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Suid-Afrika se politieke transformasie het ‘n invioed op die besigheidswéreld
waar nuwe strukture en strategieé benodig word om sosiale en ekonomiese
integrasie en vooruitgang van die Suid-Afrikaanse bevolking te verseker. Die
politieke transformasie verseker egter nie outomaties sosiale- en ekonomiese
transformasie nie. Dit is dus noodsaaklik om ‘n sosiale- en ekonomiese gelyke

samelewing te skep waar die gegewe diversiteit bestuur word.

Volgens vergelykende verslae blyk dit dat Suid-Afrika nie sy menslike hulpbronne
ten volle benut nie. Dit kom dus daarop neer dat die grootskaalse tekort aan
mensekrag Suid-Afrika se ekonomiese groei beperk en dat dit so spoedig en
suksesvol moontlik aangepak en gekorrigeer moet word. Die belang van

diversiteitsbestuur is dus voor die handliggend.

Oor die laaste dekade het dit duidelik geword dat sport ‘n betekenisvolle impak
het en bydrae lewer tot die Suid-Afrikaanse ekonomie. Suid-Afrikaanse
sportorganisasies moet voldoen aan die vereistes en oor al die nodige
eienskappe beskik om gevestig te word as ‘n sosio-ekonomiese instansie. Die
Suid-Afrikaanse sportindustrie is nie bo die vereistes van suksesvolle
diversiteitsbestuur binne ‘n organisasie verhewe nie en moet dus gehoor gee aan
die talle dimensies, aspekte, voorwaardes asook wetlike implikasies wat

daarmee gepaard gaan.
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Vir die doeleindes van hierdie studie was die navorsingshipotese soos volg
gestel: “Suid-Afrikaanse sportorganisasies registreer onder-gemiddeld op die
diversiteitskontinuum”. Hierdie hipotese is getoets deur middel van ‘n vraelys
aangaande die elemente van effektiewe diversiteitsbestuur. Datainsameling het
dus geskied deur middel van ‘n vraelys wat deur die voorsitter en/of lede van die
uitvoerende komitee van die Suid-Afrikaanse nasionale- en provinsiale
sportorganisasies voltooi is. ‘n Ewekansige steekproef van 10% van die Suid-
Afrikaanse nasionale en provinsiale sportorganisasies (n=147) is getrek. Verder
was daar ook van ‘n literatuurstudie gebruik gemaak om die hipotese sowel as
navorsingsdoelwitte te evalueer. Die doelwitte vir hierdie studie het die
persepsiebepaling van Suid-Afrikaanse sportorganisasies oor die aard en
noodsaaklikheid van diversiteitsbestuur krities geévalueer  asook
sportorganisasies se  diversiteitsbestuursprofiel in  terme van die
diversiteitskontinuum geévalueer. Verder was inhibeerders en struikelblokke ten
opsigte van diversiteitsbestuur in Suid-Afrikaanse sportorganisasies is bepaal om
sodoende konseptuele riglyne te formuleer vir die effektiewe diversiteitsbestuur in
Suid-Afrikaanse sportorganisasies.

Die navorsing was kwalitatief van aard en data interpretasie en analisering het
geskied met behulp van tabelle, grafieke en statistiecke om vervolgens
gevolgtrekkings en aanbevelings te maak. Die bevindinge het gesuggereer dat
die navorsingshipotese verwerp is op grond van die kollektiewe resultate behaal
vir die dimensies van diversiteitsbestuur. Dié drie kernareas soos deur die
literatuurstudie geidentifiseer, naamlik Algemene inligting, Regstellende Aksie,
Ekonomiese Bemagtiging en Nuwe Bestuursfilosofie was krities geévalueer en
dit was duidelik dat hierdie areas nie naastenby voldoen aan ekonomiese of
wetlike voorvereistes nie. Resultate vir hierdie kernareas oftewel dimensies was
soos volg: Regstellende Aksie (X =3,220), Nuwe Bestuursfilosofie (X =3,667) en
Ekonomiese bemagtiging (X =3,900). Alhoewel hierdie resultate bo-gemiddeld
was het hierdie studie die relatiewe oneffektiwiteit en dikwels afwesigheid van

diversiteitsbestuur binne Suid-Afrikaanse sportorganisasies geidentifiseer. Die
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mees noemenswaardige elemente wat navore getree het rakende die Algemene
inligting van Suid-Afrikaanse sportorganisasies was die tekortkominge
aangaande die verteenwoordiging en reflektering van die Suid-Afrikaanse
demografie. Die akkommodering, indiensneming en verteenwoordiging van
diverse en/of minderheisgroepe in terme van vroue, anderskleuriges, enkelouers
en gestremdes was nie na wense nie. Ook het ander elemente soos etnisiteit,
diverse seksuele- en godsdienstige oortuigings hierdie reuse tekortkominge
gestaaf. Algemene onkunde rakende die definiering en erkenning van diversiteit
en die bestuur daarvan het ook duidelik navore gekom. Alhoewel geen X -waarde
vir hierdie afdeling bepaal kon word nie, kon aangeneem word dat hierdie
bevindinge ver onder-gemiddeld was ten opsigte van die diversiteitskontinuum.
Die elemente wat aanleiding gegee het tot die kollektiewe Regstellende Aksie X -
waarde van 3,220 was die akkommodering en gehoorsaming van formele beleid,
die bestaan van opleidingsaktiwiteite, ontwikkelingsprogramme en ook
mentorskap. Kwantifiseerbare teikens tesame met die bogenoemde elemente
spreek direk diversiteit en dus diewelvaart van diverse groepe aan. Die algehele
belang en motivering rakende die implementering en gehoorsaming van
Regstellende Aksie het bydrae gelewer tot die bo-gemiddelde X -waarde wat in
realiteit egter laer behoort te wees. Die Ekonomiese Bemagtiging afdeling het
elemente aangedui en aangespreek soos die verteenwoordiging en
akkommodering van diverse aandeelhouers, diensverskaffers, kliénte en
verbruikers. Die tempo van Bemagtiging en die implementering asook die
gehoorsaming van die Gelyke Geleentheidbeleid en moontlike ontwikkeling of
opleiding van diverse lede het die voortuitgang van diverse groepe direk
aangespreek. Alhoewel talle X-waardes bo-gemiddeld was, was sport-
organisasies nie aldag akkommoderend ten opsigte van diverse groepe nie.
Elemente wat deur die Nuwe Bestuursfilosofie beklemtoon was het grotendeels
ooreengekom met die vorige afdeilngs se bevindinge. Diversiteitsbestuur en die
noodsaaklikheid daarvan was weereens kritiese geévalueer met klem op die
Euro-Afrosentiese kontinuum. Verder was die akkommodering van diverse

groepe in die soeklig gepaardgaande met die beleid, programme en motivering
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wat die voortuitgang van hierdie minderheidslede verseker. Onkunde en
finansiéle tekorte het as die vernaamste inhibeerders van diversiteitsbestuur na
vore gekom en X -waardes kon in realiteit egter laer gewees het indien daar
verwys word na alle lang vrae se bevindinge wat op wanpersepsie en tekort aan
belangstelling dui. Diversiteitsbestuur is van kardinale belang en verseker die
vooruitgang van die Suid-Afrikaanse diverse werkmag en dus die harmoniese

ontwikkeling van die Suid-Afrikaanse sportindustrie.

Sleutelterme: Diversiteit, Diversiteitsbestuur, Suid-Afrikaanse sportorganisasies,

Diversiteitskontinuum, Dimensies van diversiteitsbhestuur.
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South Africa’s political transformation had an influence on the business sector
where new structures and strategies are required for social and economic
integration to ensure the prosperity of the South African population. The political
transformation does, however, not automatically ensure social and economic
transformation. It is therefore imperative to create a social and economic society

where the given diversity is managed effectively.

According to comparative reports, it appears that South Africa does not utilise its
human resources to its full potential. It is also apparent that there is a shortage of
humanpower that would lead to the restriction of economic growth and should
therefore be managed effectively. The importance of diversity management is

therefore apparent.

Over the last decade, it has become apparent that sport has made a meaningful
impact on the South African economy. Sport organisations must therefore comply
with the requirements and have all the necessary attributes to exist as a socio-
economic institution. The South African sport industry is not above any of the
prerequisites of diversity management within an organisation and must comply

with all the relevant dimensions, aspects, conditions as well as legal implications.

The following hypothesis was formulated for the study: “South African sport
organisations register below average on the diversity continuum”. The stated

hypothesis was tested by means of a questionnaire on the elements of diversity
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management. Data was gathered by means of a questionnaire completed by the
chairperson and/or members of the executive committee of South African
national and provincial sport organisations. A random sample of 10% of the
South African sport organisations (n=147) was used. The study critically
evaluated the perceptions of South African sport organisations of the nature and
the necessity of diversity management. Sport organisations’ diversity
management position on the diversity continuum was consequently determined.
Diversity management barriers and inhibitors within South African sport
organisations were identified to formulate conceptual guidelines for effective
diversity management. The research was qualitative and data interpretation and
the analysis thereof occurred by means of tables, graphs, and statistics. The
research hypothesis was rejected on the grounds that the collective results
recorded on the dimensions of diversity management. The three aspects or
dimensions as identified in the literature study, namely Affirmative Action,
Economic Empowerment and New Business Philosophy, were critically evaluated
and it became evident that these aspects or dimensions did not comply with the
economic and legal prerequisites. Results for these aspects or dimensions were
as follows: Affirmative Action (X =3,220), New Business Philosophy (X =3,667)
and Economic Empowerment (X =3,900). Although these results were above
average, the relative ineffectiveness and frequent absence of diversity
management within South African sport organisations were identified in the
study. The most noticeable elements regarding the general information of South
African sport organisations were the shortcomings concerning the representation
and reflection of the South African demography. The accommodation,
employment and representation of diverse and/or minority groups in terms of
women, people of colour, single parents and disabled were below expectations.
Other elements, such as ethnicity, diverse sexual- and religious orientations, also
confirmed these shortcomings. General ignorance concerning the definition and
acknowledgement of diversity and the management thereof also became
apparent. Although it was not possible to determine the mean (X )-value for this

section, it was assumed that these results were far below average in terms of the
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diversity continuum. The elements that contributed to the collective affirmative
action’s X -value of 3,220 were the accommodation and the compliance of the
formal policy, the existence of educational activities, development programmes,
and mentorship programmes. Quantifiable targets along with the above
mentioned elements directly address diversity, and therefore also the welfare of
diverse groups. The importance and the motivation regarding the implementation
and the compliance of affirmative action contributed to the above average X -
value, which in reality should actually be lower. The economic empowerment
section indicated and addressed elements such as the representation and
accommodation of diverse shareholders, service providers, clients, and
consumers. The rate of empowerment and the implementation of the Equal
Opportunity policy, and possible development or education of diverse members
addressed the progress of diverse groups. Although some of the X -values were
above average, sport organisations were not always accommodating regarding
the diverse groups. Elements that were emphasised by the new business
philosophy corresponded mostly with the results of the previous sections.
Diversity management and the necessity thereof were critically evaluated again
with the emphasis on the Euro-Afrocentric continuum. The accommodation of
diverse groups was critically evaluated along with the policy, programmes, and
the motivation that ensured the progress of these minority members. Ignorance
and financial barriers were identified as primary inhibitors of diversity
management. All of the X -values could in reality be much lower if the findings of
all long questions were taken into consideration, which indicated the overall
misconception and lack of interest. Diversity management is of cardinal
importance and ensures the progress of the South African diverse workforce and

therefore the harmonious development of the South African sport industry.

Keywords: Diversity, Diversity management, Sport organisations, Diversity

continuum, Dimensions.
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