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Abstract
Individuals experience an array of different emotions in sport settings. This chapter presents an overview of research pertaining to emotions in sport organisations. It critically reflects on existing research on emotions in sport which largely focused on the psychological factors associated with individual emotion regulation. To advance the current knowledge, this chapter draws on a theoretical multilevel framework of emotion including five levels of analysis: within person, between persons, dyadic interactions, leadership and teams, and organisation-wide. Specific topics discussed in the scope of senior manager roles in managing emotions in sport organisations include affective events theory, emotional intelligence, emotional labour, emotional contagion, leadership, and emotional climate. Following a long period of neglect, this chapter indicates future research directions for the study of emotions in sport management. 
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Introduction
In sport, athletes experience a high level of pleasant and unpleasant emotions such as fear, anger, frustration, happiness, hope, joy, pride, shame, disgust, and sadness (Hanin, 2000; Lazarus, 2000). Like athletes, managers of sport organisations are immersed in demanding situations that generate numerous emotional demands. These demands may arise from their internal or external work environment and their numerous stakeholders. Senior sport managers do not work in a vacuum; they operate within a highly complex emotional and increasingly commodified environment, which often includes intense scrutiny from the media and other partners exerting intense pressure on them as individuals, on group dynamics, and on overall organisational performance. 

The sport environment is characterised by high levels of emotion, most visibly demonstrated through the passion of spectators at professional sports events. Team sport, in particular, is typically tribal, often at the expense of rational behaviour. Volunteers are attracted to their favourite sport to coach, or administer, or at higher levels in the sport system as non-executive directors in the governance of sport organisations. For volunteers this is a conscious choice about how to use their leisure time, and it is therefore important to them for their favourite sport to be successful. Increasingly, the management of sport organisations is characterised by qualified staff, educated in the nuances of sport management, and especially grounded in the special features and attributes of the sport product (Smith & Stewart, 2010). Stewart and Smith (1999) argued for example, that “Sport has a symbolic significance and emotional intensity that is rarely found in an insurance company, bank, or even a betting shop” (p. 90). This emotional intensity is the focus of this chapter, which seeks to review the potential impact of this emotional intensity of the management of sport organisations. 

Sport and emotion have been studied from multiple perspectives including sociological (Duquin, 2000), psychological (Hanin, 2000), and management (Baier-Fuentes, Gonzalez-Serrano, Dos Santos, Inzunza-Mendoza, & Pozo-Estrada, 2020). The field of sport psychology has dedicated considerable attention to the influence of emotions on sport performance on the field, however, the focus of this chapter is on the impact of emotion on decision-making off the field, although on-field events and athlete behaviour can shape and influence the extent of emotions surrounding specific issues and their resolution. 

The sport management literature has also addressed the study of emotion, but primarily through the lens of fan consumer behaviour and attitudes (e.g., Biscaia, Correia, Rosado, Maroco, & Ross, 2012; Lamont, Hing, & Vitartas, 2016). While a well-established research agenda exists within the broad sport marketing domain, there is a relative lack of such research within the realm of organisational studies and the study of senior managers in sport organisations (Lee & Chelladurai, 2018; Swanson & Kent, 2017; Todd & Kent, 2009). This limited research interest is somewhat surprising considering the acknowledged influence of passion shaping the behaviours of sport individuals (Swanson & Kent, 2017). This led Swanson and Kent (2017) to call for more research to explore the potential of distinct affective components and linked outcomes (i.e., attitudes and behaviours) of employees in the sport industry. They noted that “in finding distinction in attitudes of sport fans from other types of consumers, natural questions arise as to potential differences between sport employees and the workforces in other sectors” (p. 81).  

Relevant studies in the field of emotions in the sport workplace relate to employees’ burnout and workaholism (Taylor, Huml, & Dixon, 2019), team identification leading to commitment and involvement (Swanson & Kent, 2015), emotional significance from group membership (Todd & Kent, 2009), pride leading to satisfaction and performance (Todd & Harris, 2009), psychological capital (Kim, Perrewé, Kim, & Kim, 2017; Kim, Kim, Newman, Ferris & Perrewé, 2019), passion (Anagnostopoulos, Winand, & Papadimitriou, 2016; Swanson & Kent, 2017), and coaches’ emotional labour, burnout and emotional intelligence (Lee, 2019; Lee & Chelladurai, 2018). 

This body of work represents valuable insights to the study of emotions in sport organisations, however with two limitations. First, sport management research has partially examined the emotion of some individuals involved in sport organisations. Emotions not only impact individuals directly involved in competition such as athletes, coaches, and officials but they also affect those with a managerial and leadership role such as senior managers or board members. There is a relative dearth of research examining the affective experiences of sport employees generally, and specifically senior managers/leaders (with the exception of coaches) (Lee & Chelladurai, 2018). Surprisingly, there is limited information about what type of emotions are felt by senior managers, how organisations affect them and how they affect organisations. This gap regarding senior managers’ emotional experiences is not only occurring in the sport management literature but also largely in the broader management literature (Huy, 2011). 

Second, despite the research attention devoted to emotional regulation in sport psychology (Wasgtaff et al., 2012a; b; c), studies in sport management have insufficiently considered how leaders manage self and others’ emotions (Lee & Chelladurai, 2018; Huy, 2011). Although a wide body of research exists in the social psychology literature, these constructs are largely untested in the sport organisational setting and more broadly in the context of senior management (Ashton-James & Ashkanasy, 2008).  
[bookmark: _Hlk66096815]
The purpose of this chapter is to discuss the emergence, application and relevance of emotion-related research in relation to senior managers in sport organisations. This chapter reviews and reflects on why and how certain theories and concepts from the social psychology and organisational behaviour literature may be used in the sport context as frameworks for the investigation of emotions in sport management and its impact on decision-making. It eventually provides an agenda for future research on the intersection of emotions and sport management.
Emotions Research
Emotions are mental/cognitive response to an event or entity and influences the way individuals behave and cope in organisations (Weiss & Cropanzano, 1996). As noted by Gooty, Gavin, and Ashkanasy (2009), “the emotion experience is characterised by motivational, physiological, psychological, cognitive, and behavioural components” (p. 834). The distinction between feelings, cognition, behaviours, and attitudes is beyond the scope of this chapter but has received serious scholarly attention (see Ashkanasy, 2003). Unlike other organisational behaviour (OB) variables such as personality, attitudes, and beliefs, emotions are dynamic and change rapidly (Ashkanasy, 2003). 

Affect is a generic term that refers to emotions, moods, temperament, and other psychological constructs associated with feelings (Ashforth & Humphrey, 1995). Emotions and moods are distinct states. Emotions are more intense and shorter-lived than moods, and they are more likely to be caused by external events. Moods are more diffuse, ephemeral, change more slowly than emotions, and are subject to endogenous influences (Ashforth & Humphrey, 1995). Temperament is associated with trait affect, which is a more pervasive and enduring influence on attitudes, cognitions, and behaviours (Cristofaro, 2019).

The distinction between positive and negative toned emotions is also central to understand emotions (Lazarus, 2000). Emotions can be categorised as positive and negative based on their hedonic tone (pleasant or unpleasant) as well as their functional impact (optimising or dysfunctional) (Hanin, 2000). Furthermore, emotional experience depends on coping strategies – defined as “cognitive and behavioural efforts to manage specific external and/or internal demands that are appraised as taxing or exceeding the resources of the person” (Lazarus & Folkman, 1984, p. 141). Anger, anxiety, guilt and shame, envy and jealousy, hope, happiness/joy, pride, compassion, and love have all been found in workplace settings (Lazarus & Cohen-Charash, 2001). In the sport context, Hanin (2000) showed that emotions can have both an optimising and a dysfunctional effect with respect to an athlete’s performance, and this may flow over to fans and possibly senior managers. 

To date, there has been limited research examining the influence of emotions on the work of sport managers. Yet, a need exists to better understand the impact of emotions on sport organisations as social psychology research has highlighted the importance of emotional management for optimal organisational functioning (Wagstaff, 2014). OB related research has demonstrated that strategic decision-making in organisations is likely to be significantly influenced by the affective states of individual decision-makers (Ashton-James & Ashkanasy, 2008). Positive and negative affect influence the content and the process of cognition (Ashkanasy, & Ashton-James, 2005). As such, judgement and decision-making may be affected by emotions due to cognitive biases and heuristics that influence information processing (Lerner et al., 2015). The roles of leaders in regulating emotions remains largely unexplored in sport management (Lee & Chelladurai, 2018; Zeimers & Shilbury, 2020). Emotion regulation is defined as “the “processes responsible for monitoring, evaluating, and modifying emotional reactions, especially their intensive and temporal features, to accomplish one’s goals” (Thompson, 1994, pp. 27–28). Yet, it is of direct relevance to sport management to better understand the pivotal role played by emotions in the decision-making processes of sport organisations in what is often an emotionally intense environment.
A Brief History of Emotions Research

Herbert Simon wrote in “Administrative Behaviour” that “The correctness of an administrative decision is a relative matter – it is correct if it selects appropriate means to reach designated ends. The rational administrator is concerned with the selection of these effective means” (Simon, 1997, p. 72). This book was written at a time when organisational studies disregarded emotions and in effect positioned emotion against rationality (Ashkanasy & Humphrey, 2011). The underlying reason was what Ashforth and Humphrey (1995) called ‘norms of rationality’ (p. 101) used to describe the ascent of rationality as the dominant administrative paradigm. The social and behavioural sciences were dominated by a rational–cognitive approach. Accordingly, the potential dysfunctions of everyday emotion were generally more salient than the potential functional aspects of emotion (Ashforth & Humphrey, 1995). 

Simon (1997), for example, while introducing the revolutionary idea of “bounded rationality” drawing on inevitable human limitations in information processing, used the term irrational to describe decision-making and behaviour that responds to emotions or that deviates from action chosen “rationally” (Ashkanasy, Hartel, & Daus, 2002). In effect, “he dismissed behaviour that could not be explained by rational, cognitive models” (Ashkanasy et al., 2002, p. 317). Emotions or phenomena associated with spontaneity or subjectivity were therefore viewed as “irrational”, undesirable and that should be prevented (Ashforth & Humphrey, 1995). For Ashforth and Humphrey (1995), the belief that emotionality is the antithesis or absence of rationality “is simplistic and blinded many scholars to the value and importance of emotions” (p. 99). Emotionality and rationality are inevitably interpenetrated. They argued that “organisational effectiveness may at times be improved by celebrating rather than attempting to suppress emotion” (p. 99).

In this context, an “affective revolution” (Barsade, Brief, & Spataro, 2003) took place over recent decades. It builds on the premise that organisations are intrinsically human entities. As such, the processes that drive human cognition and behaviour also guide organisations. Understanding organisations therefore requires grasping the processes (i.e., cognition and affect) that drive human behaviour and decision-making (Ashkanasy, Humphrey, & Huy, 2017).

The surge of academic interest in emotions was stimulated by background research in mood and affect in psychology (Ashkanasy et al., 2002). The shift to examining emotion moved solidly into the workplace setting in the late 1980s and early 1990s. OB scholars notably argued that employee behaviour and productivity are directly influenced by affect (Ashforth & Humphrey, 1995; Weiss & Cropanzano, 1996). In a comprehensive review, Ashkanasy and Humphrey (2011) concluded that “this is a growing and vibrant field of research, with untapped potential” (p. 220). Indeed, research on emotions at work has grown in a variety of management topics (Ashkanasy, Humphrey, & Huy, 2017) such as strategy (Ashton-James & Ashkanasy, 2008), entrepreneurship (Cardon, Wincent, Singh, & Drnovsek, 2009), and organisational change (Huy, 1999, 2002).

Consequently, we contend that sport organisations are also arenas of bounded emotionality that require further investigation. This argument reflects Mumby and Putnam’s (1992) contention that organisations are arenas of ‘bounded emotionality’ and endorsed by Ashkanasy and Ashton-James (2005). Moreover, we argue that the passionate nature of sport as a leisure pursuit may well impact sport managers and decision-making in the sport setting perhaps more than other industries. The presence and impact of emotions in organisational settings is pervasive and unavoidable (Ashforth & Humphrey, 1995) and therefore, the role of emotions on sport organisations’ decision-making should be accepted, understood and examined.

Sport Management and Emotion: A Research Agenda
[bookmark: _Hlk66355736]Despite the attention on the relationship between emotion and sport performance (Hanin, 2000; Wagstaff & Larner, 2015), sport management research has overlooked the influence of emotion factors on the performance of sport organisations. In reviewing the extent to which emotion theories have been applied in various organisational settings, Ashkanasy et al. (2017) observed that such “lines of inquiry have the potential for incorporation into our core theories of management” (p. 176). To guide an examination of emotion and its impact on senior managers, Ashkanasy and Humphrey (2011) developed a multilevel framework of emotions. This framework is based on five levels of analysis, which can assist a review of existing findings and future research focused on the role of emotions in the sport workplace. Moreover, Gooty et al. (2009) noted “a failure to recognize the role of context” in studying emotion. We have responded to this call by concentrating on the sporting context to examine the impact of emotions on senior managers and decision-making. Through Ashkanasy and Humphrey’s model we offer a potential research agenda applicable to the sport management context.  

Within-Person Level

This level relates to the within-person emotional variation. It is best understood in terms of affective events theory (AET). The core ideas of AET are that (1) an employee’s work behaviour is determined to a large extent by the way s/he feels at work, (2) the workplace environment is a source of discrete ‘affective events’ that generate emotion states, and (3) the employee’s emotional responses to these events determine subsequent attitudes and behaviours (Ahsforth & Humphrey, 1995). Affective events generate specific emotions and moods that are largely beyond conscious control and eventually influence workplace attitudes and behaviour (e.g., creativity, cognitive flexibility, susceptibility, risk-taking, helping behaviours, affective commitment, and role conflict) (Ashkanasy, 2003; Ashkanasy & Humphrey, 2011; Weiss & Cropanzano, 1996). Ashton-James and Ashkanasy (2008) argued that workplace events elicit affective reactions that influence both the content and process of strategic decision-making. In the workplace, affective events include organisational change events, economic, legal, and political events, and negotiations (Ashkanasy & Ashton Jones, 2005).

AET holds potential to further our understanding of why an employee behaves the way they do and why her/his affect fluctuates in sport organisations. Studies could use AET as a framework to identify the determinants of positive and negative emotion as well as their influence on organisational decision-making and functioning. Professional sport is characterised by a high level of commercialisation, extreme pressures to win and high competition for jobs (Taylor et al., 2019), occupational stress, and a need for success (Lee, 2020). This work environment creates daily occurrences that trigger these events. The prevalence and nature of distinct events that trigger emotions in the sport environment could be considered as future research directions. For instance, on-field outcomes or social media moments could be events worth examining. Weiss and Cropanzano (1996) stressed the importance of the accumulation of events. On-field sport competition can be either stressful and joyful temporally varying outcomes events. Social media is a potential damaging instrument because it empowers stakeholders, including irrational fans (Stewart & Smith, 2010), to air their grievances to a large audience (Naraine & Parent, 2017). The manipulation risks emanating from the openness, the availability, and the absence of filtering of social media can affect stakeholders’ attitudes and behaviours and generate stress in the workplace. Yet, the impact on the emotions and on the roles and regulation strategies of senior managers in offsetting the accumulation of these events (e.g., several defeats or damaging communication) remain largely unknown. 

More generally, given the limited focus on individuals’ emotions in a sport workplace environment, studies could investigate individual differences (e.g., abilities and personality) (Wagstaff & Larner, 2015) and the types of emotions operating in sport organisations such as sport employees (senior, middle and operational), volunteers or board members (inexperienced vs experienced). Such investigation is needed to help understand how they may shape the way different people respond to various affective events (Ashkanasy et al., 2017) and the impact on organisational functioning. For instance, Lebel (2017) examined the differences in how men and women respond to fearful events. Other individual difference variables could also determine how sport managers respond to various emotional events such as, for example, former elite athletes working in sport organisations compared to non-elite athletes. 

Between Person’s Level
This section focuses on the individual differences that influence the experience of affect. It addresses the two most researched variables: trait affect and emotional intelligence. 

Trait affect represents a personal disposition to be in a long-term positive or negative affective state. In other words, it is a personality variable relating to an individual’s general emotional tendencies (Weiss & Cropanzano, 1996). Trait affect plays a role as a determinant of personal outcomes in the workplace such as job satisfaction, commitment, turnover, helping behaviours, burnout and performance (Ashkanasy & Humphrey, 2011). 

In the sport management literature, several studies have focused on the relationship between traits and workplace attitudes and behaviours. For instance, Todd and Harris (2009) found that sport employees’ pride ultimately led to job satisfaction. Well-being – the maintenance of positive emotional health in workplace settings – is another trait that has received attention (Kim, Kim, Newman, Ferris, & Perrewé, 2019; Kim, Perrewé, Kim, & Kim, 2017). Emotional exhaustion has been examined in athletic department employees (Huml et al., 2020; Taylor et al., 2019) and coaches (Lee & Chelladurai, 2018). According to Huml et al. (2020) sport employees are at high risk of workaholism that can eventually lead to burnout due in part to traits such as striving against others, proving oneself, and perfectionism that are often used by sport personnel to describe themselves (Anagnostopoulos et al., 2016; Lee & Chelladurai, 2018). 

Future studies could investigate sport employees – as well as volunteers – across a diversity of sport organisations as most studies have focused on athletic departments or professional team organisations. The potential of distinct emotion traits, antecedents, moderators and outcomes could be explored across different professionalisation levels, between sport federations, professional leagues and clubs and amateur organisations. Such endeavours could provide a more robust picture of the sport work environment. Further, more studies could examine other personal outcomes such as intent to stay, organisational citizenship behaviours, and performance, which remain largely overlooked in the sport workplace.  

Emotional intelligence relates to four individual abilities: to perceive, to assimilate, to understand, and to manage emotions in self and others in everyday life (Mayer, Caruso, & Salovey, 2016). Differences in emotional intelligence explain between-person variation in individual’s affective responses to events in the workplace, and the way that positive and negative emotions affect their cognitions and behaviours in the workplace (Ashkanasy & Humphrey, 2011). Emotional intelligence can play a critical role in producing appropriate emotional responses among employees and in increasing pro-social behaviours (Wagstaff et al., 2012a).

Emotional intelligence has received significant attention in coaching and athlete performance (Wagstaff et al., 2012b), yet it has not been fully explored by sport management scholars. Several exceptions include Lee’s recent work on coaches (Lee, 2019; Lee & Chelladurai, 2018) using emotional intelligence to identify the cognitive determinants of emotional labour (discussed in the next section, while studies on emotional intelligence and leadership are reviewed in the fourth level). Considering this model, sport employees need to be emotionally skilled to deal with affective events and to regulate the effects of their emotions. Future research avenues comprise the exploration of the impact of emotional intelligence on affect and well-being as well as organisational outcomes (e.g., positive work attitudes) (Ashkanasy et al., 2002). For example, is there a form of sport emotional intelligence which inherently recognises the emotional intensity often associated with sport and the need to paradoxically counteract with the right balance of emotion and rationality?

Interpersonal Interactions Level 
A substantial number of studies have examined the display and communication of emotions in dyadic interactions, such as between co-workers, leaders and followers, and abusers and victims (Ashkanasy & Humphrey, 2011). Emotional labour is a central construct traditionally studied. 

Emotional labour. This is defined as an effort to both regulate feelings and express appropriate emotions to be effective on the job (Grandey, 2000). It involves coping mechanisms when individuals deal with unpleasant emotions and inevitable stressors (Lee & Chelladurai, 2018). Employees perform emotional labour when they need to display appropriate emotions to co-workers and customers as part of their job duties (e.g., call centres) (Ashkanasy & Humphrey, 2011). 

Organisational psychologists and a few sport management scholars have increasingly noted the importance of emotional labour in sport organisations (Lee & Chelladurai, 2018; Wagstaff et al., 2012a, b, c). Besides one study on emotional labour in coaching (Lee & Chelladurai, 2018), no studies have been conducted on how employees use emotional labour. Like coaches, managers operate in an emotion-laden context which evokes a variety of emotions and requires regulating those emotions and to display appropriate emotions in dealing with employees (Lee & Chelladurai, 2018; Wagstaff et al., 2012a, b). Building on the work of Wagstaff and colleagues (2012b, c), future research avenues could include identifying the emotional abilities, personality and regulation strategies associated with interpersonal relationships that lead to optimal organisational functioning. 

Within many strategic and human resource functions such as selection, performance management and training, senior managers must monitor emotions and identify coping strategies that would be applicable to the conduct of their organisation, and examine the factors influencing the implementation of organisational strategy. The duties of sport leaders may involve managing conflicts, tensions (i.e., between sport for all and elite sport policies, national and state sport organisations, on-field success, strategy and performance, or different institutional logics as well as possible rants from members and fans), ethical issues, as well as complex and risky decisions. Hence, these specific sport features can generate more emotional demands on them compared to leaders in other industries (Lee & Chelladurai, 2018), especially in highly visible professional sports. It is therefore important to understand how sport leaders regulate their emotions and manage the process of emotional labour to be effective in their jobs and ensure organisational performance and integrity. Finally, as emotionally abusive behaviours have been found in the workplace setting (Wagstaff & Larner, 2015) and considering the stressful sport environment (Taylor et al. 2019; Lee, 2020), more studies are needed to investigate the occupational stress dynamics experienced by sport leaders and the associated potential destructive consequences on the ethical climate. 

Groups Level 

At the fourth level of analysis, the focus moves to group and group leadership. There have been two dominant research streams: the role of leaders as mood managers and the nexus of emotional intelligence and leadership. 

Leaders as mood managers. Researchers have long contended that leaders have an important influence over the moods of their followers (Ashkanasy & Humphrey, 2011). Emotional contagion – which occurs when emotions spread from one person to another in a mimetic fashion – is one of the main ways by which leaders influence their followers’ moods.   

Organisational psychology scholars have highlighted the value of examining emotional contagion in sport organisations and how the mood of individuals relates to the collective mood of others (Wagstaff et al., 2012b, c). Understanding the process of perception and transmission of emotions is key to engendering high quality leader-member relationships and high-performing groups. Hence, investigating emotional contagion within a sport board could, for example, provide a better understanding of the role of emotions in the boardroom and therefore of the micro-level dynamics of board work and board performance. The influence of emotional contagion from winning and losing could also be investigated at the group level, and the role managers fulfill in mitigating excessive contagion affects from either outcome. 

Further, Ashkanasy et al. (2017) suggested that more studies could examine how group-level emotions influence the whole organisation as they may lead to a decline in organisational performance (Huy, 2011). Considering the salience of passion in sport and the recent work of Cardon et al. (2017) on team entrepreneurial passion, a promising line of research could therefore be to explore the potential different group-based emotions within the departments or between the board and the staff. For example, in a football club, are the football department staff more or less (compared to other departments) influenced by the emotions attached to winning and losing? Studies could also be conducted in the context of strategic change or other strategic issues such as alliances, innovation or diversification.

Emotional intelligence and leadership. This topic has received much attention in the mainstream leadership literature. Emotional displays by leaders, especially during periods of uncertainty or ambiguity, have a powerful influence on employees’ affective states and the emotional climate of the organisation (discussed next) (Ashforth & Humphrey, 1995; Ashkanasy & Humphrey, 2011). Managing and moderating the emotions of employees is a key leadership function (Ashkanasy & Ashton-James, 2006). 

In the sport management literature, emotional intelligence and leadership is an overlooked topic (Lee, 2019, 2020; Schneider, 2012). Yet, emotional intelligence can play a critical role within sport organisations. Like coaches (Lee & Chelladurai, 2018), senior managers with a high level of emotional intelligence must carefully review emotional states, understand the consequences of emotional states and express appropriate emotions while fostering and maintaining positive emotions among employees (Schneider, 2012). Future research could focus on the connection between emotional intelligence and organisational effectiveness. Welty Peachey, Zhou, Damon, and Burton (2015) noted that this connection has barely been explored. Recently, Paek, Martyn, Oja, Kim, and Larkins (2020) found that sport employees’ creative behaviours were strengthened with improved emotional intelligence and job engagement. The drive for innovation and creativity in sport may increase the importance of emotional regulation skills. Different leadership styles and types of sport leaders (beyond the traditional leader centric theory view (Welty Peachey et al., 2015) could generate new insights within sport management and leadership research. Moreover, additional antecedents would be worth exploring such as personality, self-efficacy and political skills of sport leaders.

Organisation-wide Level
At this level, the framework encompasses the creation of a positive emotional climate where positive emotions are created and sustained across the whole organisation. Organisational policies regarding display rules are also discussed.

Emotional climate. This is a group phenomenon that can be palpably sensed, like when one enters a party and feels an attitude of gaiety or fear. It influences how employees experience and express their emotions, which in turn impacts other organisational outcomes. Emotional climate is a subset of the broader concept of organisational climate. Contrary to culture it is less stable and does not relate to members’ beliefs, values, and deeply embedded assumptions (Ashkanasy & Humphrey, 2011). Emotional climate focuses on the collective mood of organisational members toward their jobs, their colleagues, the organisation, and management. 

While sport is often depicted as a culture of “win-at-all costs” (Lee, 2020), this construct has not received attention in the sport management literature. Sport culture is also described as highly demanding that values hard work and sacrifice (Huml et al., 2020). Future studies could examine culture and climate in federated sport networks to identify the potential variations within levels. It is likely that cultural differences across sport organisations representing distinct sport disciplines or climate differences between national and regional associations could be observed.

Organisational policies.  These policies guide employees’ emotional displays (emotional labour). They are key to determining personal and group emotional outcomes (Ashkanasy & Humphrey, 2011). The creation of organisational policies that minimise stress and promote well-being for healthy and positive emotional climate has received increasing attention (Ashkanasy et al., 2002). 

Inspired by the recent work of Lee (2020) on mindfulness and Kim et al. (2019), more studies could examine what organisational policies and coping could offset the impact of affective events and facilitate employee’s well-being. For instance, the selection and training policies of employees, the overall organisational learning process (Zeimers, Anagnostopoulos, Zintz, & Willem, 2019), and rewards systems could receive more scholarly attention.

In summary, this chapter does not claim to be an exhaustive list of areas for future work nor a summary of the current research findings. This chapter has therefore neglected other research directions that could receive more consideration by the sport management community such as temperament, moods, moral emotions or other affect constructs like passion. Passion has received some attention in the sport literature (Swanson & Kent, 2017). The nature of passion in the sport context remains unknown while various fields of management have suggested specific domains of passion (e.g., Cardon et al., 2009 in entrepreneurship). It is possible to conceive that in sport organisations, different passions co-exist and differ according to individuals or by role (e.g., appointed vs. elected board members; CEO and operational employee) and groups (e.g., board vs. staff; elite sport vs. sport for all department). 

Moreover, despite the growing research on moral emotions in the management field (Greenbaum, Bonner, Gray, & Mawritz, 2020), scholarly interest in moral emotions has been limited in sport management (Lee, Kwak, & Braunstein-Minkove, 2016). Moral emotions are “. . . emotions that are linked to the interests or welfare of society as a whole or at least of persons other than the judge or agent” (Haidt, 2003, p. 853). Moral emotions help to support the moral standards enacted by society and to circumvent unethical behaviour or encourage prosocial behaviour (Greenbaum et al., 2020). These two outcomes are important to an organisation's vitality (Greenbaum et al., 2020) and certainly to sport organisations given the numerous integrity and environmental challenges it must address. Research considering the antecedents (e.g., leadership or corporate social responsibility) and the cognitive and behavioural outcomes (e.g., ethical behaviour and decision-making) of moral emotions of sport employees in sport organisations are developments to be welcomed.

Studying emotions in the workplace is difficult because people often feign or hide them and may not even be aware of their emotions (Ashkanasy et al., 2017). To overcome these challenges, researchers will need to use more qualitative data collection techniques such as interviews (Ashkanasy et al., 2002), observations, focus groups (Lamont et al., 2016), and diary studies (Ashton-James & Ashkanasy, 2008). Given the pejorative view of emotion in organisations, a limited range of emotions tend to be considered as socially acceptable (Ahsforth & Humphrey, 1995). Accordingly, adopting a social constructivist view of how emotions are experienced could bring valuable insights to the building of a more holistic understanding of emotions in the sport workplace. Moreover, the interpretation of events is subject to cultural norms (Ahsforth & Humphrey, 1995). For instance, a study of differences within international sport federations where cultural differences are likely to be present could be insightful.  
Conclusions
Despite a long period of neglect, there has been an emerging interest in the study of emotions in sport management which indicates promising future research directions. The purpose of this chapter was to discuss the merits and the growing tendency of studying emotions in sport management. Inherently, it recognises the emotional intensity associated with sport and the potential paradoxical balance required between rationality and emotionality. Emotions are key features and drivers of sport, manifest through participation and spectating and often through volunteer administrators, non-executive directors, and employees. Paradoxically, strong emotions are required to ‘fight the battle’ yet, rational decision-making and composure are essential ‘to win the battle’ whether it is on or off the field. 

This chapter has contributed to an understanding of the multilevel nature of emotions in sport organisations. Sport provides a unique environment in a professionalising leisure domain to investigate the ways in which individuals experience and manage emotions. The exploration of emotions in the workplace is important and is part of a larger picture of organisational performance. This chapter sets the stage for an exciting future research agenda on micro-aspects of sport management. 
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