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Human resources, which are critical to organisational effectiveness, must 
be effectively managed. Human resource management relies on the ability 
to explain and predict organisational behaviour (OB), which is the 
attitudes and behaviours of individuals and groups in the organisation; 
their satisfaction, commitment, performance, and so on. OB research is 
directed toward identifying the determinants of these attitudes an 
behaviours and further outcomes including organisational effectiveness. 
This paper examines what we know about OB in sport, according to the 
nature of the research conducted (variables, analyses, contexts, research 
methods). 
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The establishment of a new journal in the field of sport management 

provides an opportunity to consider the status of our current knowledge in 
the field, how we arrived at this knowledge base, and where we can and 
should go from here. Knowledge is essential to the legitimisation of sport 
management as a professional occupation and an academic discipline. 
Systematic research is essential to the development of that knowledge. 
Paton warns that “we must demonstrate our eligibility through the quality of 
research developed”. Furthermore, “a profession has the responsibility of 
further expanding the body of knowledge related to its fields of practice. 
This body of knowledge should be original, exclusive to the field, and 
systematically organized”. 

This paper focuses specifically on the state of knowledge regarding 
organisational behaviour (OB) in sport.  

OB refers to the attitudes and behaviours of individuals and groups 
in the organisation. How members feel about their pay, their commitment to 
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the workgroup or organisation, their willingness to work overtime, and job 
performance are examples of important attitudes and behaviours in the 
workplace. According to Ivancevich and Matteson, “individual performance 
is the foundation of organizational performance”. Koehler advises that “it 
should never be overlooked that the lifeline and energy of … organizations 
are lodged within individuals”. Chelladurai (in press) further notes that the 
“management of human resources becomes very critical because only 
people implement organizational policies and procedures. Further, money 
and material become resources only when people use them effectively in the 
production of goods and services”. The attitudes and behaviours of members 
are critical, and perhaps of particular concern, in difficult economic times 
when members are expected to do more with less. The dependence of sport 
organisations on volunteers may increase the complexity of human resource 
management (HRM). The challenge is to direct organisation members 
towards those outcomes that will have a positive impact on organisational 
effectiveness. 

Perhaps because of the professed importance of human resources OB 
is alleged to be one of, if not the most, popular areas of study in sport 
management research. Interestingly, its relative focus in sport management 
textbooks does not bear this out1. The perceived popularity of OB as an area 
of research may be based, at least in part, on the results of several reviews of 
sport management research in general. From these reviews it is possible, 
with varying degrees of accuracy, to identify the relative proportion of 
published research that has concerned itself with OB topics or issues. 
However, none of these sport management research reviews focussed 
specifically on OB research. It will be useful to give specific consideration 
to what we know about OB and HRM in sport. This will allow us to identify 
trends and gaps in OB research, according to the particular variables, 
contexts or settings, and methods used. We can thereby assess its overall 
contribution to the advancement of knowledge in our field. 

The value of sport management research is sometimes measured by 
its ultimate application to practice in the field. Both basic and applied 
research must be relevant to problems and issues in the practice of sport 
management. Relevant research is reflected in the concepts or variables 
examined the theoretical relationship among them, and identifiable 
implications for HRM. The context of an investigation will determine its 
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relevance to the extent that knowledge about the particular setting will be 
advanced and the results can be generalised beyond the specific study. 

Meaningful research will also be determined by the degree to which 
the study design and data collection method(s) contribute to the 
advancement of knowledge (e.g., survey research via field questionnaire or 
interviews, case study). 

The purpose of this paper is to review the research on OB in sport 
and identify what topics or variables, contexts, and methods have and have 
not received the attention of sport management researchers. The literature 
review focuses specifically on studies of the attitudes and behaviours of 
individuals and groups in sport organisations, and the determinants and 
further outcomes of those attitudes and behaviours. Knowledge resulting 
from these studies is essential for effectively managing human resources. To 
facilitate this review, a model that identifies the key concepts of OB and 
HRM, and their proposed interrelationships is presented. 

There appears to be considerable agreement among management 
scholars regarding the definition of OB. “Organizational behaviour … refers 
to the attitudes and behaviours of individuals and groups in organizations. 
The discipline or field of organizational behaviour involves the systematic 
study of these attitudes and behaviours”, “for the purpose of applying such 
knowledge toward improving an organization’s effectiveness”. The key 
concepts in any definition of OB are individuals and groups in 
organisations, and the effectiveness of those organisations. 

The focus of research is the explanation and prediction of attitudes 
and behaviour. The concern of organisations is managing individuals and 
groups towards organisational effectiveness based on the ability to explain 
and predict their attitudes and behaviour. 

Figure 1 presents a model for HRM that encompasses the key 
concepts of OB. The model identifies affective and behavioural outcomes 
for individuals, groups, and organisational effectiveness, which are the 
ultimate concerns of management. 

The model also proposes the determinants of those important 
outcomes, which are individual, group, and organisational factors that 
comprise the internal work environment. It is here that management can 
have some influence over the desired outcomes. Conceptually, the work 
environment factors and outcomes are not limited to those presented here, 
which tend to be prevalent in the general OB literature. The model extends, 
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perhaps, our typical understanding of HRM, which has focussed narrowly 
on personnel selection, training, evaluating and rewarding, to include all 
organisational processes directed at managing human resources towards 
organisational effectiveness. The ultimate concern of processes such as 
leader behaviour, communication, and conflict resolution is positive 
affective and behavioural outcomes of individuals and groups. Thus, they 
must be included in a conceptual model of HRM. The model is relevant to 
OB and HRM at the managerial and no managerial levels of the 
organisation. 

In the work environment, individuals are distinguished by their 
unique attributes, values, needs, and personalities; characteristics the 
individual brings to the organisation, and which may develop further in the 
organisation. These characteristics determine how individuals perceive what 
goes on around them, and how they react. Formal and informal groups 
include any interpersonal relationships between two or more organisation 
members who have come together to achieve some objective(s). Formal task 
groups can be described by their (a) composition, including size and 
heterogeneity; (b) norms, or shared standards for acceptable behaviour 
within the group; and (c) subculture, or underlying shared values that inform 
group norms, and that may or may not parallel the greater organisational 
culture. These characteristics will determine the attitudes and behaviour of 
the group. Informal groups are usually formed out of friendships and 
common interests, and can also have important implications for member 
attitudes and behaviour. 

Individual and group factors interact with various organisational 
processes to affect the attitudes and behaviours of organisation members. 
Organisational processes specific to HRM include (a) job design or the 
nature of the organisational tasks, including variety, quantity, autonomy, 
interdependence; (b) staffing and development; (c) personnel evaluation; (d) 
rewards; (e) communication; (f) leader behaviour; (g) power, including 
sources and uses of power and member involvement in decision-making; 
and (h) conflict resolution. These processes are determined by the broader 
goals, structure, resources, and culture of the organisation. 
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Figure 1.  A model for managing human resources 
 
Together, the individual, group and organisational factors define the 

internal work environment of the organisation. The two-way arrows indicate 
the interactive relationships among these factors. For example, to some 
extent, the organisation selects the individual and may shape that person 
further. Individuals contribute to the diversity of the group, the organisation 
determines the structure and task of the group, and individual and group 
characteristics dictate the nature of organisational leadership. 

It should be noted that the processes described at the organisational 
level may develop a unique character at the group level; that is, leader 
behaviour, power, and communication may be unique to a particular group. 

Based on the open systems perspective, we can expect the external 
environment of the organisation to impact the internal work environment 
since individual members of the organisation come from that external 
environment, bringing their unique values and expectations. The external 
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environment will also influence the goals, resources, and structure of the 
organisation, and consequently its human resource practices for managing 
individual and group behaviour towards the achievement of those goals. 
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