how you bring your personality into 
your work.’ (Participant 8) 

‘The most important thing for me to display is to get out of your 
comfort zone, as this is the way to show your uniqueness to 
people and what you are capable of doing.’ (Participant 9) 

Raise your opinion: This is a tactic used to impress superiors 
only. It is important to raise your opinion when necessary in 
the workplace. This shows that you are not inferior to others. 
Also, give your opinion on matters when engaging in 
conversations with management:

‘Always make sure you can add valuable information to a 
conversation by always keeping up to date with what’s going on 
in the news.’ (Participant 7)

‘Many people feel scared to raise their opinion when working 
under certain management, but I have learned to raise my 
opinion ….’ (Participant 2) 

‘Raise your opinion when necessary when in a conversation or 
discussion regarding a certain topic, do not be afraid to say what 
you think.’ (Participant 11) 

Discussion
The general objective of this study was to explore IM tactics 
within the Afrikaans Coloured culture in a formal setting 
amongst colleagues and superiors. 

Impression management tactics displayed 
towards superiors and colleagues
From the results, it became evident in some instances that the 
same tactics are employed to impress both superiors and 
colleagues. These tactics included being hard-working and 
displaying professional behaviour. Being hard-working was 
an IM tactic used by Afrikaans Coloured individuals to 
impress both colleagues and superiors. Being hard-working 
can be classified by Jones and Pittman (1982) as one of the 
categories of IM, namely, exemplification. Exemplification 
refers to displaying behaviour in order to be seen as hard-
working and dedicated (Jones & Pittman, 1982; Korzynski, 
Haenlein, & Rautiainen, 2021), which in turn may improve 
one’s reputation amongst important others (Korzynski et al., 
2021). 

As mentioned, displaying professional behaviour is another 
tactic used to impress superiors and colleagues. By showing 
professionalism, you respect the values of the organisation 
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and show a good work ethic. McQuerrey (2019) argues that 
professionalism in the workplace can be preserved if owners 
and managers of organisations established clear guidelines on 
how employees should behave in an acceptable and 
professional manner. According to Scott (2019), when one 
shows a professional attitude at work, it not only increases 
productivity amongst employees, but also allows employees 
to be proud of their work and in the long-term also ensures the 
success of the organisation. When an employee is viewed as 
being professional (especially, within white-collar occupations), 
it may lead to various positive outcomes such as being treated 
with respect, being viewed as someone with status and power 
and it also provided more networking opportunities (Ibarra, 
1995; McCluney, Durkee, Smith, Robotham, & Lee, 2021; Pratt, 
Rockmann, & Kaufmann, 2006; Roberts, 2005). It is, therefore, 
not surprising that this is regarded as an IM tactic to impress 
both colleagues and superiors. 

Impression management tactics displayed 
towards superiors 
Raising your opinion was a theme mentioned by participants 
as a tactic to impress superiors. According to Edmondson 
and Besieux (2021), raising one’s opinion can be both good or 
bad, depending on the underlying intent and manner in 
which the opinion was raised. Encouraging quality 
conversations within organisations is especially important in 
current diverse organisations and enhances organisational 
effectiveness (Edmonds & Besieux, 2021; Martin, 2014). This 
is, therefore, a tactic that this culture group can make use that 
can benefit the organisation.

Displaying your uniqueness was another tactic used to 
impress one’s superior. Showing one’s uniqueness may also 
lead to beneficial outcomes within the work environment. 
When displaying one’s uniqueness in the workplace, one’s 
colleagues and superiors may recognise how you can 
contribute to the shared goals of the organisation and may, 
therefore, require of you to do so (David, Kim, Farh, Lin, & 
Zhou, 2021). 

Impression management displayed towards 
colleagues 
Being true to yourself was an IM tactic utilised by Afrikaans 
Coloured culture in order to impress colleagues. This can also 
be referred to as self-verification. According to Cable and Kay 
(2012), self-verification refers to behaving in a manner that is 
truthful in order for others to see who you really are. When 
engaging in professional relationships, such individuals (i.e. 
high in self-verification striving) try to show their real 
personality and styles of working (David et al., 2021). 

Being a good colleague was also regarded as being important 
tactic to display to colleagues. A good colleague refers to 
displaying behaviour such as complimenting colleagues, 
doing favours for them and going the extra mile. According 
to Jones and Pittman (1982), this can be classified as an IM 

tactic named ingratiation and refers to doing favours for 
others and flattering others in order to be liked by others. 
There are contradicting views regarding ingratiation. For 
instance, individuals are often viewed as dishonest and 
unlikeable if they show behaviour such as flattery (i.e. typical 
form of ingratiation) (Kim, LePine, & Chun, 2021; Parker & 
Parker, 2017). On the other hand, eliciting ingratiatory 
behaviour may lead to positive outcomes such as career 
advancement, receiving job offers, higher performance 
evaluations (Bolino, Varela, Bande, & Turnley, 2006; Higgins, 
Judge, & Ferris, 2003; Kim et al., 2018; Zhao & Linden, 2011). 

Practical implications 
All employees want to maintain a positive image of 
themselves towards their colleagues and management in the 
workplace (Kondalkar, 2009). Management can be misled by 
employees when they use IM tactics to set a positive image of 
themselves, and therefore supervisors need to be informed 
about the IM tactics displayed by employees (Jackson, 
Schuler, & Werner, 2011). If the organisation explores and 
familiarises themselves with the IM tactics desired and 
displayed by the employees from different cultures, it would 
contribute to management having a better understanding of 
employees from different cultural groups. By conducting the 
current study, organisations are provided with an 
opportunity to understand different behaviours that the 
Afrikaans Coloured culture elicits in the organisation. If the 
organisation explores and familiarises itself with the IM 
tactics desired and displayed by the employees from different 
cultures, it would contribute towards creating an 
organisational culture which is inclusive and where 
employees feel a sense of belonging. The findings of the 
research study will also guide the South African workforce to 
change their rationale on how they currently manage their 
employees’ differences, needs and expectations of their 
company. 

Recommendations and limitations of the study
It may be beneficial for superiors to undergo training in 
cross-cultural awareness specifically with regard to IM across 
different cultures. When there is an awareness amongst 
superiors regarding IM tactics displayed by cultural groups, 
decisions such as those relating to recruitment, selection and 
promotion will be unbiased and solely be based on objective 
measures. It may also be beneficial for the entire workforce to 
undergo cross-cultural awareness training in order to better 
understand the behaviours and motives of different cultures 
within the organisation. 

No study goes without limitations. A small sample size was 
a limitation, and translating collected data back into English 
was also a limitation in this study. A larger sample size can 
be used in future. Although the goal of qualitative research 
is not to generalise because of the small numbers, it may 
be  beneficial to interview more participants within the 
Afrikaans Coloured cultural group. Furthermore, by using 
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triangulation, for instance, interviews and focus groups, 
richer information regarding the IM tactics of this cultural 
group can be collected. 

Conclusion
The objective of this study was to explore IM tactics 
individuals in the Coloured culture display to impress people 
in the formal sector, like the work setting. A number of IM 
tactics were evident from the results of this study. Tactics 
used to impress both superiors and colleagues are to be hard-
working and to display professional behaviour. Tactics used 
to impress colleagues only are being a good colleague and be 
true to yourself. Tactics used to impress superiors only 
include raise your opinion and display your uniqueness. 
Various tactics are used by this cultural group to impress 
both superiors and colleagues. It is evident that IM tactics 
are  used in the formal setting by individuals in the 
Coloured culture to be seen in a positive light. 
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