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1. Introduction 
The heterogonous sport market is characterised by a strong growth and has specialised in the course 

of societal change processes, first through commercialisation and professionalisation and 

successively Europeanisaton (Radaelli, 2003), globalisation and digitalisation (Giulianotti & 

Robertson, 2007). The connection between the labour market and the institutions of higher 

education in the field of sport management are of particular relevance in this aspect and can be 

described by the institution of a “metaphoric contract” (Jensen & Meckling, 1976). In the course of 

this contractual relationship, it is assumed that the sport labour market assigns the institutions of 

higher education with the duty to adequately educate and qualify graduates of sport management 

study programmes (Bachelor/Master) according to the current and future requirements of the sport 

labour market. A holistic conception of an academic vocational preparation, as postulated by Arnold 

(2015), necessitates an intensive debate about the requirements and expectations of the sport 

labour market.  

The ERASMUS+ project New Age of Sport Management Education in Europe in nine different 

countries has the objective to identify competencies of sport managers that are relevant currently 

and in the future and to compare them in the context of Europeanisation in the labour market and 

in institutions of higher education. From the national perspective of Germany, we focus on the 

following central research questions: 

 Which positions including their tasks, roles and activities exist currently and in the future in 

the sport labour market? 

 Which competency requirements do the employers address currently and in the future to 

(prospective) job holders? 

 How do these aspects affect recruitment processes currently and in the future? 

Our research team includes Professor Dr. Gregor Hovemann and the two researchers Olivia 

Wohlfart (M. Sc.) and Sandy Adam (M. Sc.) of the Department of Sport Economics and Sport 

Management at the University of Leipzig. Professor Dr. Gregor Hovemann has the overall project 

responsibility and Olivia Wohlfart and Sandy Adam are both responsible for conducting the research 

and the administration of the project. 

2. Sport structure and culture 
Legal framework of sport 

The contemporary German sport system can be regarded as a manifest reflection of sporting 

traditions – in particular the gymnastics movement (Turnbewegung) initiated by F. L. Jahn (1778-

1852) – but also with considerable breaks and reconstructive periods. The main results of this 

historical development are the dual structure (horizontally in the form of associations of all sports 

clubs of a jurisdiction and vertically sport associations uniting member clubs in a particular sport at 

the local, regional and national levels (Kurscheidt & Deitersen-Wieber, 2011, p. 264 f.).  
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At the top of the organised sport movement in Germany stands the German Olympic Sports 

Confederation (DOSB) – a non-governmental umbrella organisation. The DOSB was founded on 20 

May 2006 as the result of a merger between the German Sports Confederation (DSB) and the 

National Olympic Committee for Germany. Financial issues and organisational efficiency were the 

driving forces behind this pooling of general and Olympic sport interests (DOSB, n.d.).  

In 2008, 90,775 mostly grassroots member’s association sport clubs existed with a membership of 

23.7 million people, being indirectly associated with the DOSB, making it the largest citizens’ 

movement in Germany.1 In comparison, in 2008 existed some 5,800 private gyms with a 

membership of some 6 million individuals, meaning that membership in the grassroots sport clubs 

was four times higher. The development of the private gyms shows a volatile picture, as they are 

more vulnerable to business cycles and the disposable income of households. Increasingly, franchise 

chains of gyms gain market share, as they benefit from economies of scale and scope and attract 

customers by innovative bundling of high quality services and aggressive price policies. In 2011, the 

private gyms accounted for some 12 % of all health clubs in Germany. Compared to the gyms, the 

member’s association sport clubs show a relative stability, which can be attributed to the loyalty of 

the members as well as a market monopoly in competitive sports, especially team sports (Kurscheidt 

& Deitersen-Wieber, 2011, p. 267). The DOSB has 99 member associations, including 16 regional 

sport confederations, 63 national associations and 20 sport associations with special tasks (see 

Figure 1 for a general overview). Therefore, the organised sport system in Germany can be regarded 

as extraordinarily diverse and vivid. The German Football Association (DFB) is the largest national 

sport association with a membership of some 7 million individuals (DFB, 2017) followed by the 

German Gymnastics Association, German Tennis Association, German Shooting Sport and Archery 

Federation and German Athletics Association. Arguably, the German Football Association is the 

world’s biggest national sport association (Kurscheidt & Deitersen-Wieber, 2011, p. 269).  

                                                      

1 Currently, about 91,000 mostly community grassroots sports clubs count some 27 million memberships (DOSB, n.d.) 
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Figure 1: The structure of organised sport in Germany 

As in other European countries, the sport business in general and the corporations that run the 

economic operations of professional (team) sport have become quite powerful. Under the 

governance of sport and league associations (the latter composed of teams competing in a certain 

league and constituted on democratic principles), the league companies generate and control 

significant funds. The industry leader is the German Football League (DFL) that markets Bundesliga 

and Bundesliga 2. In comparison to the other so-called “Top 5 Leagues” (England, Spain, Germany, 

Italy and France), the German Bundesliga has a rather balanced mix of revenue items. The reason is 

that (still) football broadcasts are to a lesser extent covered by pay TV stations and that stadium 

attendance ranges amongst the highest in the world, due to reasonable ticket prices. In governance 

terms the currently strongly debated 50+1-Rule, which rules out private investors from taking over 

a whole football club, considerably contributes to financial solidity of the clubs and the sustainability 

of the sport. However, it must be stressed that the dominant economic role of football may risk the 

sport diversity and fan culture. Other professional sports leagues like in handball, ice hockey and 

basketball generate by far less market share, depend on local markets and are more vulnerable in 

economic terms (Kurscheidt & Deitersen-Wieber, 2011, p. 278 ff.).  

Main sources of funding for sport 

The organised sport system in Germany (DOSB, national associations, clubs) is funded through 

membership fees, lottery contributions and to some extent licencing. In addition, the sport-

governing bodies receive funds from the federal budget for top-level sports (see Figure 2 for an 

overview). The federal states as well as municipalities and communities substantially support sport 
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at their respective hierarchical level, for example by means of constructing and maintaining sport 

facilities. Therefore, it can be highlighted that it is the joint services production of sport associations 

and the clubs together with public institutions and their financing of, particularly, sport facilities that 

dominate the German sport economy. 

The member’s association sport clubs seem to perform financially well, although membership fees 

are reasonably moderate (Breuer, 2009). The clubs benefit from a relatively flat cost structure, 

because of a nearly free provision of sport facilities by public institutions and the generally 

applicable tax exemptions for non-profit organisations. The clubs furthermore benefit, on the cost 

side, from the volunteering work of their members (Kurscheidt & Deitersen-Wieber, 2011, p. 273). 

More than 8.6 million volunteers and honorary workers are active in these sport clubs, committing 

some 450 million hours of work (DOSB, n.d.). In economic terms, the public and non-profit sport 

sector account for 65 % of sport specific production, as well as the highest employment in sport in 

Germany, despite the increasing professionalisation and commercialisation of sport (Kurscheidt & 

Deitersen-Wieber, 2011, p. 277).  

 

Figure 2: Revenues and expenses of German Olympic Sports Confederation (DOSB) 2009-2012 

The DOSB sends national teams to the Olympic Games, and the national federations send athletes 

to World and European Championships. Also in these aspects, the sports clubs, federations, high 

performance centres and Olympic training centres play a crucial role in preparing them in the best 

possible way for these events. German high performance sport is financed by the sport budget of 

the German Federal Ministry of the Interior with a funding amount of some €130 million. In addition, 

the German Armed Forces, the German Federal Border Police and the German Customs Authority 
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play an extraordinary role in supporting high performance sport by providing places in their sport 

promotion groups for top-level athletes (DOSB, n.d.). 

Some aspects of sports culture 

The variety of sport is also reflected in education programmes of organised sport. There are more 

than 600 different educational curricula, which committed persons can take advantage of in order 

to gain a DOSB licence as coaches, club managers or youth managers. Currently, almost 500,000 

persons hold a valid DOSB licence of some kind. Considered as being the core of physical education, 

gymnastics, swimming and track and field are key sports in German school sports curricula. All boys 

and girls therefore learn, more or less, the practice of those sports in early age (Kurscheidt & 

Deitersen-Wieber, 2011, p. 271). 

3. Sport Management education 
Germany has a total of 51 sport management programs (Wallrodt & Thieme, 2016)2 with various 

different titles. The department of sport management specific programs is sometimes integrated in 

the Sports Science Faculty or Institue and sometimes within Economics. In special cases (Colleges of 

Applied Sciences) the department stands for itself.  

A total of 27 institutes of higher education offer a bachelor degree in sport management. 17 of these 

also offer a Master degree in sport management. There are 7 programs devoted to a MBA in sport 

management. So far no specific PhD Program (graduate school or similar) exists. Abiding the 

regulations of the doctorate title all eleven Universities offer the possibility to attain a PhD Degree 

in Germany.  

A Bachelor program usually consists of 180 ECTS while the Master and MBA programs are comprised 

of 90-120 ECTS. Concerning the distribution of different topics within the study programs we refer 

to the study of Dunkel, Wohlfart & Borchert (in press). Table 1 shows an overview of the subject-

specific competence areas of sport management programs in Germany (ibid).  

  

                                                      

2 Please also find excel sheet with all 51 sport management programs as a download (courtesy of Wallrotd & Thieme): 
https://www.hs-koblenz.de/profilepages/wallrodt/downloads/  
 

https://www.hs-koblenz.de/profilepages/wallrodt/downloads/
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Table 1: Subject-specific competence areas of sport management programs in Germany (Dunkel, 
Wohlfart & Borchert, in press). 

 
Economics 

Sport 

Management Thesis Sport Sciences Practical Work Other 

Total (n=51) 28.86 % 27.76 % 15.94 % 5.98% 4.71% 16.74% 

MBA (n=7) 35.63 % 33.10 % 19.44 % 0% 0% 11.83% 

Master (n=17) 18.22 % 31.11 % 21.72 % 5.69% 6.57% 16.70% 

Bachelor (n=27) 32.74 % 19.09 % 6.66 % 12.25 % 7.56% 21.71% 

 

It is difficult to make presumptions about sport management topics being included in general sport 

studies. While we would approve this assumption, we surmise it being dependent on the availability 

of a sports management department at the faculty/institution. Meaning that if a University has no 

sport management program, then the sport science programs offered there will probably not have 

sport management topics included. 

There are to date no numbers about the amount of staff (teachers/professors) working within the 

field of sport management in institutes of higher education3. At least one professor would be 

responsible for each of the 27 Bachelor programs and we estimate another 10 being responsible for 

Master and/or MBA programs.  

The scientific community in the sport management field is constantly evolving and growing. Next to 

an annual national sports management congress and working group (AK Sportökonomie4) there are 

several peer reviewed journals within the field of sport management in Germany.  

4. Labour market in the field of sport management 
Table 2 shows an overview of the unemployment rates specific to the labour market in the field of 

sport management in Germany. 

  

                                                      

3 i.e. our institute is currently comprised of one professor, one post-doc position and two research assistants (PhD 
candidates). 
4 http://www.arbeitskreis-sportoekonomie.de/  

http://www.arbeitskreis-sportoekonomie.de/
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Table 2: Unemployment Rates specific to the Labour Market in the Field of Sport Management in 
Germany 

Item Date Unemployment Rates Source 

Unemployment rate in 
Germany 

12/ 2017 5.3 % Bundesagentur für Arbeit. (n.d.).  

Unemployment rate of youths 
in Germany (15- under 25 
years old) 

2017 
2010 

5.2 % 
6.9 % 

Bundesagentur für Arbeit. 
(n.d.b).  

Unemployment rate of 
academics in Germany 
(people with a university 
degree) 

2016 2.3 %  Institut für Arbeitsmarkt- und 
Berufsforschung, 2017. 

Unemployment rate of sport 
science graduates in Leipzig 

2015 6.16 % 
(Graduates search an average of 
4.07 months to find their first 
employment after graduation) 

Wohlfart, Hodeck & Hovemann, 
2017. 

Unemployment rate of sport 
management graduates in 
Leipzig 

2015 10 %  
(8.3 % Master graduates.  
13.3 % Bachelor graduates) 

Uebersezig, 2016. 

Unemployment rate of sport 
management graduates in 
Cologne 

2010 3.8 % Mrazek & Hartmann-Tews, 2010. 

5. Research methodology 
We contacted 130 individuals/organisations mainly via phone and personal contact, as well as e-

mail to ask them to participate in the study. Finally, we identified 103 individuals who agreed to 

answer the survey as well as ten more from which we had no definite response but were positive as 

to their intentions. We sent the link to the survey to 103 people, including two follow-up e-mails as 

well as several phone calls to specific individuals. The sample group consisted of managers, 

directors, general secretaries, professors and other highly qualified individuals of the different 

sectors. Table 3 shows the sectors of the contacted individuals: 

Table 3: Sector of contacted individuals in Germany (n=103) 

Sector Number of Individuals Receiving the Link  

Public Sector 20 

Private Sector 36 

Sports Clubs and Federations (regional) 30 

National Sport Federations 17 

 

Finally, 54 of these individuals answered the survey (52.42 % response rate). The reason for not 

participating in the questionnaire was the time limit as well as lack of specific sport management 

personnel (from the point of view of the contacted person). The response rate is satisfactory. We 

had negative feedback from a few participants complaining about the length and the lack of 
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structure/focus of the questionnaire. Quite a few participants who had answered to be willing to 

respond found the questionnaire too unspecific and long.  

6. Results 
This chapter summarises the survey results for Germany. After introducing the sample group, each 

sub-chapter briefly presents the results of the different parts of the survey. 

6.1 Basic information  

The respondents (81 % male, 19 % female) all live in Germany. There is a tendency to living in the 

Eastern part of Germany, which can be explained by the location of the University of Leipzig as the 

institution conducting the survey. The median age group is 30-44 years of age, with the minimum 

age group selected being 20-24 and the maximum age group 60-64 years. Some 85 % of the 

respondents hold a Bachelor’s Degree or higher. From this group, 47 % majored in Sport 

Management and another 18 % in Sport Sciences.  

The current employer was difficult to identify, due to the heterogeneity of the sport labour market 

in Germany (see Chapter 2). The respondents represent the four sectors non-profit sport 

organisations, professional sport clubs, public sector organisations and private sport businesses, 

which we defined as employer groups. The distribution of the respondents in the defined employer 

groups is very heterogeneous. In the group of non-profit sport organisations, regional (17 %) and 

national (9 %) sport federations are relevant employers. Some 11 % of the respondents are 

employed in non-profit sport associations and another 11 % hold positions in the German Olympic 

Sports Confederation (DOSB) or regional sport confederations (non-profit sport organisations). 

Some 22 % of the respondents are employed in a professional sport club. In the group of public 

sector organisations, five respondents hold positions in universities or similar institutions of higher 

education. Two respondents reported to be employed in a public entity, such as a municipality. 

Some 11 % of the respondents are working within private business organisations. Three respondents 

reported to be self-employed.  

With an open-ended question, respondents were asked to specify their job titles. These job titles 

were classified according to Kent and Chelladurai (2001), and Oja, Bass and Gordon (2015). As a 

result, half of the respondents hold top tier management positions (see Table 4). 

Table 4: Classification of respondents in hierarchical levels (n=54), according to Kent & Chelladurai 
(2001); Oja, Bass & Gordon (2015) 

Hierarchical level n Example 

Top Tier 27 General Manager, CEO, Professor 

Middle Tier 17 Head of Division, Consultant, Team Leader 

Third Tier  10 Sport Manager, Management Assistant, Brand 
Manager 

 



 

16 
 

6.2 Changes in working life  

The first three questions related to changes in working life asked the respondents whether they 

believe that the commercialisation and internationalisation of sport as well as the development of 

information technology will have an effect on their particular work environment (Table 5). 

Table 5: Expected future effects on subjective working area (n=54) 
 

Yes No 

Commercialisation of sport 96.3 % 3.7 % 

Internationalisation of sport 66.0 % 34.0 % 

Development of IT 98.1 % 1.9 % 

 

Concerning new professions or occupations in the area of sport management within the next ten 

years the respondents expect the important functional area of communication management to 

grow further. More than half of the repsondents regard PR and (Social Media) Marketing as a future 

functional area. Another growing functional area will be project management. Table 6 gives an 

overview of those functional areas that promise to become more important in the future. 

Table 6: Fastest growing functional areas (n=52) 

 
Functional areas 

Mentions 
(max. 3) 

PR & (Social Media-) Marketing 25 

Project Management 19 

Administration 14 

Coaching/Lecturing 11 

Sales 10 

Digital 9 

(Corporate) Social Responsibility 5 

Management 3 

Internationalisation 3 

Assistant Positions 2 

HRM 1 

Other 7 

Total 109 

 

The next part of the questionnaire focused on the loyalty within the occupational area of sport 

management. When asked whether they were aware of other occupational areas in which 

individuals with sport management education are employed, 55 % of the respondents (n=50) 

answered with yes. The question, however, seems to have been unclear. Some respondents 
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answered the open part of this question with sport management areas, others within the business 

positions in general and again others with positions unrelated to the field of sport management. 

The next question was clearer, asking whether the respondents believe that people with sport 

management education will be working in other occupational areas than sports in the next ten 

years. Here 79 % of the respondents (n=51) answered with yes. A large part of the open-ended 

answers can be allocated to general management or business but also social and health related 

fields.  

Concerning the share of female and male employees in managerial positions in the area of sport 

management the respondents showed a very homogeneous and discriminating picture (Table 7). 

Table 7: Distribution of female and male employees in managerial positions in the area of sport 
management in Germany (n=54) 

 Current 

Share (Avg.) 

Min Max Future Share 

(Avg.) 

Min Max 

Female Employees  20 % 2 % 40 % 30 % 5 % 50 % 

Male Employees  80 % 60 % 98 % 70 % 50 % 95 % 

Only one in five managerial positions in sport management is filled with a woman currently, and it 

is expected to change only slowly in the next ten years.  

6.3 Cooperation and recruitment 

Almost half of the respondents reported that their organisation currently cooperates with an 

institution of higher education providing a sport management study programme. When looking at 

the arguments of those respondents whose organisations do not currently have a cooperation 

(n=28), they range from their own being an educational institution, being too small, not having 

thought about it, not feeling like they have a necessity up to not knowing why this is the case. 
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Figure 3: Cooperation with sports management educational institution (n=54) 

Typical recruitment instruments include personal contacts/word of mouth (n=43), announcements 

on organisation homepage (n=44), internal announcements (n=34), internships (n=32) and social 

media (n=26). Figure 4 gives an overview on all recruitment instruments used by the organisations 

represented by the respondents of the survey. 

48%

52%

Does your organisation currently have a cooperation with an 
institute that teaches sports management?

Yes

No
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Figure 4: Recruitment instruments of German respondents (n=53) 

6.4 Current competencies of professionals in the area of sports management  

When asked to rate their own current competencies in the area of sport management on a scale 

from 1 to 5 (1= weak; 5 = excellent), the respondents averaged with all 72 competencies at a mean 

value of 3.63 (n=53). Table 6 shows the competencies with an average mean value of 4.0 and above 

(the Top 5 competencies marked with an asterisk). 
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Table 8: Top current competencies of professionals in the area of sport management in Germany 
(with an average mean value of 4.0 and above; n=53) 

Competence 
Average 
(1=weak; 5=excellent) 

Ability to work autonomously* 4.70 

Organizational skills* 4.41 

Problem solving skills* 4.37 

Desire to succeed* 4.33 

Planning skills* 4.28 

Capacity to learn 4.26 

Teamwork 4.22 

Service orientation 4.20 

Capacity for applying knowledge in practice 4.17 

Strategic planning and development 4.11 

Ability to work in an interdisciplinary team 4.09 

Project design and management 4.08 

Oral communication 4.07 

Social intelligence 4.07 

Communication skills and management 4.02 

Decision making skills 4.00 

Capacity to adapt to new situations (Flexibility) 4.00 

* =Top 5 Current Competencies 

From the self-rating of the respondents regarding their current competencies in the area of sport 

management, we can conclude that they regard themselves as well qualified for their current jobs. 

On average, the respondents regard themselves as especially competent with the ability to work 

autonomously, organisational skills, problem solving skills, the desire to succeed and planning skills. 

6.5 Future competencies of professionals in the area of sport management  

When asked to estimate the importance of competencies in the area of sport management in the 

future on a scale from 1 to 5 (1= not at all important; 5 = very important), the average result of all 

72 competencies was 3.99 (n=51). Table 9 shows the most important future competencies with an 

average of 4.40 and above (the Top 5 competencies marked with an asterisk). 
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Table 9: Top future competencies in the area of sport management in Germany (with an average 
mean value of 4.40 and above; n=51) 

 
Future Competencies 

Average 
(1=not at all important; 5=very important) 

Teamwork* 4.63 

Networking* 4.63 

Oral communication* 4.58 

Decision making skills* 4.58 

Capacity for applying knowledge in practice* 4.54 

Problem solving skills 4.52 

Organizational skills 4.50 

Ability to work autonomously 4.46 

Digital marketing 4.43 

Planning skills 4.43 

Leadership skills 4.42 

Communication skills and management 4.42 

Capacity to learn 4.40 

* =Top 5 Future Competencies 

Out of the 72 different competencies examined within the survey, the so-called “soft skills”, such as 

teamwork, networking, oral communication, decision-making skills and capacity for applying 

knowledge in practice are considered most important in the future.  

6.6 Core competencies 

In a next step, we compared current and future competencies as reported by the respondents of 

the survey. This comparison appears to be particularly important for sport management education 

development. Therefore, we considered competencies that are estimated to be important in the 

future (with an average mean value of 3.99 and above), as well as a high differences between future 

and current competencies. Table 10 gives an overview of the most striking differences between 

future and current competencies of professionals in the area of sport management (the five 

competencies showing the highest discrepancies are marked with an asterisk). 
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Table 10: Differences between current future competencies with high importance (with an average 
mean value of 3.9 and above for future competencies, and an average difference of 0.5 and above; 
n=49) 

Core competencies  Current Future  Difference 

Digital marketing* 3.2 4.4 1.2 

Use of virtual media / platforms in work* 3.1 4.3 1.2 

Use of social media in work* 3.3 4.3 1.0 

Sales management* 3.2 4.0 0.8 

Knowledge of a second language* 3.3 4.1 0.8 

Networking 3.8 4.6 0.8 

Customer relations management 3.3 4.0 0.7 

Sponsorship management 3.6 4.3 0.7 

Critical and self-critical abilities 3.7 4.3 0.6 

Marketing 3.6 4.2 0.6 

Decision making skills 4.0 4.6 0.6 

Leadership skills 3.9 4.4 0.5 

Crisis management 3.5 4.0 0.5 

Oral communication 4.1 4.6 0.5 

* =Top 5 Core Competencies 

The highest discrepancies between future and current competencies can be found in terms of 

digitalisation and information technology, showing the high need to emphasise more in sport 

management study programmes. Increasingly important are also networking skills and sales 

management and should be given higher priority in sport management curricula. 

6.7 Developing “Unimportant” competencies 

There are a few competencies, which were estimated by the respondents to be less important than 

the ones presented in in Table 10. However, there are high differences in terms of future and current 

competencies a well. Table 11 presents the highest differences between future and current 

competencies for those competencies that appear to be less important in the future for 

professionals in the area of sport management. We considered future competencies with an 

average mean value below 4.0 and a high difference in comparison to current competencies (the 

five competencies showing the highest discrepancies are marked with an asterisk). 
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Table 11: Differences between current and future competencies with low importance (with an 
average mean value of less than 4.0 for future competencies and an average difference of 0.4 and 
above; n=50) 

Further competencies to be developed  Current Future  Difference 

Physical activities for the disabled* 2.6 3.4 0.8 

Ability to utilize big data* 2.9 3.7 0.8 

Business intelligence in sport* 2.9 3.7 0.8 

Sports related legislation* 2.8 3.5 0.7 

Legacy planning* 2.8 3.4 0.6 

Recruitment 3.2 3.8 0.6 

Financial management 3.3 3.8 0.5 

Ability to create new products or services 3.4 3.9 0.5 

Corporate social responsibility (CSR) 3.2 3.7 0.5 

Sport facility management 2.9 3.3 0.4 

Risk management 3.1 3.5 0.4 

Sport tourism 2.7 3.1 0.4 

* =Top 5 “Unimportant” Competencies 

In general it can be summarised, that the expectations of future sport managers are much higher 

than the own current competencies5. Only seven competencies seem to be less important in the 

future than today, whereby differences in the mean values are rather low. Table 12 shows those 

competencies that appear to be less important for the future than currently. 

Table 12: Competencies weighted less important in the future than currently as answered by German 
respondents (with an average difference of below 0; n=51) 

Changing Competencies Current Future Difference 

Ability to work autonomously 4.7 4.5 -0.2 

Understanding of cultures and customs 3.7 3.5 -0.2 

Knowledge of the people's need for physical activity 3.5 3.4 -0.1 

Community life in general 3.7 3.5 -0.1 

Research skills 3.0 2.9 -0.1 

Knowledge of health issues 3.4 3.3 -0.1 

Ability to make conclusions from research data 3.8 3.7 -0.1 

6.8 Conclusions 

The 54 experts, who responded to our survey fill leading positions in the field of sport management 

and include top tier managers (50 %) and other specialists with responsibilities for human resource 

management in their organisations. They represent typical sectors of the sport labour market (non-

                                                      

5 Average mean value of current competencies = 3.63; average mean value of future requirements = 3,99.  
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profit sport organisations, professional sport clubs, public sector organisations, private sport 

businesses). The majority of the respondents work within non-profit sport organisations. Some 81 

% of the respondents are male and 19 % female.  

While the commercialisation of the sport market in Germany cannot be characterised as a tendency 

any more, this might be fairly the case for digitalisation. The latter can be regarded as a major finding 

of the present study. This is documented by the nearly uniform perception of the respondents, who 

stated that the development of the IT sector affects their future working environments 

considerably. Half of the respondents believe that within the next ten years new professions and 

occupations will be created within the information technology sector (especially social media and 

online marketing). A bit more than half of the respondents state that their organisations currently 

cooperate with an institution of higher education. When it comes to recruitment processes, the 

respondents name personal contacts and word-of-mouth as important means of finding new 

employees. 

Furthermore, the study demonstrates that the so-called “soft skills” gain in importance for sport 

managers. Out of the 72 different competencies examined within the survey, networking, 

teamwork, oral communication, and decision-making and leadership skills are considered very 

important future competencies for professionals in the area of sport management. 

It is interesting to note that the respondents believe that on average the competencies, which they 

currently possess, will be even more important in the future. Competencies in the area of IT (in 

particular digital marketing, virtual media and social media) will increasingly be needed in the future. 

There are only seven out of the 72 competencies examined that are perceived to be slightly less 

important in the future. 

It can be stated that institutions of higher education in Germany are well suited for conveying the 

competencies future sport managers need in the course of the sport management study 

programmes offered. However, to successfully fulfil the “contractual” requirement by the sport 

labour market, an understanding of the current and future requirements of the sport labour market 

is of great importance. 

As we have emphasised in this report, the sport labour market is very diverse. Therefore, we 

conducted a sectoral analysis, including non-profit sport organisations, professional sport clubs, 

public sector organisations and private sport business to be able to show similarities and differences 

between the sectors.  
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7. Sector Analysis 
This chapter explores the data for each of the four sectors individually. First, the representatives of 

each sector are briefly introduced. Then we focus on the fastest growing areas within the sectors, 

recruitment behaviour and finally the current and future competencies within each of the sectors6.   

The respondents of the survey hold different positions in their respective organisation. We have 

classified their job positions according to hierarchical levels in (sport) organisations and followed a 

model provided by Kent and Chelladurai (2001), and Oja, Bass and Gordon (2015). According to the 

model, we can distinguish between top tier, middle tier and third their positions.  

With 26 out of 54 respondents (48 %), the majority represent non-profit sport organisations. Some 

16 individuals (62 %) can be regarded as top tier managers, holding positions, such as general 

manager, member of the board or secretary general. Another eight individuals (31 %) hold middle 

tier positions, such as project managers and two individuals (7 %) are filling third tier positions, such 

as assistant positions. 

Another 12 respondents of the survey represent professional sport clubs. With five individuals (42 

%), the share of top tier managers (mostly general managers or group managers) is lower, as 

compared with the non-profit-organisations. This is followed by four individuals (33 %) in middle 

tier management positions and three individuals (25 %) holding third tier positions. 

We have seven respondents that represent public sector organisations, such as institutions of higher 

education and municipalities. Three out of the seven respondents (43 %) are professors in 

institutions of higher education, all being chairs of sport management study programs, and are 

classified as top tier managers. We do not have any individual that can be regarded as middle tier 

manager. Another four individuals (57 %) can be classified in third tier positions, such as 

administrators in municipalities. 

A total of nine respondents of the survey represent private sport businesses, such as sport 

marketing agencies, private fitness clubs or own businesses. Three out of nine individuals (33 %) are 

top tier managers, such as owners and general managers. The highest share of respondents in 

private sport businesses are classified in middle tier positions, such as branch managers or project 

managers. Some five individuals (56 %) are holding such positions. Only one individual (11 %) holds 

a third tier position. 

Altogether we have half of the respondents across all sectors holding top tier management 

positions. These individuals are in the best position to assess the current situation of the sport 

labour market and are also in decision-making functions, allowing us to present a reliable status quo 

and future developments for professionals in the area of sport management in Germany. 

                                                      

6 An overview of the current and future competencies based on sector analyses can be found in the attachment (Tables 
3 and 4).  
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Figure 5 presents the classification of our survey respondents in hierarchical levels of their 

respective organisation in the four sectors being subject to the analysis. 

 

Figure 5: Classification of respondents in hierarchical levels across four sectors (n=54), according to 
Kent & Chelladurai (2001); Oja, Bass & Gordon (2015) 

In the following chapters, we will present the results of the sector analysis for the four sectors non-

profit sport organisations, professional sport clubs, public sector organisations and private sport 

businesses.  

7.1 Non-profit Sport Organisations 

The mainstay of sport in Germany is the community sports club, which relies on the support of its 

members to sustain its activities (member’s association). These clubs are either single-sport 

organisations, such as football or tennis clubs or multifunctional, and provide different sports under 

one roof. Whereas smaller member-based clubs are nearly always managed by volunteers, bigger 

clubs increasingly hire paid employees. In addition, there are a number of federations at the 

national, regional and local levels, whose primary role is to provide administrative support to the 

individual clubs, organize competitions and generally develop the sport they represent (e.g. 

football) or sport in general. While these organisations have may paid employees, they still rely on 

a large volunteer workforce to deliver their programmes. Our sample includes multifunctional 

grassroots sport clubs with a large membership base as well as national and regional sport 

federations and confederations. 

With a total of 26 professionals working within non-profit sports organizations this group makes up 

the largest part of the sample. The typical interviewee is between the age of 40 and 49 years old 

and male (77 %). He is very likely to have a degree from an institution of higher education (89 %).  
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7.1.1 Fastest growing areas 

For non-profit sport organisations, the fastest growing positions emerge in the area of 

coaching/lecturing (10 out of 11 total mentions; 91 %), project management (12 out of 19 total 

mentions; 63 %) were reported by respondents representing this sector. A similar relevance can be 

attributed to positions in administrations (9 out of 14; 64 %). The fastest growing positions in total 

are in PR and (Social Media) Marketing. Some 9 out of the 19 total mentions (47 %) concern non-

profit organisations, showing a high relevance for the sector. Interestingly enough, all five mentions 

of the functional area of Corporate Social Responsibility originate in this sector. Especially, the 

growing demand for coaches, administrators, project managers and marketing and PR specialists 

could be referred to an increasing process of professionalisation of non-profit sport organisations 

in Germany. Positions in sales (1 out of 10 total mentions, 10 %); digitalisation and IT (2 out of 9 

total mentions, 22 %) and internationalisation (1 out of 3 total mentions, 33 %) are growing positions 

too, but with less emphasis than in the other sectors being subject of the study. Table 13 gives an 

overview of the fastest growing functional areas in non-profit-sport organisations in Germany. 

Table 13: Fastest growing functional areas in non-profit sport organisations in Germany (n=26) 

 
Functional areas 

Mentions  
(max. 3) 

PR & (Social Media-) Marketing 9 

Project Management 12 

Sales 1 

Administration 9 

Digital 2 

Coaching/Lecturing 10 

HRM 0 

Management 2 

(Corporate) Social Responsibility 5 

Assistant Positions 2 

Internationalisation 1 

Other 2 

Total 55 

 

7.1.2 Recruitment 

When looking at the recruitment instruments being used in non-profit sport organisations in 

Germany, we find that a large majority uses announcements on the organisation’s homepage (96 

%) and personal contacts / word of mouth (88 %). These two recruitment instruments have a higher 

significance for non-profit sport organisations than for organisations across all sectors (83 % and 81 

% respectively). Other recruitment tools are used as well and correspond in most cases to the overall 
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trend across all sectors. Interestingly, the use of social media (54 %) is slightly higher than in all 

sectors (49%). In addition, non-profit sport organisation avail themselves more of the assistance of 

employment agencies (31 %) than organisations across all sectors do (21 %). Figure 6 gives an 

overview of the recruitment tools being used in non-profit sector sport organisations. 

 

 

Figure 6: Recruitment in Non-Profit Sport Organisations (n=26) 

7.1.3 Competencies 

Considering the current competencies that the respondents of the survey reported to possess, a 

total of 16 competencies stand out as above average The competencies with the highest mean 

values are related to the ability to work autonomously (4.69), planning skills (4.38) and the desire 

to succeed (4.35). This is followed by competencies related to the organisation of sports for all 

events (4.35) and sales management (4.23). Whereas the former three competencies present top 

five competencies across all sectors, are the latter two competencies less emphasised across all 

sectors. Problem solving skills are more emphasised across all sectors than it is the case for non-

profit sport organisations. Table 14 gives an overview of the strongest current competencies of non-

profit sport organisation professionals in Germany. 

  

96%

88%

62%

54%

58%

38%

54%

31%

15%

12%

8%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Announcements in organization's home page

Personal contacts / word of mouth

Internal announcements

Internships

External announcements (in print media)

Online career portals

Social media

Employment agency/Recruitment consultant

Database of prior candidates

Student research projects

Business networks (LinkedIn, XING)

Fairs and professional events

Ads on Facebook or Google

Newsletter

Recruitment in Non-Profit Sports Organizations (n=26)



 

29 
 

Table 14: Strongest current competencies of non-profit sport organisation professionals in Germany 
(with an average mean value of 4.0 and above; n=26) 

  Mean SD 

Ability to work autonomously* 4.69 0.549 

Planning skills* 4.38 0.637 

Desire to succeed* 4.35 0.745 

Organization of sports for all -events 4.35 0.745 

Sales management 4.23 0.710 

Strategic planning and development 4.19 0.849 

Problem solving skills* 4.16 0.688 

Capacity to learn 4.15 0.732 

Written communication 4.15 0.732 

Physical activities for the disabled 4.15 0.675 

Capacity for applying knowledge in practice 4.12 0.766 

Stakeholder management 4.12 0.711 

Marketing 4.08 0.702 

Interest to follow the development of the sport management field 4.00 0.849 

*=Belonging to the Top 5 Current Competencies Overall (see Table 6) 

It is also interesting to note the current competencies with the lowest average mean score. Whereas 

it might be not surprising that the respondents rated themselves less competent with the ability to 

utilise big data (2.92), legacy planning (2.92), sport facility management (2.73) and sport tourism 

(2.73), it appears to be very surprising that the respondents rate their competencies related to 

organisational skills low. Organisational skills represent a top five competence having regard to all 

sectors analysed. Table 15 gives an overview of the weakest current competencies of non-profit 

sport organisation professionals in Germany. 

Table 15: Weakest current competencies of non-profit sports organisation professionals in Germany 
(with an average mean value of 3.0 and below; n=26) 

 Mean SD 

Ability to utilize big data 2.92 1.017 

Legacy planning 2.92 0.845 

Sport facility management 2.73 1.151 

Sport tourism 2.73 0.962 

Recruitment 2.73 1.041 

Organizational skills* 2.54 0.989 

*=Belonging to the Top 5 Current Competencies Overall (see Table 6) 

Considering the future competencies, there are 18 items, which were defined to be very important 

(on average above 4.40). The competencies with the highest future importance, as reported by the 

respondents of the survey, are related to networking (4.67), marketing (4.61), digital marketing 
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(4.61), strategic planning and development (4.58) and decision-making skills (4.58). Networking and 

decision-making skills are considered very important for the future across all sectors as well. Table 

16 presents the top future competencies according to non-profit sport organisation professionals in 

Germany. 

Table 16: Top future competencies of non-profit sport organisation professionals in Germany (with 
an average mean value of 4.4 and above; n=25) 

  Mean SD 

Networking* 4.67 0.565 

Marketing 4.61 0.656 

Digital marketing 4.61 0.656 

Strategic planning and development 4.58 0.654 

Decision making skills* 4.58 0.584 

Organization of sports for all -events 4.54 0.658 

Capacity for applying knowledge in practice* 4.54 0.509 

Use of social media in work 4.52 0.730 

Physical activities for the disabled 4.52 0.665 

Ability to work autonomously 4.50 0.590 

Planning skills 4.50 0.511 

Problem solving skills 4.50 0.722 

Leadership skills 4.50 0.659 

Sales management 4.46 0.658 

Capacity to adapt to new situations (Flexibility) 4.46 0.588 

Capacity to learn 4.46 0.658 

Understanding of cultures and customs 4.43 0.728 

Social intelligence 4.42 0.717 

Stakeholder management 4.42 0.654 

Customer relations management 4.41 0.666 

*=Belonging to the Top 5 Future Competencies Overall (see Table 7) 

Only the item recruitment (m=2.96) was categorised as less important on average. 

As a next step, we considered the core competencies (see Chapter 6.6) for this sector. In order to 

define core competencies, we considered future competencies of non-profit sport organisation 

professionals above the average mean value for all competencies for the whole sector (4.03) and 

having a difference of 0.5 and over as compared with current competencies according to non-profit 

sport organisation professionals. The biggest gaps can be identified for competencies related to the 

use of social media work (difference=1.16; m=4.52), digital marketing (difference=1.01; m=4.62), 

knowledge of a second language (difference=0.94, m=4.17), understanding of cultures and customs 

(difference=0.86, m=4.43), and risk management (difference=0.85, m=4.29). The first three 

competencies also show the highest discrepancies between future and current competencies for 
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sport management professionals across all sectors. Table 17 gives an overview regarding the 

differences between future and current competencies according to non-profit sport management 

professionals in Germany. 

Table 17: Differences between current and future competencies according to professionals in non-
profit sport organisations in Germany (with an average mean value of above 4.03 for future 
competencies, and an average difference of 0.5 and more; n=25) 

 
 

Future Current   
Difference Mean SD Mean SD 

Use of social media in work* 4.52 0.730 3.36 0.907 1.16 

Digital marketing* 4.61 0.656 3.60 0.764 1.01 

Knowledge of a second language* 4.17 0.963 3.23 1.177 0.94 

Understanding of cultures and customs 4.43 0.728 3.58 0.987 0.86 

Risk management 4.29 0.955 3.44 1.083 0.85 

Customer relations management 4.41 0.666 3.60 0.866 0.81 

Networking 4.67 0.565 3.88 0.952 0.78 

Change management 4.17 0.761 3.46 0.859 0.71 

Leadership skills 4.50 0.659 3.81 0.634 0.69 

Social intelligence 4.42 0.717 3.77 0.652 0.65 

Decision making skills 4.58 0.584 3.96 0.662 0.62 

Entrepreneurial spirit 4.29 0.690 3.69 0.884 0.60 

Knowledge of the changing trends in the society 4.13 0.694 3.54 0.948 0.59 

Critical and self-critical abilities 4.33 0.565 3.77 0.652 0.56 

Capacity to adapt to new situations (Flexibility) 4.46 0.588 3.92 0.744 0.54 

Marketing 4.61 0.656 4.08 0.702 0.53 

 *=Belonging to the Top 5 Core Competencies Overall (Table 8) 

Furthermore, we considered future competencies that were perceived less important by the 

respondents of the survey (see Chapter 6.7). These competencies score below the average mean 

value for all competencies for the whole sector (4.03) and have a difference of 0.5 and over as 

compared with current competencies of non-profit sport management professionals. The biggest 

gaps can be found with competencies related to the ability to utilise big data (difference=0.87; 

m=3.79), project design and management (difference=0.72; m=3.83), sport tourism 

(difference=0.69; m=3.42), organisational skills (difference=0.68; m=3.22) and financial 

management (difference=0.61; m=3.88). High discrepancies for competencies related to the ability 

to use big data can also be found across all sectors. Interestingly, competencies related to 

organisational skills are perceived to be much more important in the future by the respondents of 

the survey representing the non-profit sport organisations, although still being far below overall 

trend (m=4.50). Table 18 gives an overview regarding the differences between future and current 
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competencies of non-profit sport management professionals in Germany, being considered less 

important competencies. 

Table 18: Differences between current and future competencies according to professionals in non-
profit sport organisations in Germany (with an average mean value of less than 4.03 for 
competencies and an average difference of 0.5 and above; n=25) 

  
Future Current   

Difference Mean SD Mean SD 

Ability to utilize big data* 3.79 0.932 2.92 1.017 0.87 

Project design and management 3.83 0.963 3.12 0.816 0.72 

Sport tourism 3.42 0.974 2.73 0.962 0.69 

Organizational skills 3.22 0.671 2.54 0.989 0.68 

Financial management 3.88 0.947 3.27 1.002 0.61 

Business intelligence in sport* 3.87 0.548 3.28 0.792 0.59 

Legacy planning* 3.50 0.590 2.92 0.845 0.58 

Data management skills 4.00 0.780 3.50 0.906 0.50 

*=Belonging to the Top 5 “Unimportant” Competencies Overall (see Table 9) 

In a last step, we looked at the competencies that are perceived by the respondents of the survey 

representing non-profit sport organisations to become less important in the future. There are only 

five competencies concerned. When looking at the differences between future and current 

competencies, we find only a slightly lower importance in the future. Table 19 presents the 

competencies that are perceived less important in the future for non-profit-sport organisation 

professionals in Germany. 

Table 19: Competencies weighted less important in the future than currently as answered by 
professionals in non-profit sport organisations in Germany (with an average negative difference of 
at least 0.1; n=25) 

 
Future Current 

  
Difference Mean SD Mean SD 

Basic general knowledge of sport management 
profession 

3.71 0.806 3.96 0.735 
-0.25 

Community life in general 3.42 0.717 3.65 0.745 
-0.24 

Knowledge of the people's need for physical activity 3.21 0.932 3.42 1.102 -0.21 

Ability to work autonomously 4.50 0.590 4.69 0.549 
-0.19 

Ability to make conclusions from research data 3.54 0.833 3.68 0.945 -0.14 

 

In summary, we can say that the non-profit sport sector in Germany continues to professionalise. 

This can be observed with fast growing positions in project management, PR and (social media) 

marketing and administration. Due to their mostly national or regional spread, internationalisation 
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does not represent fast growing job opportunities for the sector. Growing positions are also 

identified with teaching and coaching as well as social responsibility. This trend can be referred to 

an increasing role of the member’s association sport clubs and national and regional federations in 

integrating new members of society (migrants).This is also reflected in the way that competencies, 

such as knowledge of a second language and understanding customs and cultures gain more 

importance in the future. In addition, networking and (digital) marketing competencies will be very 

important for future professionals in the sector. In terms of recruitment, non-profit sport 

organisations use mostly announcements of on the homepage and personal contacts / word of 

mouth as most preferable instruments from an array of other instruments. 

7.2 Professional Sports Clubs 

Professional sports clubs and leagues are considered to play and compete in large stadia and arenas, 

attract thousands of spectators and generate mass media coverage. These clubs hire players and 

athletes who are paid by the clubs for the provision of their services. In addition, these clubs employ 

increasingly specialised athlete support personnel, such as coaches, assistant coaches, sport 

psychologists, sport physicians, and video analysts. In most cases, these professional sports clubs 

follow a boardroom or corporate management model, with general managers or CEOs at the top of 

the organisation and highly specialised sport management professionals, such as marketing, 

operations, finance, and event management in middle and lower management.  

Our sample includes 11 representatives from professional sports clubs from football, handball, 

basketball and ice hockey from top tier leagues. The average professional in this sector (according 

to our sample) is between 35 and 39 years old and male (92 %). He is likely to have a degree from 

an institution of higher education (75 %).  

7.2.1 Fastest growing areas 

For professional sports clubs, the fastest growing positions emerge in the area of sales and PR and 

(social media) marketing. Some 8 out of 10 total mentions (80 %) concerning position in sales and 

more than half (13 out of 25 total mentions; 52 %) of PR and (social media) marketing positions were 

reported by professionals from professional sports clubs, demonstrating a high relevance for the 

sector. In addition, positions concerning digitalisation and IT grow fast (4 out of 9 total mentions, 44 

%) according to the respondents to the survey representing professional sports clubs. It is 

interesting to note that these individuals see project management positions to grow slower than it 

is the case for all respondents. Furthermore, none of the respondents from professional sports clubs 

mentioned corporate social responsibility as fast growing positions. Table 20 gives an overview of 

the fastest growing functional areas according to professionals from professional sports clubs in 

Germany. 
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Table 20: Fastest growing functional areas in professional sports clubs in Germany (n=11) 

 
Functional areas 

Mentions  
(max. 3) 

PR & (Social Media-) Marketing 13 

Project Management 1 

Sales 8 

Administration 2 

Digital 4 

Coaching/Lecturing 0 

HRM 0 

Management 0 

(Corporate) Social Responsibility 0 

Assistant Positions 0 

Internationalisation 2 

Other 0 

Total 30 

 

7.2.2 Recruitment 

When looking at the recruitment instruments being used in professional sports clubs in Germany, 

we find that a large majority uses personal contacts / word of mouth (92 %) and internships (88 %). 

In particular, internships appear to be a recruitment tool that is relevant for professional sports 

clubs when compared to all sectors (60 %). As with all sectors, announcements on the organisation’s 

homepage are also popular (75 %). Although their share is comparably low, fairs and professional 

events (17 %) as well as ads on Google or Facebook (17 %) are more popular for professional sports 

clubs than for organisations from all sectors. Figure 7 gives an overview of the recruitment tools 

being used in professional sports clubs. 
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Figure 7: Recruitment in Professional Sports Clubs (n=12) 

7.2.3 Competencies 

Considering the current competencies that the respondents of the survey reported to possess, a 

total of 21 competencies stand out as above average The competencies with the highest mean 

values are related to the ability to work autonomously (4.83), capacity to learn (4.67) and the 

capacity to adapt to new situations (4.67). This is followed by competencies related to organisational 

skills (4.58) and oral communication (4.42). All of the top five current competencies across all sectors 

can also be found with the strongest current competencies of professionals working in professional 

sports clubs, with the ability to work autonomously at the top. Table 21 gives an overview of the 

strongest current competencies as reported by respondents from professional sports clubs. 
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Table 21: Strongest current competencies according to professionals working in professional sport 
clubs in Germany (with an average mean value of 4.0 and above; n=11) 

*=Belonging to the Top 5 Current Competencies Overall (see Table 6) 

It is also interesting to note the current competencies with the lowest average mean score. 

Professionals from the sector regards themselves as not very competent with sports related 

legislation (2.42), physical activities for the disabled (2.33) and sport tourism (2.33). Table 22 gives 

an overview of the weakest current competencies as reported by professionals in professional 

sports clubs. 

  

  Mean SD 

Ability to work autonomously* 4.83 0.389 

Capacity to learn 4.67 0.492 

Capacity to adapt to new situations (Flexibility) 4.67 0.492 

Organizational skills* 4.58 0.515 

Oral communication 4.42 0.669 

Problem solving skills* 4.42 0.515 

Teamwork 4.42 0.669 

Communication skills and management 4.36 0.924 

Strategic planning and development 4.33 0.492 

Capacity for applying knowledge in practice 4.33 0.651 

Desire to succeed* 4.33 0.778 

Planning skills* 4.33 0.492 

Service orientation 4.33 0.888 

Social intelligence 4.33 0.651 

Written communication 4.27 0.647 

Ability to work in an interdisciplinary team 4.25 0.754 

Project design and management 4.25 0.622 

Decision making skills 4.17 0.718 

Networking 4.17 0.937 

Interest to follow the development of the sport management field 4.08 0.900 

Analyzing skills 4.08 0.669 

Cooperation across different administration sectors 4.08 0.996 

Critical and self-critical abilities 4.08 0.900 

Knowledge of the changing trends in the society 4.08 0.669 
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Table 22: Weakest current competencies according to professionals working in professional sports 
clubs in Germany (with an average mean value of 3.0 and below; n=11) 

 

Considering the future competencies, there are 18 items, which were defined to be very important 

(on average above 4.40). The competencies with the highest future importance, as reported by the 

respondents of the survey, are related to networking (5.00), decision-making skills (4.83), teamwork 

(4.75), the ability to work autonomously (4.67) and oral communication (4.67). It is interesting to 

note that every single respondent of the survey from professional sports clubs regard networking 

as a very important future competency. All of the top future competencies across all sectors can 

also be found with most important future competencies according to professionals working in 

professional sports clubs. Table 23 presents the most important future competencies according to 

the respondents from professional sports clubs in Germany. 

  

 Mean SD 

Digital marketing 3.00 0.953 

Research skills 3.00 0.953 

Ability to utilize big data 2.92 0.900 

Business intelligence in sport 2.91 1.044 

Sport facility management 2.67 0.985 

Legacy planning 2.64 1.027 

Sports related legislation 2.42 1.084 

Physical activities for the disabled 2.33 0.985 

Sport tourism 2.33 0.778 
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Table 23: Top future competencies according to professionals working in professional sports clubs in 
Germany (with an average mean value of 4.4 and above; n=11) 

  Mean SD 

Networking* 5.00 0.000 

Decision making skills* 4.83 0.389 

Teamwork* 4.75 0.452 

Ability to work autonomously 4.67 0.492 

Oral communication* 4.67 0.492 

Capacity for applying knowledge in practice* 4.67 0.492 

Problem solving skills 4.67 0.492 

Communication skills and management 4.67 0.651 

Written communication 4.67 0.651 

Social intelligence 4.58 0.515 

Critical and self-critical abilities 4.58 0.515 

Leadership skills 4.58 0.669 

Capacity to adapt to new situations (Flexibility) 4.58 0.515 

Organizational skills 4.58 0.515 

Capacity to learn 4.50 0.522 

Strategic planning and development 4.50 0.522 

Digital marketing 4.50 0.674 

Planning skills 4.42 0.669 

Capacity to generate new ideas (Creativity) 4.42 0.515 

*=Belonging to the Top 5 Future Competencies Overall (see Table 7) 

Three items were categorized as ”unimportant” on average: sport facility management (m=2.92), 

research skills (m=2.67) and sport tourism (m=2.67). 

As a next step, we considered the core competencies (see Chapter 6.6) for this sector. For this, we 

filtered for future competencies as assessed by professionals from professional sports clubs above 

the average mean value (3.97) and having a difference of 0.5 and over as compared with current 

competencies according to these professionals. A remarkable gap can be identified for 

competencies related to digital marketing (difference=1.50; m=4.50). Big gaps can also be found 

with competencies related to the use of social media work (difference=1.08; m=4.33), the use of 

virtual media / platforms in work (difference=1.00; m=4.71), networking (difference=0.83; m=5.00) 

and decision-making skills (difference=0.67; m=4.83). It is very remarkable that there are three 

competencies, which can be associated with digitalisation and IT with the highest gaps. Table 24 

gives an overview regarding the differences between future and current competencies according to 

the respondents from professional sports clubs in Germany. 
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Table 24: Differences between current competencies and future requirements of professionals 
working in professional sports clubs in Germany (with an average mean value of above 3.97 for 
future requirements, and an average difference of 0.5 and more; n=11) 

  
Future Current 

Differences Mean SD Mean SD 

Digital marketing* 4.50 0.674 3.00 0.953 1.50 

Use of social media in work* 4.33 0.778 3.25 0.965 1.08 

Use of virtual media / platforms in work* 4.17 0.835 3.17 1.030 1.00 

Networking 5.00 0.000 4.17 0.937 0.83 

Decision making skills 4.83 0.389 4.17 0.718 0.67 

Leadership skills 4.58 0.669 4.00 0.739 0.58 

Sponsorship management 4.17 0.835 3.64 0.809 0.53 

Critical and self-critical abilities 4.58 0.515 4.08 0.900 0.50 

Capacity to generate new ideas (Creativity) 4.42 0.515 3.92 0.793 0.50 

Entrepreneurial spirit 4.17 0.577 3.67 0.888 0.50 

*=Belonging to the Top 5 Core Competencies Overall (Table 8) 

Furthermore, we considered future competencies that were perceived less important by the 

respondents of the survey (see Chapter 6.7). These competencies score below the average mean 

value for all competencies assessed by the respondents from professional sports clubs (3.97) and 

have a difference of 0.5 and over as compared with current competencies reported by these 

respondents. A remarkable gap can be identified with competencies related to physical abilities for 

the disabled (difference=1.48; m=3.82). Table 25 gives an overview regarding the differences 

between future and current competencies according to the respondents from professional sports 

clubs in Germany, being considered less important competencies. 

Table 25: Differences between current competencies and future requirements according to 
professionals working in professional sports clubs in Germany (with an average mean value of less 
than 3.97 for future requirements and an average difference of 0.5 and above; n=11) 

  
Future Current 

Differences Mean SD Mean SD 

Physical activities for the disabled* 3.82 0.982 2.33 0.985 1.48 

Sports related legislation* 3.17 0.718 2.42 1.084 0.75 

Business intelligence in sport* 3.58 0.515 2.91 1.044 0.67 

Sales management 3.83 0.937 3.17 0.937 0.67 

Legacy planning* 3.27 0.647 2.64 1.027 0.64 

Environmental concern 3.67 0.888 3.08 0.996 0.58 

Marketing 3.92 0.793 3.42 0.793 0.50 

Ability to create new products or services 3.75 0.965 3.25 0.965 0.50 

*=Belonging to the Top 5 “Unimportant” Competencies Overall (Table 9) 
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Additionally, we considered competencies that are perceived by the respondents of the survey 

representing professional sports clubs to become less important in the future. There are some 

competencies, where this seems to be the case. However, there are two competencies where there 

is a noticeable difference of 0.5. These are knowledge of health issues and data management skills. 

For the other competencies, we find only a slightly lower importance in the future. Table 26 presents 

the competencies that are perceived less important in the future according to the respondents from 

professional sports clubs. 

Table 26: Competencies weighted less important in the future than currently as answered by German 
professionals in non-profit sports organizations (with an average negative difference of at least 0.1; 
n=11) 

 
Future Current 

Difference Mean SD Mean SD 

Knowledge of health issues 3.08 0.996 3.58 0.793 -0.50 

Data management skills 3.33 0.888 3.83 0.718 -0.50 

Research skills 2.67 0.985 3.00 0.953 -0.33 

Knowledge of the people's need for physical 
activity 

3.25 0.754 3.58 0.793 
-0.33 

Ability to make conclusions from research 
data 

3.50 0.905 3.82 0.874 
-0.32 

Basic general knowledge of sport 
management profession 

3.58 1.084 3.83 1.030 
-0.25 

Ability to work autonomously 4.67 0.492 4.83 0.389 -0.17 

Ability to work in an international context 3.75 1.138 3.92 1.165 -0.17 

Event leadership 3.83 0.835 4.00 0.953 -0.17 

Knowledge of welfare policies 3.25 1.055 3.42 0.669 -0.17 

Capacity to learn 4.50 0.522 4.67 0.492 -0.17 

Service orientation 4.18 0.751 4.33 0.888 -0.15 

 

For the professional sports clubs in Germany we can summarise that the fastest growing positions 

can be found in the area of sales and PR and social media marketing and digitalisation and IT. In 

terms of recruitment instruments, personal contacts and internships as well as the use of the 

organisation’s homepage and social media are popular recruitment instruments for professional 

sports clubs. When it comes to the biggest gaps between current competencies possessed and 

future competencies needed, we find competencies related to digitalisation and IT at the top. It is 

also noteworthy that networking is regarded as the most important future competency in area of 

sport management.  
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7.3 Public Sector 

The role of the public sector in German sport is to provide an economic and cultural infrastructure, 

for example through the provision of municipal sports facilities and to give people a better quality 

of life by building institutions of education and health systems. The direct role of the public sector 

in sport is low, for example, there is no ministry of sport. Our sample consists of 7 professionals 

working within universities or similar institutions of higher education as well as municipalities. 

The average interviewee in this sector (according to our sample) is between 45 and 49 years old and 

male (100 %). All seven professionals have a degree from an institution of higher education.  

7.3.1 Fastest growing areas 

Due to the small sample within this sector it is difficult to derive a valid representation of this sector. 

Of the 11 mentioned functional areas 3 (27 %) surmise each project management and 

administration areas to grow in the next years. Table 27 gives an overview of the fastest growing 

functional areas in the public sports sector in Germany. 

Table 27: Fastest growing functional areas in the public sector in Germany (n=7) 

Functional areas 
Mentions  
(max. 3) 

PR & (Social Media-) Marketing 0 

Project Management 3 

Sales 0 

Administration 3 

Digital 0 

Coaching/Lecturing 1 

HRM 0 

Management 0 

(Corporate) Social Responsibility 0 

Assistant Positions 0 

Internationalisation 0 

Other 4 

Total 11 

 

7.3.2 Recruitment 

When looking at the recruitment instruments being used in the public sports sector in Germany, we 

find that the entire sample uses internal announcements. A large majority uses announcements on 

the organisation’s homepage (83 %) as well as external announcements (83 % and 67 % 
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respectively). Figure 8 gives an overview of the recruitment tools being used in the public sports 

sector in Germany. 

 

Figure 8: Recruitment in the Public Sector (n=6) 

7.3.3 Competencies 

First we look at the current competencies of the interviewed professionals within the public sector. 

The total average within this sector concerning current and future competencies was lower than 

the other sectors7.  

Considering the current competencies that the respondents of the survey reported to possess, a 

total of 13 competencies stand out as above average. The competencies with the highest mean 

values are related to the ability to work autonomously (4.57), organisational skills (4.57) and 

planning skills (4.57). Four of the five most important current competencies belong to the five most 

important current competencies overall. Table 28 gives an overview of the strongest current 

competencies according to professionals in the public sports sector in Germany. 

  

                                                      

7 An overview of the average mean of current and future competencies based on sector analyses can be found in the 
attachment (Table 2). 
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Table 28: Strongest current competencies of sports professionals working in the public sector in 
Germany (with an average mean value of 4.0 and above; n=7) 

*=Belonging to the Top 5 Current Competencies Overall (Table 6) 

It is also interesting to note the current competencies with the lowest average mean score (below 

3.0). The interviewed professionals from the public sector showed a tendency to be more critical 

with themselves than appears to be the case in the other sectors. Therefore the list of low current 

competencies is much longer (Table 29). While business related competencies such as sales 

management (1.71) and business intelligence in sports (1,86) do not surprise, the lack of knowledge 

concerning sport facility management (1,71) within the public sector is a bit surprising. This can be 

explained through our highly educated sample within this sector. To make representative 

statements about this sector we would need a larger sample.  

  

  Mean SD 

Ability to work autonomously* 4.57 0.535 

Organizational skills* 4.57 0.535 

Planning skills* 4.57 0.787 

Problem solving skills* 4.29 0.756 

Capacity to learn 4.29 0.488 

Ability to work in an interdisciplinary team 4.14 0.378 

Capacity for applying knowledge in practice 4.14 0.900 

Ethical commitment 4.14 0.900 

Teamwork 4.14 0.900 

The significance of sport and physical activity in the society 4.14 0.690 

Ability to make conclusions from research data 4.00 1.000 

Analyzing skills 4.00 0.816 

Concern for quality enhancement 4.00 0.816 

Data management skills 4.00 0.816 

Decision making skills 4.00 0.816 

Desire to succeed* 4.00 0.577 

Understanding of cultures and customs 4.00 1.155 

Written communication 4.00 0.577 
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Table 29: Weakest current competencies of sports professionals working in the public sector in 
Germany (with an average mean value of 3.0 and below; n=7) 

 Mean SD 

Basic general knowledge of sport management profession 3.00 1.732 

Entrepreneurial spirit 3.00 1.633 

Ability to create new products or services 3.00 1.291 

Sports related legislation 3.00 1.155 

Capacity to generate new ideas (Creativity) 2.86 1.069 

Recruitment 2.86 0.900 

Stakeholder management 2.86 1.215 

Elite sports event management 2.71 1.380 

Use of virtual media / platforms in work 2.71 0.488 

Sponsorship management 2.57 1.134 

Risk management 2.57 1.134 

Sport tourism 2.57 1.272 

Use of social media in work 2.43 0.976 

Corporate social responsibility (CSR) 2.43 1.618 

Marketing 2.43 1.134 

Customer relations management 2.29 0.951 

Legacy planning 2.14 0.690 

Digital marketing 2.00 1.155 

Business intelligence in sport 1.86 0.690 

Sales management 1.71 1.113 

Sport facility management 1.71 0.951 

 

Considering the future competencies there are only three which were defined to be very important 

(on average above 4.40). This can again be explained by the tendency of this specific sample to 

evaluate the competencies a bit more cautiously than the other sample groups. The competency 

teamwork is one of these three items and are considered very important for the future across all 

sectors as well. Table 30 presents the top future competencies according to professionals in the 

public sports sector in Germany. 

Table 30: Top future competencies of sports professionals working in the public sector in Germany 
(with an average mean value of 4.4 and above; n=7) 

  Mean SD 

Problem solving skills 4.43 0.787 

Teamwork* 4.43 0.787 

Leadership skills 4.43 0.787 

*=Belonging to the Top 5 Future Competencies Overall (Table 7) 
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On the other hand three items were also deemed as ”unimportant” on average. Here it is surprising 

that the competencies research skills and sport tourism are both found to be unimportant in the 

future of this sector.  

Table 31: Low future competencies of sports professionals working in the public sector in Germany 
(with an average mean value of 3.0 and below; n=7) 

  Mean SD 

Research skills 3.00 1.000 

Legacy planning 2.71 0.756 

Sport tourism 2.57 0.976 

 

Next we considered the core competencies (compare Chapter 6.6) for this sector. In order to define 

core competencies, we considered future competencies of public sport sector professionals above 

the average mean value for all competencies for the whole sector (3.81) and having a difference of 

0.5 and more as compared with current competencies of the same sector. The biggest gaps can be 

identified for competencies that deal with issues concerning digitalization as well as specific 

management competencies. Competencies focusing on digitalization trends are identified as core 

competencies within all sectors.  Table 32 gives an overview regarding the differences between 

future and current competencies according to professionals in the public sports sector in Germany. 
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Table 32: Differences between current competencies and future requirements of sports professionals 
working in the public sector in Germany (with an average mean value of above 3.81 for future 
requirements, and an average difference of 0.5 and more; n=7) 

*=Belonging to the Top 5 Core Competencies Overall (Table 8) 

Furthermore, we considered future competencies that were perceived less important by the 

respondents of the survey (see Chapter 6.7). These competencies score below the average mean 

value for all future competencies for the whole sector (3.81) and have a difference of 0.5 and over 

as compared with current competencies of non-profit sport management professionals. The biggest 

gaps can be found with the competencies that were identified as weak current competencies by the 

interviewed professionals. Large differences between current and future competencies were also 

found for customer relations management and CSR. Table 33 gives an overview regarding the 

differences between future and current competencies according to professionals in the public 

sports sector in Germany, being considered less important competencies. 

  
Future Current 

Differences Mean SD Mean SD 

Digital marketing* 4.00 0.816 2.00 1.155 2.00 

Sponsorship management 4.14 0.900 2.57 1.134 1.57 

Use of social media in work* 4.00 0.577 2.43 0.976 1.57 

Use of virtual media / platforms in work* 4.00 0.577 2.71 0.488 1.29 

Ability to utilize big data 4.14 0.900 3.14 1.215 1.00 

Volunteer management 4.14 0.900 3.14 1.864 1.00 

Crisis management 4.14 0.900 3.29 1.380 0.86 

Sports related legislation 3.86 0.900 3.00 1.155 0.86 

Basic general knowledge of sport 
management profession 

3.86 1.215 3.00 1.732 
0.86 

Interest to follow the development of the 
sport management field 

4.29 0.756 3.43 1.397 
0.86 

Networking 4.14 0.900 3.43 0.976 0.71 

Financial management 4.00 0.816 3.29 1.380 0.71 

Change management 3.86 0.900 3.14 1.215 0.71 

Knowledge of the changing trends in the 
society 

3.86 0.900 3.14 1.345 
0.71 

Leadership skills 4.43 0.787 3.86 0.690 0.57 

Human resource management 4.14 0.900 3.57 1.272 0.57 

Organization of sports for all -events 4.14 0.900 3.57 1.272 0.57 

Knowledge of a second language* 3.86 1.069 3.29 1.604 0.57 

Communication skills and management 4.29 0.756 3.71 0.951 0.57 
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Table 33: Differences between current competencies and future requirements of professionals 
working in professional sports clubs in Germany (with an average mean value of less than 3.81 for 
future requirements and an average difference of 0.5 and above; n=11) 

  
Future Current 

Differences Mean SD Mean SD 

Sport facility management 3.43 0.976 1.71 0.951 1.71 

Sales management 3.29 1.113 1.71 1.113 1.57 

Business intelligence in sport* 3.29 0.488 1.86 0.690 1.43 

Marketing 3.71 0.756 2.43 1.134 1.29 

Customer relations management 3.29 0.488 2.29 0.951 1.00 

Corporate social responsibility (CSR) 3.43 0.787 2.43 1.618 1.00 

Risk management 3.43 0.976 2.57 1.134 0.86 

Stakeholder management 3.71 1.254 2.86 1.215 0.86 

Ability to create new products or services 3.71 0.951 3.00 1.291 0.71 

Capacity to generate new ideas (Creativity) 3.57 0.535 2.86 1.069 0.71 

Recruitment 3.57 0.787 2.86 0.900 0.71 

Elite sports event management 3.43 1.512 2.71 1.380 0.71 

Legacy planning* 2.71 0.756 2.14 0.690 0.57 

Knowledge of welfare policies 3.71 0.951 3.14 1.345 0.57 

*=Belonging to the Top 5 “Unimportant” Competencies Overall (Table 9) 

In a last step, we looked at the competencies that are perceived by the respondents of the survey 

representing the public sport sector to become less important in the future. There are several 

competencies concerned. Table 34 presents the competencies that are perceived less important in 

the future for the public sport sector. 
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Table 34: Competencies weighted less important in the future than currently as answered by German 
sports professionals in the public sector (with an average negative difference of at least 0.1; n=7) 

In conclusion we advise caution with any derivations from this small sample. Though the averages 

of the competencies were lower in comparison to the rest of the overall sample, the results were 

very similar. According to the data the professionals within this sector see a large necessity in further 

developing specific competencies. Digitalization will have a large effect on the public sports sector. 

Hence, competencies within this area will become vitally important in the future.  

7.4 Private Sports Businesses 

The private sports businesses in Germany include for example commercial leisure centres that 

provide sport-related services – in particular fitness programmes – on a fee-for-service or user-pay 

principle. Gymnasia and swimming pools in Germany are either privately owned or municipality 

owned. In addition, with the commercialisation of sport, there is an increasing number of sport 

marketing agencies and consultancies. Our sample includes 9 professionals working mostly within 

fitness and clubs and sport marketing agencies. 

The typical interviewee is between the age of 45 and 49 years old and often male (67 %). He is very 

likely to have a degree from an institution of higher education (85 %).  

7.4.1 Fastest growing areas 

Due to the small sample within this sector it is difficult to derive a valid representation of this sector. 

The nine professionals in this sector listed a total of 13 fast growing functional areas. A quarter of 

 
 

Future Current 

Difference Mean SD Mean SD 

Research skills 3.00 1.000 3.86 1.069 -0.86 

The significance of sport and physical 
activity in the society 

3.43 0.976 4.14 0.690 
-0.71 

Ability to work in an interdisciplinary 
team 

3.57 0.787 4.14 0.378 
-0.57 

Ability to work autonomously 4.00 0.816 4.57 0.535 -0.57 

Understanding of cultures and customs 3.43 1.397 4.00 1.155 -0.57 

Planning skills 4.14 0.900 4.57 0.787 -0.43 

Organizational skills 4.29 0.951 4.57 0.535 -0.29 

Data management skills 3.71 0.951 4.00 0.816 -0.29 

Ability to communicate with experts in 
other fields 

3.57 0.787 3.86 0.690 
-0.29 

Community life in general 3.29 0.951 3.57 1.134 -0.29 

Environmental concern 3.14 0.378 3.43 0.787 -0.29 

Ethical commitment 4.00 1.000 4.14 0.900 -0.14 

Concern for quality enhancement 3.86 1.069 4.00 0.816 -0.14 

Capacity to learn 4.14 0.900 4.29 0.488 -0.14 
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the professionals surmises the areas of PR & (Social Media) Marketing, Project Management and 

Digitalization to grow in the near future (23 % each).  Table 35 gives an overview of the fastest 

growing functional areas in the private sports businesses in Germany. 

Table 35: Fastest growing functional areas in the private sports businesses in Germany (n=9) 

 
Functional areas 

Mentions  
(max. 3) 

PR & (Social Media-) Marketing 3 

Project Management 3 

Sales 1 

Administration 0 

Digital 3 

Coaching/Lecturing 0 

HRM 1 

Management 1 

(Corporate) Social Responsibility 0 

Assistant Positions 0 

Internationalisation 0 

Other 1 

Total 13 

 

7.4.2 Recruitment 

When looking at the recruitment instruments being used in the private sports businesses in 

Germany, we find that this sector focuses on online career portals (78 %) as well as personal contacts 

/ word of mouth and internal announcements (67 % respectively). Figure 9 gives an overview of the 

recruitment tools being used in private sports businesses in Germany. 
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Figure 9: Recruitment in Private Sports Businesses (n=9) 

7.4.3 Competencies 

First we look at the current competencies of the interviewed professionals within the private sports 

businesses. The total average within this sector shows higher expectations for future competencies 

and average current competencies in comparison to the other sectors (Table 2 in attachment). A 

total of 21 current competencies show an average of 4.0 and above. As in the other sectors the 

competencies with the highest mean values are related to the ability to work autonomously (4.67), 

social intelligence (4.56) and desire to succeed (4.56). Three of the five most important current 

competencies belong to the five most important current competencies overall. Table 36 gives an 

overview of the strongest current competencies according to professionals in private sports 

businesses in Germany. 

  

56%

67%

67%

44%

44%

78%

44%

11%

44%

11%

33%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Announcements in organization's home page

Personal contacts / word of mouth

Internal announcements

Internships

External announcements (in print media)

Online career portals

Social media

Employment agency/Recruitment consultant

Database of prior candidates

Student research projects

Business networks (LinkedIn, XING)

Fairs and professional events

Ads on Facebook or Google

Newsletter

Recruitment in Private Sports Businesses (n=9) 



 

51 
 

Table 36: Strongest current competencies according to professionals working in the private sports 
businesses in Germany (with an average mean value of 4.0 and above; n=9) 

*=Belonging to the Top 5 Current Competencies Overall (Table 6) 

It is also interesting to note the current competencies with low average scores (3.0 and below). 

Specific competencies concerning the process of digitalization were considered to be the weakest 

competencies by the professionals in private sports businesses. The ability to utilize big data (2.38) 

as the weakest of the current competencies is one example. Table 37 gives an overview of the 

weakest current competencies according to professionals in private sports businesses in Germany. 

  Mean SD 

Ability to work autonomously* 4.67 0.500 

Social intelligence 4.56 0.527 

Desire to succeed* 4.56 1.014 

Oral communication 4.33 0.707 

Planning skills* 4.33 0.500 

Problem solving skills* 4.33 0.500 

Service orientation 4.22 0.667 

Organizational skills* 4.22 0.667 

Ability to work in an interdisciplinary team 4.22 0.667 

Ability to communicate with experts in other fields 4.22 0.667 

Teamwork 4.11 0.333 

Capacity for applying knowledge in practice 4.11 0.782 

Concern for quality enhancement 4.11 0.782 

Strategic planning and development 4.11 0.928 

Ethical commitment 4.00 1.000 

Cooperation across different administration sectors 4.00 0.707 

Capacity to learn 4.00 0.707 

Communication skills and management 4.00 0.707 

Community life in general 4.00 0.535 

Understanding of cultures and customs 4.00 1.000 

Organization of sports for all -events 4.00 0.866 



 

52 
 

Table 37: Weakest current competencies according to professionals working in the private sports 
businesses in Germany (with an average mean value of 3.0 and below; n=9) 

 Mean SD 

Data management skills 3.00 0.707 

Sport facility management 3.00 0.866 

IT-skills 3.00 0.866 

Business intelligence in sport 2.89 1.054 

Use of virtual media / platforms in work 2.75 0.707 

Physical activities for the disabled 2.56 1.130 

Ability to utilize big data 2.38 0.744 

 

Considering the future competencies there are numerous items which were defined to be very 

important (on average above 4.40):The competencies with the highest future importance, as 

reported by the respondents of the survey, are related to teamwork (4.78), ethical commitment 

(4.67), social intelligence (4.56), service orientation (4.56) and capacity for applying knowledge in 

practice (4.56).  Together with networking (4.50), oral communication (4.44) and decision-making 

skills (4.44) the professionals of the private sports businesses allocate a strong importance to the 

most important overall future competencies. Table 38 presents the top future competencies 

according to professionals in private sports businesses in Germany. 
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Table 38: Top future competencies according to professionals working in the private sports 
businesses in Germany (with an average mean value of 4.4 and above; n=9) 

  Mean SD 

Teamwork* 4.78 0.667 

Ethical commitment 4.67 0.707 

Social intelligence 4.56 0.527 

Service orientation 4.56 0.726 

Capacity for applying knowledge in practice* 4.56 0.527 

Networking* 4.50 0.756 

Ability to work autonomously 4.44 0.726 

Oral communication* 4.44 0.527 

Planning skills 4.44 0.527 

Problem solving skills 4.44 0.726 

Organizational skills 4.44 0.527 

Concern for quality enhancement 4.44 0.726 

Decision making skills* 4.44 0.527 

Critical and self-critical abilities 4.44 0.527 

Cooperation across different administration sectors 4.44 0.726 

*=Belonging to the Top 5 Future Competencies Overall (Table 7) 

On the other hand only one item was deemed as ”unimportant” on average: research skills (m=2.78; 

SD=0.667). 

Next we considered the core competencies (compare Chapter 6.6) for this sector. In order to define 

core competencies, we considered future competencies of public sport sector professionals above 

the average mean value for all competencies for the whole sector (4.07) and having a difference of 

0.5 and more as compared with current competencies of the same sector. The biggest gaps can be 

identified for competencies that deal with issues concerning digitalization as well as personal and 

ethical competencies. Competencies focusing on digitalization trends are identified as core 

competencies within all sectors. Table 39 gives an overview regarding the differences between 

future and current competencies according to professionals in private sports businesses in 

Germany. 
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Table 39: Differences between current competencies and future requirements of professionals 
working in the private sports businesses in Germany (with an average mean value of above 4.07 for 
future requirements, and an average difference of 0.5 and more; n=9) 

*=Belonging to the Top 5 Core Competencies Overall (Table 8) 

Furthermore, we considered future competencies that were perceived less important by the 

respondents of the survey (see Chapter 6.7). These competencies score below the average mean 

value for all future competencies for the whole sector (4.07) and have a difference of 0.5 and over 

as compared with current competencies of non-profit sport management professionals. The biggest 

gaps can be found for ability to utilize big data as well as IT-skills. This undermines the importance 

of digitalization processes in the future. Table 40 gives an overview regarding the differences 

between future and current competencies according to professionals in private sports businesses in 

Germany, being considered less important competencies. 

  

  

Future Current 

Differences Mean SD Mean SD 

Use of virtual media / platforms in work* 4.22 0.833 2.75 0.707 1.47 

Critical and self-critical abilities 4.44 0.527 3.22 0.667 1.22 

Knowledge of a second language* 4.33 0.500 3.11 1.167 1.22 

Digital marketing* 4.22 0.833 3.13 0.641 1.10 

Capacity to generate new ideas (Creativity) 4.33 0.707 3.56 1.014 0.78 

Networking 4.50 0.756 3.75 1.035 0.75 

Teamwork 4.78 0.667 4.11 0.333 0.67 

Ethical commitment 4.67 0.707 4.00 1.000 0.67 

Management with focus on values. ethics 

and culture 

4.22 0.833 3.63 0.916 

0.60 

Analyzing skills 4.33 0.500 3.78 0.667 0.56 

Decision making skills 4.44 0.527 3.89 0.601 0.56 

Ability to work in an international context 4.33 0.707 3.78 1.202 0.56 

Corporate social responsibility (CSR) 4.13 0.835 3.57 0.976 0.55 
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Table 40: Differences between current competencies and future requirements of professionals 
working in the private sports businesses in Germany (with an average mean value of less than 4.07 
for future requirements and an average difference of 0.5 and above; n=9) 

  
Future Current 

Differences Mean SD Mean SD 

Ability to utilize big data* 3.75 1.165 2.38 0.744 1.38 

IT-skills 4.00 0.707 3.00 0.866 1.00 

Business intelligence in sport* 3.88 0.835 2.89 1.054 0.99 

Physical activities for the disabled* 3.44 0.726 2.56 1.130 0.89 

Customer relations management 4.00 0.926 3.13 0.991 0.88 

Sport tourism 4.00 0.535 3.13 0.835 0.88 

Use of social media in work 4.00 1.118 3.25 1.165 0.75 

Data management skills 3.63 1.061 3.00 0.707 0.63 

Legacy planning* 3.88 0.835 3.29 1.380 0.59 

Knowledge of welfare policies 4.00 0.756 3.44 0.527 0.56 

Sports related legislation* 3.67 0.866 3.11 1.054 0.56 

Crisis management 3.89 0.782 3.38 0.518 0.51 

Sales management 4.00 0.866 3.50 1.309 0.50 

*=Belonging to the Top 5 “Unimportant” Competencies Overall (Table 9) 

In a last step, we looked at the competencies that are perceived by the respondents of the survey 

representing the private sports businesses to become less important in the future. Though the 

differences are quite small, several competencies are concerned. Due to the small sample size we 

advise caution when interpreting these differences. Table 41 presents the competencies that are 

perceived less important in the future for the private sports businesses in Germany. 
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Table 41: Competencies weighted less important in the future than currently as answered by 
professionals working in the private sports businesses in Germany (with an average negative 
difference of at least 0.1; n=9) 

Similar to the conclusion of the public sector we advise caution when generalizing the results of the 

private sports businesses. Nevertheless the tendency of emerging digitalization processes are found 

yet again for this small sample. In addition, it is also interesting to note the importance of ethical 

commitment, social intelligence and a general service orientation. The importance of personal skills 

as core competencies support this orientation for the private sports businesses.  

7.5 Concluding Remarks to Sector Analysis 

After a detailed analysis of the four sectors non-profit sport organisations, professional sports clubs, 

public sector organisations and private sport businesses, we will present the major findings in this 

chapter. 

7.5.1 Fastest growing areas 

The fastest growing functional areas are related to PR and (social media) marketing. Apart from the 

public sector organisations, all other sectors report a growth of such positions, in particular in 

professional sports clubs and non-profit sport organisations. There is also a strong need for new 

positions in project management, administration and coaching/teaching in non-profit sport 

organisations, which can be referred to an intensifying professionalisation of non-profit sport 

organisation on all hierarchical levels, from national federations to individual member’s association 

sports clubs. In professional sports clubs, we find fast growing positions in the area of sales. This 

might be associated to a trend that these clubs aim to sell their services more independently, rather 

than using the services of external sport marketing agencies. However, we would need to provide 

 

 

Future Current 

Difference Mean SD Mean SD 

Understanding of cultures and customs 3.89 0.782 4.00 1.000 -0.11 

Ability to communicate with experts in 

other fields 

4.11 0.782 4.22 0.667 

-0.11 

Ability to work autonomously 4.44 0.726 4.67 0.500 -0.22 

Knowledge of health issues 3.25 0.463 3.56 1.236 -0.31 

Desire to succeed 4.22 0.833 4.56 1.014 -0.33 

Organization of sports for all -events 3.67 0.707 4.00 0.866 -0.33 

Research skills 2.78 0.667 3.11 1.167 -0.33 

Knowledge of the people's need for 

physical activity 

3.50 0.535 3.89 0.928 

-0.39 
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qualitative evidence to understand if such a trend emerges. In addition, we see an increasing job 

growth in positions related to digitalisation and IT, in particular with professional sports clubs and 

private sports businesses. Public sector institutions report growth in the areas of administration and 

project management. However, it is difficult to draw general conclusions for this sector, due to the 

small sample size. 

 

Figure 10: Fastest Growing Functional Areas in Germany (n=52) 

7.5.2 Recruitment 

In terms of recruitment instruments, announcements on the organisation’s homepage are very 

popular across all sectors. In non-profit sport organisations, it is the most popular way of recruiting 

new employees. Personal contacts and worth-of mouth can be regarded as a worthwhile way of 

finding new employees, as it’s both cost-efficient and more prospective, as new candidates are 

recommended or already known to the organisation. Personal contacts / word-of mouth represent 

the most popular recruitment instrument for professional sports clubs and are very popular with 

non-profit sport organisations as well. Internal recruiting is most popular in public sector 
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organisations, whereas organisations from the other three sectors appear to recruit internally to a 

lesser extent. Internships as a recruitment instrument can have similar advantages as personal 

contacts / word-of-mouth in terms of recruitment. For many sport management students, an 

internship is mandatory at Bachelor’s and/or Master’s level. Therefore, sport organisations from all 

sectors are advised to increasingly use internships as a way of recruiting new employees. Internships 

represent the second most popular recruitment instrument for professional sports clubs and are 

popular with private sports business as well. Private sports business recruit predominantly through 

online career portals. The use of social media to recruit new employees is an instrument that about 

half of the organisations from all sectors use.  

 

Figure 11: Recruitment of future employees on sport management labour market (n=54) 

7.5.3 Competencies 

Strongest Current Competencies 

When we look at the competencies that the respondents of the survey currently possess, the ability 

to work autonomously clearly stands out. It is the strongest competency in all sectors. This is 

followed by organisational skills for all sectors, and particularly strong in public sector organisations 

and professional sports clubs. For all sectors, problem solving skills rank third for all sectors and are 

particularly emphasised in public sector organisations. The fourth strongest current competency is 

the desire to suceed for all sectors and a particularly strong competency in private sport businesses. 
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Planning skills rank fifth in total, and are emphasised in particular in non-profit sport organisations, 

public sector organisations and private sport businesses. We can conclude that the strongest 

competencies possessed are more social or personal, rather than subject-specific competencies. 

Table 42 shows the strongest current competencies possessed by the respondents of the survey 

across all sectors and for the four sectors separately. 

Table 42: Strongest current competencies seperated by sectors 

Overall Non-Profit Sports 
Organizations 

Professional 
Clubs 

Public Sports 
Sector 

Private Sport 
Businesses 

Ability to work autonomously Ability to work 
autonomously 

Ability to work 
autonomously 

Ability to work 
autonomously 

Ability to work 
autonomously 

Organizational skills Planning skills Capacity to learn Organizational 
skills 

Social intelligence 

Problem solving skills Desire to succeed Capacity to adapt 
to new situations 
(Flexibility) 

Planning skills Desire to succeed 

Desire to succeed Organization of 
sports for all -
events 

Organizational 
skills 

Problem solving 
skills 

Oral 
communication 

Planning skills Sales 
management 

Oral 
communication 

Capacity to learn Planning skills 

 

Most Important Future Competencies 

Having regard to the competencies that the respondents of the survey estimate to be particularly 

important for future sport management professionals, teamwork is most important for all sectors. 

Teamwork will also be the most compency in private businesses. Networking ranks second for all 

sectors and is regarded as the most important future competency according to the respondents 

from non-profit sport organisations and professional sports clubs. Oral communication ranks third 

and is estimated to be very important by respondents from professional sports clubs in particular. 

These are followed by decision-making skills, which are regarded very important by professional 

sports clubs and non-profit sport organisations in particular. The capacity of applying knowledge in 

practice ranks fifth for all sectors and is considered very important in public sector organisations 

and private sport businesses. As with the current competencies, also the most important future 

competencies are more of a social and personal rather than a subject-specific nature. Table 43 

shows the most important future competencies according to the respondents of the survey across 

all sectors and for the four sectors separately. 
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Table 43: Most important future competencies seperated by sectors 

Overall  Non-Profit Sports 
Organizations 

Professional 
Clubs 

Public Sports 
Sector 

Private Sport 
Businesses 

Teamwork Networking Networking Problem solving 
skills 

Teamwork 

Networking Marketing Decision making 
skills 

Teamwork Ethical 
commitment 

Oral communication Digital marketing Teamwork Leadership skills Social intelligence 

Decision making skills Strategic planning 
and development 

Ability to work 
autonomously 

Capacity for 
applying 
knowledge in 
practice 

Service 
orientation 

Capacity for applying 
knowledge in practice 

Decision making 
skills 

Oral 
communication 

Organizational 
skills 

Capacity for 
applying 
knowledge in 
practice 

 

Top 5 Core Competencies 

When it comes to making recommendations for developing sport management study programmes, 

it is particularly important to consider the so-called core competencies. The core competencies are 

those competencies, which are regarded as very important for the future and show a high difference 

in mean values as compared with current competencies possessed. We suggest that students of 

sport management study programmes need to acquire these competencies in particular to meet 

future labour market needs. The first three most important competencies can all be related to 

digitalisation and IT. The most important core competency is digital marketing for all sectors. This is 

followed by the core competency use of virtual media / platforms in work, which particularly 

relevant according to private sport businesses and professional sports clubs. The third most 

important core competency is the use of social media in work for all sectors, which is also 

emphasised by professionals in professional sports clubs and public sector institutions. The fourth 

most important core competency is knowledge of a second language for all sectors, which is also 

emphasised by professionals in non-profit sport organisations and private sport businesses. The fifth 

core competency is networking for all sectors and in particular according to professionals from 

professional sports clubs. It is interesting to note that, as opposed to current and future 

competencies, there are also subject-specific competencies related to digitalisation and social 

media work, which educators need to consider when designing sport management programmes in 

Germany.  
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Table 44: Most important core competencies seperated by sectors 

Overall Non-Profit Sports 
Organizations 

Professional 
Clubs 

Public Sports 
Sector 

Private Sport 
Businesses 

Digital marketing Use of social 
media in work 

Digital marketing Digital marketing Use of virtual 
media / platforms 
in work 

Use of virtual media /  
platforms in work 

Digital marketing Use of social 
media in work 

Sponsorship 
management 

Critical and self-
critical abilities 

Use of social media in work Knowledge of a 
second language 

Use of virtual 
media / platforms 
in work 

Use of social 
media in work 

Knowledge of a 
second language 

Knowledge of a second  
language 

Understanding of 
cultures and 
customs 

Networking Use of virtual 
media / platforms 
in work 

Digital marketing 

Networking Risk management Decision making 
skills 

Ability to utilize 
big data 

Capacity to 
generate new 
ideas (Creativity) 

 

 

8. Future Competencies vs. Current Curriculum 
To date German institutes of higher education do not have a standardised sport management 

curriculum. Germany as a federalist federation entrusts each of the 16 federal states the right to 

govern laws and regulations concerning higher education. This makes a standardised programme in 

the near future very improbable.  

Dunkel, Wohlfart and Borchert (in press) examined the study regulations and module manuals of all 

51 German sport management programmes in Germany (to the status of 2016). Because these 

handbooks only offer real information concerning subject-specific competencies, it is difficult to 

make assumptions about personal and social competencies. To our knowledge no guidelines exist 

that offer assistance in developing curricula according to future competencies. The study delivers 

information on the distribution subject-specific competence areas of classes within these programs 

(Fig. 12): 
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Figure 12: Subject-specific Competence Areas of Sport Management Courses in Germany 

Based on this information we derive, that the competence areas of “practical work”, “thesis” and 

“other” focus on competencies that go beyond a subject-specific knowledge transfer and can 

therefore focus on competencies such as networking, teamwork, capacity of applying knowledge in 

practice as well as the ability to work autonomously.   

The study from Dunkel et al. (in press) goes on to demonstrate the lack of significant differences 

between bachelor and master programs. This is something that needs to be changed through the 

revision of current curricula. The personal investment of a student in a master’s program should be 

worth this investment in the long run.  

9. Recommendation for the Future Curriculum 
It is difficult at this stage to give specific recommendations for future curriculum development 

within sport management programs in Germany. Considering the sport structure and culture of 

Germany, the diversity and heterogeneity of the current sport management education and labour 

market respectively as well as the results of the first two data analyses we would recommend to 

focus on two key areas: digitalization and personal competencies.  

The results of the online questionnaire of 54 professionals on the sport management labour market 

show a clear direction for future requirements of sport management graduates. They need to be 
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able to work in teams, possess network talents, have strong oral communication skills, make 

decision efficiently and be able to apply knowledge in practice. All of these competencies need to 

be and can be included in higher education sport management programs.  

Examples of how to include these competencies in future curriculum are as follows:  

 Group assignments within seminars with compulsory oral presentations for all, 

 Business simulations (i.e. starting your own business) as a competition within a seminar, 

 Working with current case studies (Hammond, 2002), 

 Thematise specific current issues with guest lecturers from different sectors. 

Concerning the subject-specific competencies we recommend focussing specifically on processes of 

internationalization and digitalization within specific modules in each program. The resulting core 

competencies emphasize the need for developing knowledge within digital marketing, virtual 

media, social media and knowledge of a second language. We advocate integrating these contents 

based on the recommendations above.   

Furthermore we support a close cooperation between businesses and universities in order to 

prepare the students adequately for their future professions. This is only possible if all sides 

(University, Employer, and Student) see a benefit from such cooperation. 

Concluding, we would like to introduce two best practice examples which are implemented in the 

University Leipzig: 

1. Within the required module “Media and Event Management in Sports” of the Sport 

Management Master Program the seminar “Sport and Events” incorporates a nation-wide 

strategic case study competition8. Over the course of the semester the students have three 

main tasks: create an agency, pitch an idea and underpin the idea. The issue of the case study 

changes each year but has been focussing on current challenges in the Olympic movement 

in Germany. The first weeks of the seminar introduces the students to current issues within 

sport events through case studies and interactive discussion rounds. Then the class is divided 

into four groups and given the first task to work on as a group. Each group creates a sport 

consulting agency and has five minutes to introduce their agency (in English) in front of 

hypothetical advisers to a realistic client in a real-world sport business case. Besides an oral 

presentation the group hands in a printed version with CVs of the employees. This first round 

is evaluated by the lecturer and a first ranking of the agencies is defined. The second and 

third round of the case study competition focuses on a strategic idea as well as the 

implementation of this idea. Theoretical instruments (i.e. SWOT-Analysis) are applied to 

realistic problems. This second and third round is implemented as a competition between 

two Universities via a video conference call. Each group of both Universities pitch their ideas. 

                                                      

8 https://www.blogs.uni-mainz.de/fb02casestudy/  

https://www.blogs.uni-mainz.de/fb02casestudy/
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Afterwards each group faces a discussion round with the lecturers of both Universities. Upon 

completing all three rounds the best ranked groups of each University compete against each 

other in front of decision makers of the German Olympic Movement in at the Olympic 

Academy in Frankfurt. The winner team of the final gets a special price and all participants 

of the final round get a certificate. 

o This strategic case study competition develops almost all important future 

competencies as well as a large part of the core competencies introduced above. We 

have had very good experiences with this seminar and hope to include similar 

projects in all sport management programs in Germany.  

2. Our department also organizes an annual business fair / career day for students and 

graduates of sports programs of the faculty. Next to presentations from representatives of 

different sport sectors in different fields the event offers workshops and possibilities for 

businesses and career services to present themselves. The event “FromStudy2Business”9 has 

advantages from four perspectives: 

a) The fair is organized by master students of the sport management program. This gives 

the students valuable opportunities to work on their (business) network as well as 

diverse project management skills. 

b) We see this fair as a first step towards a beneficial partnership with representatives of 

the labour market sport (management).  

c) For the second year now the fair is connected to the annual scientific competition of the 

faculty. This gives both events higher attendance as well as offering a bridge between 

theory and practice. 

d) The faculty supports the fair and has introduced a policy of no classes on that day to 

promote the attendance of all students. The event itself is free for students and offers 

opportunities for an introduction into different job possibilities as well as further 

education within different workshops.  

10. Conclusion 
This report presents our findings from a survey of sport management professionals regarding the 

future of sport management education in Europe. It represents the results for Germany, one 

amongst nine countries participating in the Erasmus + project New Age of Sport Management 

Education in Europe (NASME). The survey was conducted between December 2017 and April 2018, 

mainly to answer the following research questions: 

 Which positions including their tasks, roles and activities exist currently and in the future in 

the sport labour market? 

 Which competency requirements do the employers address currently and in the future to 

(prospective) job holders? 

                                                      

9 http://www.fromstudy2business.de/  

http://www.fromstudy2business.de/
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 How do these aspects affect recruitment processes currently and in the future? 

Initially 130 individuals, which according to their positions in the area of sport management could 

be regarded as experts, were contacted in several ways and asked to participate in the survey. Some 

103 individuals signalled support for the study and received the link to the survey questionnaire. 

Finally, 54 individuals responded to the survey. These experts fill leading positions in the field of 

sport management and include top tier managers (50 %) and other specialists with responsibilities 

for human resource management in their organisations. They represent typical sectors of the sport 

labour market (non-profit sport organisations, professional sports clubs, public sector organisations, 

private sport businesses). The majority of the respondents work within non-profit sport 

organisations. Some 81 % of the respondents are male and 19 % female.  

We can see a striking gender difference in our sample, and interestingly, this sample well reflects 

the distribution of male and female employees in the organisations being covered in our study. The 

respondents anticipate only a minor change in the gender distribution within the next ten years, 

which gives little hope that the well documented situation of under-representation of women in 

leadership and management positions in the sport market (Bird, 2010) will change any time soon. It 

is advisable to enquire into this field within the next stages of the ongoing research project to 

identify present barriers to empowerment of women in the field of sport management.  

While the commercialisation of the sport market in Germany cannot be characterised as a tendency 

any more, this might be fairly the case for digitalisation. The latter can be regarded as a major finding 

of the present study. This is documented by the nearly uniform perception of the respondents, who 

stated that digitalisation and the development of the IT sector affects their future working 

environments considerably. Half of the respondents believe that within the next ten years new 

professions and occupations will be created within the information technology sector (especially 

social media and online marketing). This is true for all sectors, with an exception of public sector 

organisations. Non-profit sport organisations appear to continue with professionalising their 

structures at all levels of the organised sport system, with a growing need of project management, 

marketing and administration specialists. Whereas public sector organisations need more 

administrators in the future, private sport businesses have a growing demand of sales personnel. 

A bit more than half of the respondents state that their organisations currently cooperate with an 

institution of higher education. When it comes to recruitment processes, the respondents name 

announcement on the organisation’s website, personal contacts and word-of-mouth as important 

means of finding new employees. We advise that more employers engage in cooperation with 

institutions of higher education to offer internship positions and research and study projects in the 

area pf sport management, to help students apply their knowledge in practice and use these 

arrangements as cost-efficient recruitment instruments. 

Furthermore, the study demonstrates that the so-called “soft skills” gain in importance for sport 

managers. Considering some variation between the four different sectors analysed, out of the 72 
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different competencies examined within the survey, networking, teamwork, oral communication, 

and decision-making and leadership skills are considered very important future competencies for 

professionals in the area of sport management. It is interesting to note that the respondents believe 

that on average the competencies, which they currently possess, will be even more important in the 

future. Competencies in the area of IT (in particular digital marketing, virtual media and social 

media) will increasingly be needed in the future. There are only seven out of the 72 competencies 

examined that are perceived to be slightly less important in the future. 

It can be stated that institutions of higher education in Germany are well suited for conveying the 

competencies future sport managers need in the course of the sport management study 

programmes offered. However, to successfully fulfil the “contractual” requirement (Jensen & 

Meckling, 1976) by the sport labour market, an understanding of the current and future 

requirements of the sport labour market is of great importance. 

11. Future 
Our report finds that digitalisation presents one of the greatest challenges for the sport labour 

market. Both future and core competencies in all of the sectors suggest that there is a great need 

to further develop study programmes that prepare sport management graduates to meet these 

challenges. Therefore, a qualitative research approach could help to understand more about 

processes of digitalisation in sport organisations. In this regard, the aspects of cooperation with 

institutions of higher education could also be an interesting avenue for research, as there is a 

perceived lack in sport management curricula in Germany. 

In this regard, it appears to be promising to understand the situation of current graduates of sport 

management study programmes or students who soon will be graduating from a sport management 

study programme. How do they rate their current competencies as (upcoming) sport management 

professionals? Then, we are better able to understand to what extent they already possess the 

future and core competencies required by the sport labour market. Such findings would offer 

additional insight when it comes to re-aligning the contents of sport management study 

programmes. 

However, it seems that a considerable number of sport management graduates are or will be 

working outside of the field of sport management. In the next stages of the research project, the 

reasons for this phenomenon could be investigated. Why is it so that a considerable number of sport 

management graduates does not find a job in the field of sport management? Do the institutions of 

higher education qualify graduates that the sport labour market does not demand? Is it perhaps 

event so that graduates from other disciplines, such as business administration, fill positions in the 

field of sport management? In particular, it seems necessary to define the notion of sport 

management or sport manager within the context of Europeanisation. 
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