
1 
 

 
 
 

Request for proposals for research services for a pilot study on  
organisational culture in International Sports Federations  

 
Updated 24 September 2020 
 
 
1 Background 
 
The Association of Summer Olympic International Federations (ASOIF) seeks a research 
services provider to conduct a pilot study about the organisational culture of a small number 
of International Sports Federations (IFs). 
 
ASOIF, which is a membership body based in Lausanne, Switzerland bringing together the 
33 IFs that are part of the (Summer) Olympic Games, established a Governance Taskforce 
(GTF) in November 2015 to help IFs “promote and ensure a culture of good governance 
within their structures”. The work of the GTF from 2016 until now has mostly concentrated on 
conducting three large governance assessment exercises and responding to queries from 
IFs, focusing on rules and regulations. The latest review was published in June 2020. 
 
It has been generally agreed in discussions among members of the GTF and IF 
representatives that putting in place good rules is not sufficient in itself to ensure that 
organisations are well-governed. The behaviour and actions of people within an organisation 
play a large role in determining how the organisation works in practice, not just on paper. 
 
ASOIF now seeks to undertake research on organisational culture relevant to IFs. 
 
At this stage, a pilot study is envisaged involving about three IFs. ASOIF will be responsible 
for recruiting the IFs to participate. 
 
 
2 Objectives 
 
The aims of the pilot study are: 
 

• To provide the IFs in the pilot study with valuable insights which they can act on, 
identifying the actual organisational culture in each case, and how it differs from what 
the IF believes to be the desired or optimal culture 

• To develop a tailor-made and state-of-the-art process for understanding IF 
organisational culture; one component of this process will be to settle on a definition 
of organisational culture in a sporting context 

 
It will be the responsibility of each participating IF to determine how best to work towards 
tackling any identified weaknesses. External support to help take action in response to any 
findings or recommendations arising from the pilot study would need to be contracted 
separately and are not included in the scope of work of this RFP. 

http://www.asoif.com/
https://www.asoif.com/governance-task-force
https://www.asoif.com/sites/default/files/download/asoif_third_review_of_if_governance_fv-0616.pdf
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3 Suggested approach – project preparation 

 
 

3.1 Advising on internal communications about the project 
 
In order to be successful, the study of organisational culture will need engagement and 
honest participation at all levels within each IF involved. As in other types of organisations, 
there may be some resistance and scepticism. While it will be the responsibility of each IF to 
manage communications internally, it would be helpful to understand how you could advise 
and support the IF in this work with the aim that the study is seen as a positive initiative by 
staff and officials.  
 
 
3.2 Identification of desired or optimal culture 
 
An important aspect of the project will be to guide each participating IF to understand what 
their desired or optimal culture is for the organisation. Please describe the process you 
would recommend. We appreciate that it will require input from senior officials and staff from 
each organisation. However, in order to encourage IFs to agree to participate, it is important 
that the process is not disproportionately burdensome for senior staff and officials. 
 
We anticipate that each IF will want to identify a desired or optimal culture specifically for 
their organisation. 
 
 
4  Suggested approach - research and data collection 
 
Based on the work of the ASOIF GTF so far, the research and data collection methods 
below are suggested. However, ASOIF is open to considering different methodologies. 
 

4.1 Online survey 
 
An online survey would be conducted covering employees, elected and appointed officials 
and potentially other stakeholders. The mix of participants might vary from one organisation 
to another – some IFs have as few as 20 employed staff to survey and in many cases 
elected/appointed officials (number of key people ranges from 50 to 200) would only have 
sporadic interaction with the organisation. Individuals involved would need to be guaranteed 
anonymity. 
 
 
4.2 Structured interviews and/or focus groups 
 
A sample of survey recipients from different parts of the organisation(s) studied and 
potentially from stakeholder bodies would be invited to participate in structured interviews 
and/or focus groups. These would provide an opportunity to explore particular topics in more 
depth.  
 
Interviews and/or focus groups could be conducted by Skype/Zoom (or similar), by phone or 
potentially in person, in some cases. The majority of the employed staff are based in 
Switzerland. Elected and appointed officials are all over the world but may come together for 
meetings once or twice a year (although in recent months such meetings have of course not 
taken place face to face). 
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As a starting point, it can be assumed that the survey and interviews and/or focus groups will 
be in English language only. However, this will need to be approved by the participating IFs. 
 
Participants would need to have guaranteed confidentiality. It is recognised that this is 
particularly important in the context of small organisations where an individual might be 
identifiable if known to be from a particular department or type of job role. Any comments 
made would not be quoted directly, except with the explicit permission of the interviewee. 
 
 
4.3 Use of any available IF data for benchmarking 
 
Depending on availability, appropriate numerical figures and other internal information from 
IFs could be collated. 
 
Some of the measures which might already be collected by at least a few IFs include: 
 

• Diversity figures among staff and officials 

• Sign-off rate on the Code of Ethics and the Code of Conduct 

• Staff turnover rate and absenteeism 

• Gender pay gap 

• “Speak up” and whistleblowing usage data 

• Collated information from exit interviews 
 
While the information might not be particularly insightful in isolation, establishing current 
status would be useful to enable changes to be tracked over time. It may also be possible to 
identify benchmarks for the sports sector in due course. 
 
Any recommendations for other relevant data that may be available are welcome. 
 
 
5 Deliverables for chosen supplier 
 
The material collected should be analysed and combined into a final report for each 
organisation in the study. The analysis could include a comparison between the 
organisation’s declared values and the findings of the study. 
 
At this stage, due to the small number of IFs studied, an overall report collating results will 
not be required. 
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6 Responding to the RFP 
 
If you would like to respond, please send a written submission by the end of the day on 
Tuesday 27 October 2020 setting out: 
 

• Your suggested approach to the elements outlined in 3 to 5 above, plus any other 
recommendations 

• A suggested timetable  

• A budget range, assuming that three IFs participate, with sizes as follows: 
a. IF A – 25 full-time staff, including management team of 7; executive board of 

15 (all elected or nominated by continental member federations), led by the 
elected president; 10 other committees with a total of 40 individuals (all 
volunteers – no staff) 

b. IF B – 40 full-time staff, including management team of 7; executive board of 
30 (all elected or nominated by continental member federations), led by the 
elected president; 17 other committees with a total of 85 individuals (all 
volunteers – no staff) 

c. IF C – 140 full-time staff, including senior management team of 9; executive 
board of 20 (all elected or nominated by continental member federations) , led 
by the elected president; 14 other committees with a total of 60 individuals (all 
volunteers – no staff) 
 

• An indication of how many interviews/focus groups you would recommend (include 
this in the budget) 

• Any additional considerations/options which would have a significant impact on the 
budget 

• A brief explanation of your approach to data protection  

• Examples of relevant experience (hyperlinks are acceptable) 

• Brief biographies of the planned project team (hyperlinks are acceptable) 
 
 
7 Criteria for evaluation of proposals 
 

Criteria Percentage 

Suitability of suggested approach 30% 

Relevant experience and team 30% 

Budget 40% 

 
After reviewing written submissions, ASOIF may request a call/meeting with shortlisted 
suppliers. 
 
 
 
8 Contact for questions 
 
James Carr 
Head of Administration and Projects 
ASOIF 
james.carr@asoif.com  
+41 21 601 48 88 

mailto:james.carr@asoif.com

