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MEADOW
WEBSITE ACTIVITIES

The Meadow website assures continuous dissemination throughout
the life of the project by providing information on the network, the project
goals and activities. You can also be informed of project publications.
The public space on the MEADOW webpage will be used
to diffuse all unrestricted documents and reports. Provisional versions
of Chapters 1 and 2 of the Guidelines are already available. Background documents written by different teams within the consortium
are also published on the website.

UP-COMING
ON-LINE PUBLICATIONS :
• Chapter 3: Measuring the dynamics of organisations
and work - employer survey
• Chapter 4: Measuring the dynamics of organisations
and work- employee survey
• Chapter 5: Methodologies for Surveys of Employers
and Employees
• Appendix: Synthesis report on testing the Guidelines
• Appendix: Translation of English master employer
and employee questionnaires into 8 other languages.

MEADOW CONSORTIUM
Meadow is a three year project involving 14 teams covering 9 European countries, selected for their specific areas of expertise in relation to
the project’s goals. The project integrates the perspectives of both producers and users by including research teams that have designed and
implemented national survey instruments for measuring organisational change and innovation at the employer level, and work restructuring
at the employee level, as well as experienced users of such surveys.

France
Centre d’Études de l’Emploi (CEE) - Coordinator

Italy

Research Unit Dynamics of organisations and work

Instituto Ricerca sulla populazione e le politiche sociali

Team Leader: Nathalie Greenan

Team Leaders: Daniele Archibugi, Giorgio Sirilli
http://www.cnr.it

Consiglio Nazionale delle Ricerche (CNR)

http://www.cee-recherche.fr
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Université de Nice-Sophia Antipolis (UNSA)

ONLINE PUBLICATIONS

Netherlands

GREDEG

Maastricht Universiteit (UM-MERIT)

Team Leader: Prof. Edward Lorenz

Guidelines for collecting and interpreting harmonised data on organisational change
and work restructuring and their economic and social impacts at the EU level.
Chapter 1 “From thematic priorities to theories and concepts”
This chapter identifies thematic priorities for measurement in relation to the information needs of policy makers and analysts. Secondly, it provides an
overview of theories of organisations and organisational change including their impacts on enterprise performance and employee outcomes. Each of the
main sections of this chapter identifies core concepts as a basis for constructing indicators in order to ensure that the design of organisational surveys
provides information that is useful to both policy makers and analysts.

http://portail.unice.fr/jahia/jsp/index.jsp

Team Leader: Dr. Anthony Arundel
http://www.merit.unu.edu

Belgium
Katholieke Universiteit Leuven (KU LEUVEN)

Institute for Labour Studies (OSA)

Team Leader: Monique Ramioul

Labour market research department

MEASURING THE DYNAMICS
OF ORGANISATIONS AND WORK

Team Leader: Amelia Román

Nathalie Greenan and Edward Lorenz – Project Coordinators

http://www.hiva.be/Openingspagina/home_en.php

http://www.uvt.nl/osa

Denmark
Aalborg Universitet (AAU)
Department of Economics, Politics and Public Administration
Team Leader: Prof. Peter Nielsen

Nederlandse organisatie voor toegepast natuurwetenschappelijk
onderzoek (TNO)
TNO Quality of life | Work and Employment
http://www.tno.nl

Chapter 2 “From existing surveys to a general survey framework”
Germany
Bundesagentur für Arbeit – Institute für Arbeitsmarktund Berufsforschung (IAB)

Sweden
University of Gothenburg (UGOT)
Department of Work Science

Team Leader: Dr. Lutz Bellmann
http://www.iab.de

Team Leader: Dr. Annika Härenstam
http://www.gu.se

Fraunhofer Institut for Systems and Innovation Research (ISI)
Industrial and Service Innovations

Background documents

United Kingdom

Team Leader: Eva Kirner

National Institute of Economic and Social Research (NIESR)

http://www.isi.fhg.de/homeisi.htm

1 The Multilevel Theoretical Framework
The aim of this report has been to establish an overview of theoretical literature in surveys on organisational change, innovation and work conditions.
An international team of scholars have cooperated on this task. Scholars from Aalborg University (Denmark) have coordinated the work and accepted
responsibility for establishing a comprehensive multilevel framework regarding theories on organisational change, innovation and work conditions.
Authors:
Nielsen, P., Lund, R., Lundvall, B.-Å., Gjerding, A. N., Nielsen, R. N., Rasmussen, J. G. and Hesselholdt, A. D.,
from Aalborg University.
Makó, C., Illéssy, M. and Csizmadia, P., from the Hungarian Academy of Sciences, Institute of Sociology
Härenstam, A. and Bejerot, E., from the University of Gothenburg and Mälardalen University
Som, O. and Kirner, E, Fraunhofer Institute for Systems and Innovation Research
Huys, R., from the Catholic University of Leuven
Lazaric, N., from the University of Nice-Sophia Antipolis
Coutts, A., from the University of Cambridge

Team Leader: John Forth
http://www.niesr.ac.uk

Hungary
Szociologiai Kutatointézete/Institute of Sociology of the Hungarian
Academy of Sciences (ISB)
Department: Research Group of Organisation and Work

University of Kent (UKENT)

Team Leader: Prof. Csaba Makó

Team Leader: Prof. Francis Green

Economics Department

European Commission, DG Research
Project officer: Dr. Domenico Rossetti di Valdalbero

Globalisation, changes in technology and demographics as well as economic crises put high pressure for change
on organisations and employees. Their responses to these transformation pressures generate processes of
adaptation and selection among them, with implications for economic performance, employment and the quality
of work. These global challenges for organisations and employees are recognised in the Lisbon agenda that calls
for a positive management of change and for the promotion of innovative and adaptable forms of work organisation
with a view to improving both job quality and productivity at work.

2 MEADOW testing
3 A full-scale test of the MEADOW
employer-survey in Sweden
4 A survey design
covering the time line
5 Using MEADOW to develop
indicators of learning organisations
6 National Framework Programmes
for Organisational Change
and Innovation
7 What the stakeholders
have to say about MEADOW

There is a rich literature showing how the economic context influences organisational change. During economic
downturns, organisations are under pressure to adapt in order to survive. This is why observers sometimes emphasise
the virtues of bad times. But organisational changes also occur in prosperous times, backed up by the availability
of slack resources. Taking into consideration the theoretical background on the relation between economic fluctuations
and organisational change, a MEADOW based harmonised survey would provide comparative information on
how organisations cope with economic change and adversity across EU-member nations.
A variety of research has shown that organisational restructuring can be highly disruptive. In the limit such restructuring can result in a decline in productivity and lower economic performance or even economic failure. For these
reasons, it is crucial to understand how organisations can dynamically adapt to changes in technology and markets
while preserving their vital inertia forces. A harmonised survey on organisational change and its impacts could
provide a way of identifying best practices for designing flexible organisations.
Organisations in public and private sectors respond to different goals and pressures but in both sectors they
deal with a modernisation agenda. New Public Management principles, Human Service Organisations approaches,
and E-government schemes influence a range of public management reforms across European countries going
from the protection and welfare of people to market orientation and efficiency. An integrated survey covering both
sectors could contribute to identifying and comparing the organisational changes implemented by public and
private employers in Europe.
Preliminary work from the last waves of the Community Innovation Survey (CIS) tends to show that ICT investments
positively affect all types of innovation and that organisational innovation has a stronger impact on productivity than
other types of innovation. Harmonised measures of organisational change could provide a deeper understanding
of the organisational dimension of innovation and respond to the increasing recognition by the policy community
that innovation takes place in many ways and relies on diverse competences and skills. The public sector is also a
vital component of the innovation system. The MEADOW guidelines provide a framework for collecting data at
the employer and employee levels that could be used to evaluate progress in promoting this enlarged and
more comprehensive approach to innovation policy in the European Union.

Survey grids: appendix to MEADOW Background document n°2

MEADOW is funded within the 6th Framework Programme of the European Commission's DG Research.

3 The access rights to survey results report
This background document is an output from Workpackage 3 of the MEADOW project. Its aim is to describe access rights to employer level surveys
for external parties.

www.meadow-project.eu

The Aalborg Stakeholder meeting

9 MEADOW website activities
http://www.kent.ac.uk

http://www.sow.hu

2 The Grid report

Author: Rik Huys, from the Catholic University of Leuven

Why is it crucial to measure organisational changes?

8 The January 2010 Stakeholder
conference in Brussels

This background document is one output from Workpackage 2 of the MEADOW project. The aim of the Grid report is to provide a descriptive overview that
compares existing surveys according to grids including the survey procedures, objectives of the surveys, underlying theories and concepts of organisational
change, comparisons of detailed indicators of organisational change, innovation and work conditions, and how the survey results have been used.
This work has been coordinated by Aalborg University (Denmark) and the report is drawn up by the AAU meadow team (see author list below). Also see
"Survey Grids" - Appendix of the "Grid report" (MEADOW Background document n°2).

The "Survey Grids" is the appendix of the "Grid report" (MEADOW background document n°2). It is composed of descriptive grids analysing
21 surveys, on the basis of which it should be possible to establish what is the state of the art in surveys on organisational change. All partners
of the MEADOW project contributed to this work according to their specific area of expertise, under the coordination of Aalborg University,
Denmark.
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Team Leader: Karolus Kraan

http://www.aau.dk

In line with the concerns of international organisations, the European policy agenda and theoretical developments on work organisation and its dynamics,
there has been for at least twenty years growing interest in many European countries, as well as in North America, to develop survey instruments suitable to
analyse changes in work organisation. In order to draw some methodological principles from these experiences, one of the tasks of the MEADOW team
has been to collect precise information on existing surveys and to provide an overview of their design principles. Backed up on the previous experiences,
this chapter proposes a general survey framework for a linked employer-employee survey, leaving however opened options for an employer only and an
employee only survey.

November 2009

Organisational restructuring can imply changes in the size, boundaries and localisation of business activity resulting
in processes of job creation and destruction as well as complex internal reorganisations. Research on this issue has
shown that such changes not only influence the organisations’ economic performance but also impact on the health
of employees (both physical and mental) through increased risks. As health is a central aspect for company
employment and productivity, bad employee health (poor social performance) harms, in turn, economic performances. A linked employer- employee survey could contribute to finding out how employees suffer or benefit
from organisation restructuring and provide the necessary input for finding solutions.

For further information about the MEADOW project, please contact :
Nathalie Greenan, Project coordinator
Centre d’Études de l’Emploi
Email : nathalie.greenan@cee-recherche.fr

Edward Lorenz
University of Sophia-Antipolis
Email: Edward.lorenz@gredeg.cnrs.fr

Published by Centre d’Études de l’Emploi
29, promenade Michel Simon 93166 Noisy-le-Grand Cedex
Phone number : +33 (0)1 45 92 68 00

www.meadow-project.eu

The conference started with a lively discussion, chaired by Johan van
Rens (European Policy Adviser), on the possibility for MEADOW to
become the EU instrument for developing harmonised measures
of adaptable workers and enterprises and innovative forms of work
organisation. The ensuing sessions focused on the analytical framework of the project, on the general survey design linking employers
and employees, and on the proposed employer and employee-level
survey indicators. The conference closed with a round table discussion,
chaired by Monique Ramioul (Catholic University of Leuven). It was
recognised that harmonised European surveys of organisations do not
yet exist and that there is a need for more and better information on
organisational change.
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A SURVEY DESIGN
COVERING THE TIME LINE

The MEADOW Guidelines recommend a survey design that links
the interview of an employer with the interviews of the employees.
A preference is given to a linked employer/employee survey with the

employer sampled in the first stage and the employees in the second
one. Measuring changes implies collecting longitudinal information,
which is information about the present state as well as the past/future
state. The Guidelines propose a model survey framework, which
combines retrospective questions at each wave within representative
panel surveys.
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Martin Luppes, Statistics Netherlands, speaking at the Conference Roundtable

MEADOW TESTING:
DEMONSTRATING
THE FEASIBILITY
OF DEVELOPING
HARMONISED MEASURES
OF ORGANISATIONAL CHANGE
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Between May and September 2009 the MEADOW project went
through an intensive phase of testing employer and employee level
questionnaires based on questions stemming from the core sets of
indicators of organisational change and its impacts developed over
the second year of the project. The questions were translated from
English into the national languages of the countries participating in
the testing phase. Several hundred interviews were conducted in eight
European nations with employers and employees from selected
private and public sector organisations across a variety of sectors
and establishment sizes in order to capture a range of organisational
structures. The interviews used cognitive testing techniques to identify
problems with the proposed questions.
The design of harmonised questions on organisational change and
its impacts faces important challenges due to cultural and linguistic
differences between European countries and partly due to differences
in the function of businesses across sectors and firm size. Consequently, in order to develop measures that can provide comparability
across countries and firms, questions need to be carefully designed
to avoid emotive differences in translation from one language to
another and to be applicable to a wide range of circumstances.

A FULL-SCALE TEST
OF THE MEADOW
EMPLOYER-SURVEY IN SWEDEN

3

The MEADOW employer survey will be put to a full scale test in Sweden
during December 2009. The final version of MEADOW’s employer
questionnaire will be used in a telephone interview based survey carried out by Statistics Sweden. The firms that will be contacted are those
that answered both the Community Innovation Survey (CIS) and Eurostat’s
model survey on firms’ ICT usage earlier in 2009. There are just over
1000 firms with at least 20 employees that have done that and all of
them will be contacted.

Careful testing plays a crucial role in order to assure the ability of the
definitions and survey questions to meet key goals including: 1) face
validity (the questionnaire addresses the right issues from the perspective of the respondent), 2) content validity (the responses measure
what the researchers want to measure), 3) the ability to measure
changes over time (memory telescope effects) and 4) social desirability
and other forms of bias that could particularly influence questions on
employee responsibilities.
During the first round of testing in May and June 2009, face validity
was high and few problems of measurement over time were encountered, with most respondents being able to recall events over a
two-year time span. The most common problem identified concerned
content validity – the respondents did not understand the question as
intended or were unable to provide an accurate response. As a result
of the first round of testing approximately one-third of the questions
were revised and underwent a second round of cognitive testing in
August and September. The testing also identified several translation
difficulties where a definition or concept was interpreted differently in
a few European countries. These problems were corrected by national
experts. Overall, the exercise pointed to the importance of thorough
cognitive testing in all countries and its benefits in identifying translation
problems.
Contacts
Lead partner: Anthony Arundel - University of Maastricht – Netherlands
Second: Giorgio Sirilli - National Research Council - Italy

This means that a dataset will be created including information on the
work organisation of firms, work practices, strategies, innovation,
networks, ICT-use and economic impacts. Since Statistics Sweden has
access to register data on balance sheets and data on staff compositions, questions pertaining to these aspects will not be included in the
test. More importantly, these registers make it possible to track the
employees and developments of the staff as regards age, sex, education, income and occupation for many years back. In addition, the
register data makes it possible to track the development of the firm’s
economic performance. This study is sponsored by the Knowledge
Foundation, VINNOVA (The Swedish Governmental Agency for
Innovation Systems) and the Ministry of Enterprise.
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USING MEADOW
TO DEVELOP INDICATORS
OF LEARNING ORGANISATIONS

In May 2007, the OECD’s Innovation Strategy was launched with a mandate to address countries’ needs for a more comprehensive, coherent,
and timely understanding of how to promote, measure and assess
innovation and its underlying dynamics of change. The Governing
Board of the Centre for Educational Research and Innovation (CERI)
decided to contribute to the strategy in part through exploring the

contribution of skills, education and training to innovation and in this
context commissioned a report from Nathalie Greenan (CEE) and
Edward Lorenz (University of Nice) on ‘learning organisations’. Learning
organisations are multi-level and they are defined in terms of the
interrelations between individual behaviours, organisational practices,
and enterprise structures. The report emphasises the role of organisational culture in promoting and sustaining employee learning and
proposes metrics for measuring learning organisations based on the
organisational indicators developed in the MEADOW project:

MEADOW-based indicators of Learning Organisations
Employer-level
Do employees in this establishment regularly up-date
databases that document good work practices or lessons
learned?
What percentage of the employees at this establishment
currently is involved in groups who meet regularly to think
about improvements that could be made within this
workplace?
What percentage of the employees at this establishment
currently works in a team, where the members jointly
decide how work is done?
Does this establishment monitor external ideas or
technological developments for new or improved products,
processes or services?
Does this establishment monitor customer satisfaction
though questionnaires, focus groups, analysis of
complaints, or other methods?

Employee-level
What proportion of the time does your job involve learning
new things?
What proportion of the time does your job involve helping
your co-workers to learn new things?

a. Figured out solutions for improving areas of your own
work?
b. Thought up new or improved products or services for your
employer?
c. Tried to persuade your supervisor or manager to support
new ideas?
How would you compare the level of skills needed for your
job with the level needed when you started working for you
current employer? Would you say it has increased, decreased,
or stayed the same?

During the last two years has this establishment introduced
any new or significantly improved products or services?

www.meadow-project.eu
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There exist a number of national and regional programmes to support
workplace innovation in Europe and among the most ambitious are
the Finnish and Irish national programmes.
The Finnish Funding Agency for technology and innovation (Tekes) was
established in 1983 to foster networking between companies and
research groups in order to carry out ambitious R&D projects and
develop business expertise and international cooperation. Every year
companies participate in about 2,700 projects and research universities
in about 1,100 projects. An important programme coordinated by
Tekes is the Finnish Workplace Development Programme (TYKES 20042009), sponsored by the Finnish Ministry of Labour, which works on a
triple helix cooperation principle involving companies and research
and educational establishments. Through workplace development
and network projects TYKES is striving to create new forms of cooperation between R&D units and workplaces and to generate new
innovative solutions for Finnish working life. The Ministry of Labour has
set up a budget of 87 million euros for the year 2004-09 which
embraces around 1,000 development projects and 250,000
employees participate in the whole programme.

«

WHAT THE STAKEHOLDERS
HAVE TO SAY ABOUT
MEADOW?

In Ireland, the forum on the workplace of the future was established
by the National Centre for the Partnership and Performance (NCPP)
at the request of the Government to assess how well Ireland’s workplaces were equipped to meet the challenges of the twenty first
century and to chart a course for their future development. In March
2005 the forum came out with an integrated set of 42 recommendations,
known as a new National Workplace Strategy, which provides the
basis for competitive enterprise, high quality public services, broad
access to employment opportunities and a good quality of working
life for all employees. This strategy reflects the Irish Government’s
assumption that Ireland’s competitiveness as a knowledge based
economy will depend significantly on the capacity of organisations
to achieve transformative changes through innovative work practices.
Within the context of the European Employment Strategy for Growth
and Jobs, the Finnish and Irish national programmes for workplace
innovation could serve as important benchmarks to foster mutual learning
across EU-members on how best to design policies to achieve the
combined aims of creating good quality jobs and increasing enterprise performance. A MEADOW type of harmonised organisational
survey could directly contribute to the implementation and assessment of such policies at the EU-level by providing accurate and timely
information on organisational structure and change as well as their
economic and social impacts.
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‘To develop and inform European policy, whilst
simultaneously strengthening the European
Research Area, new infrastructures are required for
social and economic enquiry. Typically, these
consist of major surveys of individuals and families
and are often conducted on a longitudinal basis.
The MEADOW project has demonstrated the clear
need for such comparative information to be made available from
surveys of organisations. That this is both feasible and desirable
is now without question. The issue remaining is whether or not the
research community, possibly in collaboration with National Statistical
Institutes, can gain the resources from funding agencies to develop
this much needed research resource.’

«

‘The internationalisation of economic activity
both within and across organisations is believed
to have had profound impacts on the way
in which work is structured. Important policy
decisions are made on the basis of that belief.
It is critical that we develop a strong empirical
basis to inform those decisions. The MEADOW
project represents an important effort in that direction.’
Julia Lane, National Science Foundation, US

Peter Elias, Economic and Social Research
Council (ESRC) and University of Warwick, UK

Over the last 12 months have you:

Contact Hans-Olof Hagén, Statistics Sweden (hans-olof.hagen@scb.se)

www.meadow-project.eu

NATIONAL FRAMEWORK
PROGRAMMES
FOR ORGANISATIONAL
CHANGE AND INNOVATION

«

The first MEADOW Stakeholder Meeting took place in Aalborg,
Denmark, on 4-6 February 2009. The main objectives of this
meeting were to present the project’s mid-term results
and discuss the project objectives and relevance to
policy making. Discussions on the timeline for the
future course of action also took place among the
representatives from several national Statistical
Offices and Eurostat. Representatives from
these institutions actively participated in
a discussion around the draft employer and
employee-level questionnaires with
a view to ensuring that the consortium

stays focused on the needs of such national authorities who might
ultimately carry-out a European-wide survey.

«

1

THE AALBORG
STAKEHOLDER MEETING

THE JANUARY 2010
STAKEHOLDER
CONFERENCE IN BRUSSELS
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The final MEADOW Conference will take place in Brussels on 29
January 2010. This meeting will involve a wide range of potential users
of the Guidelines, including representatives from the policy, scientific,
business and trade union communities.
The main objectives of this meeting will be to: 1) present the MEADOW
Guidelines, including the results of the testing phase demonstrating
the feasibility of producing harmonised statistics on organisational
dynamics at the EU level; 2) debate the contribution which harmonised
data and indicators of organisational structure and change could

make to EU policy making, including policies in the areas of innovation,
ICT, employment, vocational training and quality of work.
Invited speaker, Duncan Gallie of Nuffield College, Oxford, will speak
on “Why is it Important to measure organisational change?“. A roundtable discussion to be chaired by Peter Elias of Warwick University will
focus on the topic of MEADOW’s contribution to EU-policy-making.
Participants in the roundtable include Joao Medeiros, from DG
Employment, Keith Sequeira, from DG Enterprise, and Maria Theofilatou from DG Research.
The meeting will also be an occasion for further discussions aimed
at building-up a partnership with members of the ESS network with
a view to carrying-out full-scale tests of the core questionnaires
developed by the MEADOW consortium.

www.meadow-project.eu

The conference started with a lively discussion, chaired by Johan van
Rens (European Policy Adviser), on the possibility for MEADOW to
become the EU instrument for developing harmonised measures
of adaptable workers and enterprises and innovative forms of work
organisation. The ensuing sessions focused on the analytical framework of the project, on the general survey design linking employers
and employees, and on the proposed employer and employee-level
survey indicators. The conference closed with a round table discussion,
chaired by Monique Ramioul (Catholic University of Leuven). It was
recognised that harmonised European surveys of organisations do not
yet exist and that there is a need for more and better information on
organisational change.
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A SURVEY DESIGN
COVERING THE TIME LINE

The MEADOW Guidelines recommend a survey design that links
the interview of an employer with the interviews of the employees.
A preference is given to a linked employer/employee survey with the

employer sampled in the first stage and the employees in the second
one. Measuring changes implies collecting longitudinal information,
which is information about the present state as well as the past/future
state. The Guidelines propose a model survey framework, which
combines retrospective questions at each wave within representative
panel surveys.
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Between May and September 2009 the MEADOW project went
through an intensive phase of testing employer and employee level
questionnaires based on questions stemming from the core sets of
indicators of organisational change and its impacts developed over
the second year of the project. The questions were translated from
English into the national languages of the countries participating in
the testing phase. Several hundred interviews were conducted in eight
European nations with employers and employees from selected
private and public sector organisations across a variety of sectors
and establishment sizes in order to capture a range of organisational
structures. The interviews used cognitive testing techniques to identify
problems with the proposed questions.
The design of harmonised questions on organisational change and
its impacts faces important challenges due to cultural and linguistic
differences between European countries and partly due to differences
in the function of businesses across sectors and firm size. Consequently, in order to develop measures that can provide comparability
across countries and firms, questions need to be carefully designed
to avoid emotive differences in translation from one language to
another and to be applicable to a wide range of circumstances.

A FULL-SCALE TEST
OF THE MEADOW
EMPLOYER-SURVEY IN SWEDEN
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The MEADOW employer survey will be put to a full scale test in Sweden
during December 2009. The final version of MEADOW’s employer
questionnaire will be used in a telephone interview based survey carried out by Statistics Sweden. The firms that will be contacted are those
that answered both the Community Innovation Survey (CIS) and Eurostat’s
model survey on firms’ ICT usage earlier in 2009. There are just over
1000 firms with at least 20 employees that have done that and all of
them will be contacted.

Careful testing plays a crucial role in order to assure the ability of the
definitions and survey questions to meet key goals including: 1) face
validity (the questionnaire addresses the right issues from the perspective of the respondent), 2) content validity (the responses measure
what the researchers want to measure), 3) the ability to measure
changes over time (memory telescope effects) and 4) social desirability
and other forms of bias that could particularly influence questions on
employee responsibilities.
During the first round of testing in May and June 2009, face validity
was high and few problems of measurement over time were encountered, with most respondents being able to recall events over a
two-year time span. The most common problem identified concerned
content validity – the respondents did not understand the question as
intended or were unable to provide an accurate response. As a result
of the first round of testing approximately one-third of the questions
were revised and underwent a second round of cognitive testing in
August and September. The testing also identified several translation
difficulties where a definition or concept was interpreted differently in
a few European countries. These problems were corrected by national
experts. Overall, the exercise pointed to the importance of thorough
cognitive testing in all countries and its benefits in identifying translation
problems.
Contacts
Lead partner: Anthony Arundel - University of Maastricht – Netherlands
Second: Giorgio Sirilli - National Research Council - Italy

This means that a dataset will be created including information on the
work organisation of firms, work practices, strategies, innovation,
networks, ICT-use and economic impacts. Since Statistics Sweden has
access to register data on balance sheets and data on staff compositions, questions pertaining to these aspects will not be included in the
test. More importantly, these registers make it possible to track the
employees and developments of the staff as regards age, sex, education, income and occupation for many years back. In addition, the
register data makes it possible to track the development of the firm’s
economic performance. This study is sponsored by the Knowledge
Foundation, VINNOVA (The Swedish Governmental Agency for
Innovation Systems) and the Ministry of Enterprise.
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TO DEVELOP INDICATORS
OF LEARNING ORGANISATIONS

In May 2007, the OECD’s Innovation Strategy was launched with a mandate to address countries’ needs for a more comprehensive, coherent,
and timely understanding of how to promote, measure and assess
innovation and its underlying dynamics of change. The Governing
Board of the Centre for Educational Research and Innovation (CERI)
decided to contribute to the strategy in part through exploring the

contribution of skills, education and training to innovation and in this
context commissioned a report from Nathalie Greenan (CEE) and
Edward Lorenz (University of Nice) on ‘learning organisations’. Learning
organisations are multi-level and they are defined in terms of the
interrelations between individual behaviours, organisational practices,
and enterprise structures. The report emphasises the role of organisational culture in promoting and sustaining employee learning and
proposes metrics for measuring learning organisations based on the
organisational indicators developed in the MEADOW project:

MEADOW-based indicators of Learning Organisations
Employer-level
Do employees in this establishment regularly up-date
databases that document good work practices or lessons
learned?
What percentage of the employees at this establishment
currently is involved in groups who meet regularly to think
about improvements that could be made within this
workplace?
What percentage of the employees at this establishment
currently works in a team, where the members jointly
decide how work is done?
Does this establishment monitor external ideas or
technological developments for new or improved products,
processes or services?
Does this establishment monitor customer satisfaction
though questionnaires, focus groups, analysis of
complaints, or other methods?

Employee-level
What proportion of the time does your job involve learning
new things?
What proportion of the time does your job involve helping
your co-workers to learn new things?

a. Figured out solutions for improving areas of your own
work?
b. Thought up new or improved products or services for your
employer?
c. Tried to persuade your supervisor or manager to support
new ideas?
How would you compare the level of skills needed for your
job with the level needed when you started working for you
current employer? Would you say it has increased, decreased,
or stayed the same?

During the last two years has this establishment introduced
any new or significantly improved products or services?
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There exist a number of national and regional programmes to support
workplace innovation in Europe and among the most ambitious are
the Finnish and Irish national programmes.
The Finnish Funding Agency for technology and innovation (Tekes) was
established in 1983 to foster networking between companies and
research groups in order to carry out ambitious R&D projects and
develop business expertise and international cooperation. Every year
companies participate in about 2,700 projects and research universities
in about 1,100 projects. An important programme coordinated by
Tekes is the Finnish Workplace Development Programme (TYKES 20042009), sponsored by the Finnish Ministry of Labour, which works on a
triple helix cooperation principle involving companies and research
and educational establishments. Through workplace development
and network projects TYKES is striving to create new forms of cooperation between R&D units and workplaces and to generate new
innovative solutions for Finnish working life. The Ministry of Labour has
set up a budget of 87 million euros for the year 2004-09 which
embraces around 1,000 development projects and 250,000
employees participate in the whole programme.

«

WHAT THE STAKEHOLDERS
HAVE TO SAY ABOUT
MEADOW?

In Ireland, the forum on the workplace of the future was established
by the National Centre for the Partnership and Performance (NCPP)
at the request of the Government to assess how well Ireland’s workplaces were equipped to meet the challenges of the twenty first
century and to chart a course for their future development. In March
2005 the forum came out with an integrated set of 42 recommendations,
known as a new National Workplace Strategy, which provides the
basis for competitive enterprise, high quality public services, broad
access to employment opportunities and a good quality of working
life for all employees. This strategy reflects the Irish Government’s
assumption that Ireland’s competitiveness as a knowledge based
economy will depend significantly on the capacity of organisations
to achieve transformative changes through innovative work practices.
Within the context of the European Employment Strategy for Growth
and Jobs, the Finnish and Irish national programmes for workplace
innovation could serve as important benchmarks to foster mutual learning
across EU-members on how best to design policies to achieve the
combined aims of creating good quality jobs and increasing enterprise performance. A MEADOW type of harmonised organisational
survey could directly contribute to the implementation and assessment of such policies at the EU-level by providing accurate and timely
information on organisational structure and change as well as their
economic and social impacts.
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‘To develop and inform European policy, whilst
simultaneously strengthening the European
Research Area, new infrastructures are required for
social and economic enquiry. Typically, these
consist of major surveys of individuals and families
and are often conducted on a longitudinal basis.
The MEADOW project has demonstrated the clear
need for such comparative information to be made available from
surveys of organisations. That this is both feasible and desirable
is now without question. The issue remaining is whether or not the
research community, possibly in collaboration with National Statistical
Institutes, can gain the resources from funding agencies to develop
this much needed research resource.’

«

‘The internationalisation of economic activity
both within and across organisations is believed
to have had profound impacts on the way
in which work is structured. Important policy
decisions are made on the basis of that belief.
It is critical that we develop a strong empirical
basis to inform those decisions. The MEADOW
project represents an important effort in that direction.’
Julia Lane, National Science Foundation, US

Peter Elias, Economic and Social Research
Council (ESRC) and University of Warwick, UK

Over the last 12 months have you:

Contact Hans-Olof Hagén, Statistics Sweden (hans-olof.hagen@scb.se)
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NATIONAL FRAMEWORK
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FOR ORGANISATIONAL
CHANGE AND INNOVATION

«

The first MEADOW Stakeholder Meeting took place in Aalborg,
Denmark, on 4-6 February 2009. The main objectives of this
meeting were to present the project’s mid-term results
and discuss the project objectives and relevance to
policy making. Discussions on the timeline for the
future course of action also took place among the
representatives from several national Statistical
Offices and Eurostat. Representatives from
these institutions actively participated in
a discussion around the draft employer and
employee-level questionnaires with
a view to ensuring that the consortium

stays focused on the needs of such national authorities who might
ultimately carry-out a European-wide survey.

«
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The final MEADOW Conference will take place in Brussels on 29
January 2010. This meeting will involve a wide range of potential users
of the Guidelines, including representatives from the policy, scientific,
business and trade union communities.
The main objectives of this meeting will be to: 1) present the MEADOW
Guidelines, including the results of the testing phase demonstrating
the feasibility of producing harmonised statistics on organisational
dynamics at the EU level; 2) debate the contribution which harmonised
data and indicators of organisational structure and change could

make to EU policy making, including policies in the areas of innovation,
ICT, employment, vocational training and quality of work.
Invited speaker, Duncan Gallie of Nuffield College, Oxford, will speak
on “Why is it Important to measure organisational change?“. A roundtable discussion to be chaired by Peter Elias of Warwick University will
focus on the topic of MEADOW’s contribution to EU-policy-making.
Participants in the roundtable include Joao Medeiros, from DG
Employment, Keith Sequeira, from DG Enterprise, and Maria Theofilatou from DG Research.
The meeting will also be an occasion for further discussions aimed
at building-up a partnership with members of the ESS network with
a view to carrying-out full-scale tests of the core questionnaires
developed by the MEADOW consortium.

www.meadow-project.eu

The conference started with a lively discussion, chaired by Johan van
Rens (European Policy Adviser), on the possibility for MEADOW to
become the EU instrument for developing harmonised measures
of adaptable workers and enterprises and innovative forms of work
organisation. The ensuing sessions focused on the analytical framework of the project, on the general survey design linking employers
and employees, and on the proposed employer and employee-level
survey indicators. The conference closed with a round table discussion,
chaired by Monique Ramioul (Catholic University of Leuven). It was
recognised that harmonised European surveys of organisations do not
yet exist and that there is a need for more and better information on
organisational change.

4

A SURVEY DESIGN
COVERING THE TIME LINE

The MEADOW Guidelines recommend a survey design that links
the interview of an employer with the interviews of the employees.
A preference is given to a linked employer/employee survey with the

employer sampled in the first stage and the employees in the second
one. Measuring changes implies collecting longitudinal information,
which is information about the present state as well as the past/future
state. The Guidelines propose a model survey framework, which
combines retrospective questions at each wave within representative
panel surveys.

Employer survey (ER)
(primary sampling unit)
ER wave1

2011
2010

ER wave2

2013
2012

2015

2014

ER wave3

2017
2016

2019

2018

2020

Martin Luppes, Statistics Netherlands, speaking at the Conference Roundtable

MEADOW TESTING:
DEMONSTRATING
THE FEASIBILITY
OF DEVELOPING
HARMONISED MEASURES
OF ORGANISATIONAL CHANGE

2

Between May and September 2009 the MEADOW project went
through an intensive phase of testing employer and employee level
questionnaires based on questions stemming from the core sets of
indicators of organisational change and its impacts developed over
the second year of the project. The questions were translated from
English into the national languages of the countries participating in
the testing phase. Several hundred interviews were conducted in eight
European nations with employers and employees from selected
private and public sector organisations across a variety of sectors
and establishment sizes in order to capture a range of organisational
structures. The interviews used cognitive testing techniques to identify
problems with the proposed questions.
The design of harmonised questions on organisational change and
its impacts faces important challenges due to cultural and linguistic
differences between European countries and partly due to differences
in the function of businesses across sectors and firm size. Consequently, in order to develop measures that can provide comparability
across countries and firms, questions need to be carefully designed
to avoid emotive differences in translation from one language to
another and to be applicable to a wide range of circumstances.

A FULL-SCALE TEST
OF THE MEADOW
EMPLOYER-SURVEY IN SWEDEN

3

The MEADOW employer survey will be put to a full scale test in Sweden
during December 2009. The final version of MEADOW’s employer
questionnaire will be used in a telephone interview based survey carried out by Statistics Sweden. The firms that will be contacted are those
that answered both the Community Innovation Survey (CIS) and Eurostat’s
model survey on firms’ ICT usage earlier in 2009. There are just over
1000 firms with at least 20 employees that have done that and all of
them will be contacted.

Careful testing plays a crucial role in order to assure the ability of the
definitions and survey questions to meet key goals including: 1) face
validity (the questionnaire addresses the right issues from the perspective of the respondent), 2) content validity (the responses measure
what the researchers want to measure), 3) the ability to measure
changes over time (memory telescope effects) and 4) social desirability
and other forms of bias that could particularly influence questions on
employee responsibilities.
During the first round of testing in May and June 2009, face validity
was high and few problems of measurement over time were encountered, with most respondents being able to recall events over a
two-year time span. The most common problem identified concerned
content validity – the respondents did not understand the question as
intended or were unable to provide an accurate response. As a result
of the first round of testing approximately one-third of the questions
were revised and underwent a second round of cognitive testing in
August and September. The testing also identified several translation
difficulties where a definition or concept was interpreted differently in
a few European countries. These problems were corrected by national
experts. Overall, the exercise pointed to the importance of thorough
cognitive testing in all countries and its benefits in identifying translation
problems.
Contacts
Lead partner: Anthony Arundel - University of Maastricht – Netherlands
Second: Giorgio Sirilli - National Research Council - Italy

This means that a dataset will be created including information on the
work organisation of firms, work practices, strategies, innovation,
networks, ICT-use and economic impacts. Since Statistics Sweden has
access to register data on balance sheets and data on staff compositions, questions pertaining to these aspects will not be included in the
test. More importantly, these registers make it possible to track the
employees and developments of the staff as regards age, sex, education, income and occupation for many years back. In addition, the
register data makes it possible to track the development of the firm’s
economic performance. This study is sponsored by the Knowledge
Foundation, VINNOVA (The Swedish Governmental Agency for
Innovation Systems) and the Ministry of Enterprise.

Retrospective
information

Retrospective
information

EE
EE
wave1 wave 2

Retrospective
information

EE
EE
wave1 wave 2

EE
EE
wave1 wave 2

Employee survey (EE)
(second sampling degree)
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USING MEADOW
TO DEVELOP INDICATORS
OF LEARNING ORGANISATIONS

In May 2007, the OECD’s Innovation Strategy was launched with a mandate to address countries’ needs for a more comprehensive, coherent,
and timely understanding of how to promote, measure and assess
innovation and its underlying dynamics of change. The Governing
Board of the Centre for Educational Research and Innovation (CERI)
decided to contribute to the strategy in part through exploring the

contribution of skills, education and training to innovation and in this
context commissioned a report from Nathalie Greenan (CEE) and
Edward Lorenz (University of Nice) on ‘learning organisations’. Learning
organisations are multi-level and they are defined in terms of the
interrelations between individual behaviours, organisational practices,
and enterprise structures. The report emphasises the role of organisational culture in promoting and sustaining employee learning and
proposes metrics for measuring learning organisations based on the
organisational indicators developed in the MEADOW project:

MEADOW-based indicators of Learning Organisations
Employer-level
Do employees in this establishment regularly up-date
databases that document good work practices or lessons
learned?
What percentage of the employees at this establishment
currently is involved in groups who meet regularly to think
about improvements that could be made within this
workplace?
What percentage of the employees at this establishment
currently works in a team, where the members jointly
decide how work is done?
Does this establishment monitor external ideas or
technological developments for new or improved products,
processes or services?
Does this establishment monitor customer satisfaction
though questionnaires, focus groups, analysis of
complaints, or other methods?

Employee-level
What proportion of the time does your job involve learning
new things?
What proportion of the time does your job involve helping
your co-workers to learn new things?

a. Figured out solutions for improving areas of your own
work?
b. Thought up new or improved products or services for your
employer?
c. Tried to persuade your supervisor or manager to support
new ideas?
How would you compare the level of skills needed for your
job with the level needed when you started working for you
current employer? Would you say it has increased, decreased,
or stayed the same?

During the last two years has this establishment introduced
any new or significantly improved products or services?

www.meadow-project.eu
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There exist a number of national and regional programmes to support
workplace innovation in Europe and among the most ambitious are
the Finnish and Irish national programmes.
The Finnish Funding Agency for technology and innovation (Tekes) was
established in 1983 to foster networking between companies and
research groups in order to carry out ambitious R&D projects and
develop business expertise and international cooperation. Every year
companies participate in about 2,700 projects and research universities
in about 1,100 projects. An important programme coordinated by
Tekes is the Finnish Workplace Development Programme (TYKES 20042009), sponsored by the Finnish Ministry of Labour, which works on a
triple helix cooperation principle involving companies and research
and educational establishments. Through workplace development
and network projects TYKES is striving to create new forms of cooperation between R&D units and workplaces and to generate new
innovative solutions for Finnish working life. The Ministry of Labour has
set up a budget of 87 million euros for the year 2004-09 which
embraces around 1,000 development projects and 250,000
employees participate in the whole programme.

«

WHAT THE STAKEHOLDERS
HAVE TO SAY ABOUT
MEADOW?

In Ireland, the forum on the workplace of the future was established
by the National Centre for the Partnership and Performance (NCPP)
at the request of the Government to assess how well Ireland’s workplaces were equipped to meet the challenges of the twenty first
century and to chart a course for their future development. In March
2005 the forum came out with an integrated set of 42 recommendations,
known as a new National Workplace Strategy, which provides the
basis for competitive enterprise, high quality public services, broad
access to employment opportunities and a good quality of working
life for all employees. This strategy reflects the Irish Government’s
assumption that Ireland’s competitiveness as a knowledge based
economy will depend significantly on the capacity of organisations
to achieve transformative changes through innovative work practices.
Within the context of the European Employment Strategy for Growth
and Jobs, the Finnish and Irish national programmes for workplace
innovation could serve as important benchmarks to foster mutual learning
across EU-members on how best to design policies to achieve the
combined aims of creating good quality jobs and increasing enterprise performance. A MEADOW type of harmonised organisational
survey could directly contribute to the implementation and assessment of such policies at the EU-level by providing accurate and timely
information on organisational structure and change as well as their
economic and social impacts.
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‘To develop and inform European policy, whilst
simultaneously strengthening the European
Research Area, new infrastructures are required for
social and economic enquiry. Typically, these
consist of major surveys of individuals and families
and are often conducted on a longitudinal basis.
The MEADOW project has demonstrated the clear
need for such comparative information to be made available from
surveys of organisations. That this is both feasible and desirable
is now without question. The issue remaining is whether or not the
research community, possibly in collaboration with National Statistical
Institutes, can gain the resources from funding agencies to develop
this much needed research resource.’

«

‘The internationalisation of economic activity
both within and across organisations is believed
to have had profound impacts on the way
in which work is structured. Important policy
decisions are made on the basis of that belief.
It is critical that we develop a strong empirical
basis to inform those decisions. The MEADOW
project represents an important effort in that direction.’
Julia Lane, National Science Foundation, US

Peter Elias, Economic and Social Research
Council (ESRC) and University of Warwick, UK

Over the last 12 months have you:

Contact Hans-Olof Hagén, Statistics Sweden (hans-olof.hagen@scb.se)
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«

The first MEADOW Stakeholder Meeting took place in Aalborg,
Denmark, on 4-6 February 2009. The main objectives of this
meeting were to present the project’s mid-term results
and discuss the project objectives and relevance to
policy making. Discussions on the timeline for the
future course of action also took place among the
representatives from several national Statistical
Offices and Eurostat. Representatives from
these institutions actively participated in
a discussion around the draft employer and
employee-level questionnaires with
a view to ensuring that the consortium

stays focused on the needs of such national authorities who might
ultimately carry-out a European-wide survey.

«
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The final MEADOW Conference will take place in Brussels on 29
January 2010. This meeting will involve a wide range of potential users
of the Guidelines, including representatives from the policy, scientific,
business and trade union communities.
The main objectives of this meeting will be to: 1) present the MEADOW
Guidelines, including the results of the testing phase demonstrating
the feasibility of producing harmonised statistics on organisational
dynamics at the EU level; 2) debate the contribution which harmonised
data and indicators of organisational structure and change could

make to EU policy making, including policies in the areas of innovation,
ICT, employment, vocational training and quality of work.
Invited speaker, Duncan Gallie of Nuffield College, Oxford, will speak
on “Why is it Important to measure organisational change?“. A roundtable discussion to be chaired by Peter Elias of Warwick University will
focus on the topic of MEADOW’s contribution to EU-policy-making.
Participants in the roundtable include Joao Medeiros, from DG
Employment, Keith Sequeira, from DG Enterprise, and Maria Theofilatou from DG Research.
The meeting will also be an occasion for further discussions aimed
at building-up a partnership with members of the ESS network with
a view to carrying-out full-scale tests of the core questionnaires
developed by the MEADOW consortium.

www.meadow-project.eu
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MEADOW
WEBSITE ACTIVITIES

The Meadow website assures continuous dissemination throughout
the life of the project by providing information on the network, the project
goals and activities. You can also be informed of project publications.
The public space on the MEADOW webpage will be used
to diffuse all unrestricted documents and reports. Provisional versions
of Chapters 1 and 2 of the Guidelines are already available. Background documents written by different teams within the consortium
are also published on the website.

UP-COMING
ON-LINE PUBLICATIONS :
• Chapter 3: Measuring the dynamics of organisations
and work - employer survey
• Chapter 4: Measuring the dynamics of organisations
and work- employee survey
• Chapter 5: Methodologies for Surveys of Employers
and Employees
• Appendix: Synthesis report on testing the Guidelines
• Appendix: Translation of English master employer
and employee questionnaires into 8 other languages.

MEADOW CONSORTIUM
Meadow is a three year project involving 14 teams covering 9 European countries, selected for their specific areas of expertise in relation to
the project’s goals. The project integrates the perspectives of both producers and users by including research teams that have designed and
implemented national survey instruments for measuring organisational change and innovation at the employer level, and work restructuring
at the employee level, as well as experienced users of such surveys.

France
Centre d’Études de l’Emploi (CEE) - Coordinator

Italy

Research Unit Dynamics of organisations and work

Instituto Ricerca sulla populazione e le politiche sociali

Team Leader: Nathalie Greenan

Team Leaders: Daniele Archibugi, Giorgio Sirilli
http://www.cnr.it

Consiglio Nazionale delle Ricerche (CNR)

http://www.cee-recherche.fr

Newsletter 2

Université de Nice-Sophia Antipolis (UNSA)

ONLINE PUBLICATIONS

Netherlands

GREDEG

Maastricht Universiteit (UM-MERIT)

Team Leader: Prof. Edward Lorenz

Guidelines for collecting and interpreting harmonised data on organisational change
and work restructuring and their economic and social impacts at the EU level.
Chapter 1 “From thematic priorities to theories and concepts”
This chapter identifies thematic priorities for measurement in relation to the information needs of policy makers and analysts. Secondly, it provides an
overview of theories of organisations and organisational change including their impacts on enterprise performance and employee outcomes. Each of the
main sections of this chapter identifies core concepts as a basis for constructing indicators in order to ensure that the design of organisational surveys
provides information that is useful to both policy makers and analysts.

http://portail.unice.fr/jahia/jsp/index.jsp

Team Leader: Dr. Anthony Arundel
http://www.merit.unu.edu

Belgium
Katholieke Universiteit Leuven (KU LEUVEN)

Institute for Labour Studies (OSA)

Team Leader: Monique Ramioul

Labour market research department

MEASURING THE DYNAMICS
OF ORGANISATIONS AND WORK

Team Leader: Amelia Román

Nathalie Greenan and Edward Lorenz – Project Coordinators

http://www.hiva.be/Openingspagina/home_en.php

http://www.uvt.nl/osa

Denmark
Aalborg Universitet (AAU)
Department of Economics, Politics and Public Administration
Team Leader: Prof. Peter Nielsen

Nederlandse organisatie voor toegepast natuurwetenschappelijk
onderzoek (TNO)
TNO Quality of life | Work and Employment
http://www.tno.nl

Chapter 2 “From existing surveys to a general survey framework”
Germany
Bundesagentur für Arbeit – Institute für Arbeitsmarktund Berufsforschung (IAB)

Sweden
University of Gothenburg (UGOT)
Department of Work Science

Team Leader: Dr. Lutz Bellmann
http://www.iab.de

Team Leader: Dr. Annika Härenstam
http://www.gu.se

Fraunhofer Institut for Systems and Innovation Research (ISI)
Industrial and Service Innovations

Background documents

United Kingdom

Team Leader: Eva Kirner

National Institute of Economic and Social Research (NIESR)

http://www.isi.fhg.de/homeisi.htm

1 The Multilevel Theoretical Framework
The aim of this report has been to establish an overview of theoretical literature in surveys on organisational change, innovation and work conditions.
An international team of scholars have cooperated on this task. Scholars from Aalborg University (Denmark) have coordinated the work and accepted
responsibility for establishing a comprehensive multilevel framework regarding theories on organisational change, innovation and work conditions.
Authors:
Nielsen, P., Lund, R., Lundvall, B.-Å., Gjerding, A. N., Nielsen, R. N., Rasmussen, J. G. and Hesselholdt, A. D.,
from Aalborg University.
Makó, C., Illéssy, M. and Csizmadia, P., from the Hungarian Academy of Sciences, Institute of Sociology
Härenstam, A. and Bejerot, E., from the University of Gothenburg and Mälardalen University
Som, O. and Kirner, E, Fraunhofer Institute for Systems and Innovation Research
Huys, R., from the Catholic University of Leuven
Lazaric, N., from the University of Nice-Sophia Antipolis
Coutts, A., from the University of Cambridge

Team Leader: John Forth
http://www.niesr.ac.uk

Hungary
Szociologiai Kutatointézete/Institute of Sociology of the Hungarian
Academy of Sciences (ISB)
Department: Research Group of Organisation and Work

University of Kent (UKENT)

Team Leader: Prof. Csaba Makó

Team Leader: Prof. Francis Green

Economics Department

European Commission, DG Research
Project officer: Dr. Domenico Rossetti di Valdalbero

Globalisation, changes in technology and demographics as well as economic crises put high pressure for change
on organisations and employees. Their responses to these transformation pressures generate processes of
adaptation and selection among them, with implications for economic performance, employment and the quality
of work. These global challenges for organisations and employees are recognised in the Lisbon agenda that calls
for a positive management of change and for the promotion of innovative and adaptable forms of work organisation
with a view to improving both job quality and productivity at work.

2 MEADOW testing
3 A full-scale test of the MEADOW
employer-survey in Sweden
4 A survey design
covering the time line
5 Using MEADOW to develop
indicators of learning organisations
6 National Framework Programmes
for Organisational Change
and Innovation
7 What the stakeholders
have to say about MEADOW

There is a rich literature showing how the economic context influences organisational change. During economic
downturns, organisations are under pressure to adapt in order to survive. This is why observers sometimes emphasise
the virtues of bad times. But organisational changes also occur in prosperous times, backed up by the availability
of slack resources. Taking into consideration the theoretical background on the relation between economic fluctuations
and organisational change, a MEADOW based harmonised survey would provide comparative information on
how organisations cope with economic change and adversity across EU-member nations.
A variety of research has shown that organisational restructuring can be highly disruptive. In the limit such restructuring can result in a decline in productivity and lower economic performance or even economic failure. For these
reasons, it is crucial to understand how organisations can dynamically adapt to changes in technology and markets
while preserving their vital inertia forces. A harmonised survey on organisational change and its impacts could
provide a way of identifying best practices for designing flexible organisations.
Organisations in public and private sectors respond to different goals and pressures but in both sectors they
deal with a modernisation agenda. New Public Management principles, Human Service Organisations approaches,
and E-government schemes influence a range of public management reforms across European countries going
from the protection and welfare of people to market orientation and efficiency. An integrated survey covering both
sectors could contribute to identifying and comparing the organisational changes implemented by public and
private employers in Europe.
Preliminary work from the last waves of the Community Innovation Survey (CIS) tends to show that ICT investments
positively affect all types of innovation and that organisational innovation has a stronger impact on productivity than
other types of innovation. Harmonised measures of organisational change could provide a deeper understanding
of the organisational dimension of innovation and respond to the increasing recognition by the policy community
that innovation takes place in many ways and relies on diverse competences and skills. The public sector is also a
vital component of the innovation system. The MEADOW guidelines provide a framework for collecting data at
the employer and employee levels that could be used to evaluate progress in promoting this enlarged and
more comprehensive approach to innovation policy in the European Union.

Survey grids: appendix to MEADOW Background document n°2

MEADOW is funded within the 6th Framework Programme of the European Commission's DG Research.

3 The access rights to survey results report
This background document is an output from Workpackage 3 of the MEADOW project. Its aim is to describe access rights to employer level surveys
for external parties.

www.meadow-project.eu

The Aalborg Stakeholder meeting

9 MEADOW website activities
http://www.kent.ac.uk

http://www.sow.hu

2 The Grid report

Author: Rik Huys, from the Catholic University of Leuven

Why is it crucial to measure organisational changes?

8 The January 2010 Stakeholder
conference in Brussels

This background document is one output from Workpackage 2 of the MEADOW project. The aim of the Grid report is to provide a descriptive overview that
compares existing surveys according to grids including the survey procedures, objectives of the surveys, underlying theories and concepts of organisational
change, comparisons of detailed indicators of organisational change, innovation and work conditions, and how the survey results have been used.
This work has been coordinated by Aalborg University (Denmark) and the report is drawn up by the AAU meadow team (see author list below). Also see
"Survey Grids" - Appendix of the "Grid report" (MEADOW Background document n°2).

The "Survey Grids" is the appendix of the "Grid report" (MEADOW background document n°2). It is composed of descriptive grids analysing
21 surveys, on the basis of which it should be possible to establish what is the state of the art in surveys on organisational change. All partners
of the MEADOW project contributed to this work according to their specific area of expertise, under the coordination of Aalborg University,
Denmark.

1

Contents

Team Leader: Karolus Kraan

http://www.aau.dk

In line with the concerns of international organisations, the European policy agenda and theoretical developments on work organisation and its dynamics,
there has been for at least twenty years growing interest in many European countries, as well as in North America, to develop survey instruments suitable to
analyse changes in work organisation. In order to draw some methodological principles from these experiences, one of the tasks of the MEADOW team
has been to collect precise information on existing surveys and to provide an overview of their design principles. Backed up on the previous experiences,
this chapter proposes a general survey framework for a linked employer-employee survey, leaving however opened options for an employer only and an
employee only survey.

November 2009

Organisational restructuring can imply changes in the size, boundaries and localisation of business activity resulting
in processes of job creation and destruction as well as complex internal reorganisations. Research on this issue has
shown that such changes not only influence the organisations’ economic performance but also impact on the health
of employees (both physical and mental) through increased risks. As health is a central aspect for company
employment and productivity, bad employee health (poor social performance) harms, in turn, economic performances. A linked employer- employee survey could contribute to finding out how employees suffer or benefit
from organisation restructuring and provide the necessary input for finding solutions.

For further information about the MEADOW project, please contact :
Nathalie Greenan, Project coordinator
Centre d’Études de l’Emploi
Email : nathalie.greenan@cee-recherche.fr

Edward Lorenz
University of Sophia-Antipolis
Email: Edward.lorenz@gredeg.cnrs.fr

Published by Centre d’Études de l’Emploi
29, promenade Michel Simon 93166 Noisy-le-Grand Cedex
Phone number : +33 (0)1 45 92 68 00
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MEADOW
WEBSITE ACTIVITIES

The Meadow website assures continuous dissemination throughout
the life of the project by providing information on the network, the project
goals and activities. You can also be informed of project publications.
The public space on the MEADOW webpage will be used
to diffuse all unrestricted documents and reports. Provisional versions
of Chapters 1 and 2 of the Guidelines are already available. Background documents written by different teams within the consortium
are also published on the website.

UP-COMING
ON-LINE PUBLICATIONS :
• Chapter 3: Measuring the dynamics of organisations
and work - employer survey
• Chapter 4: Measuring the dynamics of organisations
and work- employee survey
• Chapter 5: Methodologies for Surveys of Employers
and Employees
• Appendix: Synthesis report on testing the Guidelines
• Appendix: Translation of English master employer
and employee questionnaires into 8 other languages.

MEADOW CONSORTIUM
Meadow is a three year project involving 14 teams covering 9 European countries, selected for their specific areas of expertise in relation to
the project’s goals. The project integrates the perspectives of both producers and users by including research teams that have designed and
implemented national survey instruments for measuring organisational change and innovation at the employer level, and work restructuring
at the employee level, as well as experienced users of such surveys.
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Netherlands
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Maastricht Universiteit (UM-MERIT)

Team Leader: Prof. Edward Lorenz

Guidelines for collecting and interpreting harmonised data on organisational change
and work restructuring and their economic and social impacts at the EU level.
Chapter 1 “From thematic priorities to theories and concepts”
This chapter identifies thematic priorities for measurement in relation to the information needs of policy makers and analysts. Secondly, it provides an
overview of theories of organisations and organisational change including their impacts on enterprise performance and employee outcomes. Each of the
main sections of this chapter identifies core concepts as a basis for constructing indicators in order to ensure that the design of organisational surveys
provides information that is useful to both policy makers and analysts.
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Team Leader: Prof. Peter Nielsen
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Chapter 2 “From existing surveys to a general survey framework”
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1 The Multilevel Theoretical Framework
The aim of this report has been to establish an overview of theoretical literature in surveys on organisational change, innovation and work conditions.
An international team of scholars have cooperated on this task. Scholars from Aalborg University (Denmark) have coordinated the work and accepted
responsibility for establishing a comprehensive multilevel framework regarding theories on organisational change, innovation and work conditions.
Authors:
Nielsen, P., Lund, R., Lundvall, B.-Å., Gjerding, A. N., Nielsen, R. N., Rasmussen, J. G. and Hesselholdt, A. D.,
from Aalborg University.
Makó, C., Illéssy, M. and Csizmadia, P., from the Hungarian Academy of Sciences, Institute of Sociology
Härenstam, A. and Bejerot, E., from the University of Gothenburg and Mälardalen University
Som, O. and Kirner, E, Fraunhofer Institute for Systems and Innovation Research
Huys, R., from the Catholic University of Leuven
Lazaric, N., from the University of Nice-Sophia Antipolis
Coutts, A., from the University of Cambridge

Team Leader: John Forth
http://www.niesr.ac.uk

Hungary
Szociologiai Kutatointézete/Institute of Sociology of the Hungarian
Academy of Sciences (ISB)
Department: Research Group of Organisation and Work

University of Kent (UKENT)

Team Leader: Prof. Csaba Makó

Team Leader: Prof. Francis Green

Economics Department

European Commission, DG Research
Project officer: Dr. Domenico Rossetti di Valdalbero

Globalisation, changes in technology and demographics as well as economic crises put high pressure for change
on organisations and employees. Their responses to these transformation pressures generate processes of
adaptation and selection among them, with implications for economic performance, employment and the quality
of work. These global challenges for organisations and employees are recognised in the Lisbon agenda that calls
for a positive management of change and for the promotion of innovative and adaptable forms of work organisation
with a view to improving both job quality and productivity at work.

2 MEADOW testing
3 A full-scale test of the MEADOW
employer-survey in Sweden
4 A survey design
covering the time line
5 Using MEADOW to develop
indicators of learning organisations
6 National Framework Programmes
for Organisational Change
and Innovation
7 What the stakeholders
have to say about MEADOW

There is a rich literature showing how the economic context influences organisational change. During economic
downturns, organisations are under pressure to adapt in order to survive. This is why observers sometimes emphasise
the virtues of bad times. But organisational changes also occur in prosperous times, backed up by the availability
of slack resources. Taking into consideration the theoretical background on the relation between economic fluctuations
and organisational change, a MEADOW based harmonised survey would provide comparative information on
how organisations cope with economic change and adversity across EU-member nations.
A variety of research has shown that organisational restructuring can be highly disruptive. In the limit such restructuring can result in a decline in productivity and lower economic performance or even economic failure. For these
reasons, it is crucial to understand how organisations can dynamically adapt to changes in technology and markets
while preserving their vital inertia forces. A harmonised survey on organisational change and its impacts could
provide a way of identifying best practices for designing flexible organisations.
Organisations in public and private sectors respond to different goals and pressures but in both sectors they
deal with a modernisation agenda. New Public Management principles, Human Service Organisations approaches,
and E-government schemes influence a range of public management reforms across European countries going
from the protection and welfare of people to market orientation and efficiency. An integrated survey covering both
sectors could contribute to identifying and comparing the organisational changes implemented by public and
private employers in Europe.
Preliminary work from the last waves of the Community Innovation Survey (CIS) tends to show that ICT investments
positively affect all types of innovation and that organisational innovation has a stronger impact on productivity than
other types of innovation. Harmonised measures of organisational change could provide a deeper understanding
of the organisational dimension of innovation and respond to the increasing recognition by the policy community
that innovation takes place in many ways and relies on diverse competences and skills. The public sector is also a
vital component of the innovation system. The MEADOW guidelines provide a framework for collecting data at
the employer and employee levels that could be used to evaluate progress in promoting this enlarged and
more comprehensive approach to innovation policy in the European Union.

Survey grids: appendix to MEADOW Background document n°2

MEADOW is funded within the 6th Framework Programme of the European Commission's DG Research.

3 The access rights to survey results report
This background document is an output from Workpackage 3 of the MEADOW project. Its aim is to describe access rights to employer level surveys
for external parties.
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2 The Grid report

Author: Rik Huys, from the Catholic University of Leuven

Why is it crucial to measure organisational changes?

8 The January 2010 Stakeholder
conference in Brussels

This background document is one output from Workpackage 2 of the MEADOW project. The aim of the Grid report is to provide a descriptive overview that
compares existing surveys according to grids including the survey procedures, objectives of the surveys, underlying theories and concepts of organisational
change, comparisons of detailed indicators of organisational change, innovation and work conditions, and how the survey results have been used.
This work has been coordinated by Aalborg University (Denmark) and the report is drawn up by the AAU meadow team (see author list below). Also see
"Survey Grids" - Appendix of the "Grid report" (MEADOW Background document n°2).

The "Survey Grids" is the appendix of the "Grid report" (MEADOW background document n°2). It is composed of descriptive grids analysing
21 surveys, on the basis of which it should be possible to establish what is the state of the art in surveys on organisational change. All partners
of the MEADOW project contributed to this work according to their specific area of expertise, under the coordination of Aalborg University,
Denmark.
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Team Leader: Karolus Kraan

http://www.aau.dk

In line with the concerns of international organisations, the European policy agenda and theoretical developments on work organisation and its dynamics,
there has been for at least twenty years growing interest in many European countries, as well as in North America, to develop survey instruments suitable to
analyse changes in work organisation. In order to draw some methodological principles from these experiences, one of the tasks of the MEADOW team
has been to collect precise information on existing surveys and to provide an overview of their design principles. Backed up on the previous experiences,
this chapter proposes a general survey framework for a linked employer-employee survey, leaving however opened options for an employer only and an
employee only survey.
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Organisational restructuring can imply changes in the size, boundaries and localisation of business activity resulting
in processes of job creation and destruction as well as complex internal reorganisations. Research on this issue has
shown that such changes not only influence the organisations’ economic performance but also impact on the health
of employees (both physical and mental) through increased risks. As health is a central aspect for company
employment and productivity, bad employee health (poor social performance) harms, in turn, economic performances. A linked employer- employee survey could contribute to finding out how employees suffer or benefit
from organisation restructuring and provide the necessary input for finding solutions.
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