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1.Monitor the level of participation 

Now that you know which interventions best fit your case, it is important that you follow the 
guidelines below to monitor interventions so as to maximise the chances of improving 
employee mental health. Before going ahead there are two important points to consider. 

Are they engaged at all? 

 

 

 

 

 

 

Keep in mind that the 
effectiveness of an 
intervention is strictly 
related to the level of 
participation of those 
destined to.  

 

 

To monitor the implementation, you can use the Intervention Appraisal Questionnaire we 
provide below. 

 

 

What’s the level of participants’ engagement in the intervention activities? 
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2.Evaluate the experiences of participants 

This is valuable information as it gives an idea of the likelihood of behavioural change of those 
directly targeted by the intervention (e.g., “Will participants *actually* transfer their freshly 
acquired knowledge to their daily work life?”). 

 

What do those involved in the implementation think about it? 

Do interventions add time pressure on managers and employees? 

Is there resistance?  

 

 

Gathering feedback on the 
ongoing interventions allows for 
changes as you go along.  

This could address employees’ 
resistance by, for example, 
switching to a more accepted 
alternative intervention or by 
tackling the intervention design 
(e.g., “Would leaders prefer an 
online version of the mental 
health awareness training or 
shorter sessions?”).  

 

To evaluate the experiences of employees and managers you can use the Intervention 
Appraisal Questionnaire. 
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3.The Intervention Appraisal Questionnaire 

WHAT IS IT? 

 

A dynamic tool answering the following questions. 

 

APPRAISAL QUESTIONNAIRE 

Integration Are participants willing to use what they have learned? 

Training design Are intervention activities transferrable to on the job? 

Acceptability of content Are materials and methods effective in facilitating 
participant learning? 

Perception of the facilitator Are consultants conducting the training able to trigger 
engagement? 

 

HOW TO ADMINISTER IT? 

 

The questionnaire can be sent via email. In the email, you 
should include the participant information sheet, to give 
participants an overview of where they are in the evaluation 
process.  

You can decide when to administer it, either at the end of 
the intervention or at the end of the last session so as to 
increase response rate. Reminders could additionally be 
sent afterwards.  
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Tales from the Field: Giving a little prod to address low response rates 

Filling out questionnaires is often seen as an unnecessary hassle. Thus, motivating people is 
crucial. To do that one could think of analysing the working context so as to better identify 
possible factors that may contribute to higher response rates as well as those that might cap 
it. In fact, having higher response rates in these kind of questionnaires leads to a higher 
understanding of employees’ learnings and perceptions about the intervention itself, giving also 
valuable inputs for potential improvements of the implementation process. Thus, finding 
creative and effective strategies is essential to engage participants and increase response 
rates.  

In our experience, one basic strategy is to get leaders/coordinators/managers on board, so 
that they could act as role models and state the importance of these apparently unnecessary 
requests. Likewise, sending eye-catching materials and infographics on wellbeing together with 
the questionnaire (e.g., tips on how to better manage stress at work or other materials 
consistent with the topic addressed by implemented interventions) might also do the trick. 
Additionally, one could also organise specific moments when potential participants are more 
likely to be involved (e.g., at the beginning or end of group meetings or by offering a little 
refreshment to all the participants at the end of the intervention path). 

 

HOW IS THE INTERVENTION APPRAISAL QUESTIONNAIRE? 

Individual, Group and Leader level 

This is the template for the Intervention Appraisal Questionnaire – Individual, Group, or 
Leader level. Item referent for Individual and Leader is “I”, whereas it is “we” for Group.  

This version of the questionnaire should be administered to participants to individual, group, 
or leader level interventions. 

Answers are given on a 5-point scale from “Strongly Disagree” to “Strongly Agree”. 
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Integration 

1. I believe what I learned on the training can help me at work. 
2. The skills I developed during the training will help me at work. 
3. I developed new skills for my work that I didn’t have before. 

Training design 

1. The activities and exercises the consultant(s) used helped me know how to apply my 
learning on the job. 

2. It is clear to me that the consultant(s) conducting the training understand how I will 
use what I learn. 

3. The consultant(s) used lots of examples that showed me how I could use my learning 
on the job. 

4. The way the consultant(s) taught the material made me feel more confident I could 
apply it. 

Acceptability of content 

1. I feel the training met my expectations. 
2. I would recommend the training to others in a similar situation. 
3. The format of the training and the materials were appropriate for my needs. 

Perception of facilitator 

1. Did the consultants make you feel like your participation was valued? 
2. Did the consultant(s) do or say something that made you think they understand your 

situation? 
3. Did the consultant(s) encourage you to participate in the assignments they gave? 
4. Did you find the atmosphere friendly and encouraging? 
5. Did you find group discussions useful? 
6. Did you share your own experiences in the group? 
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Organisational level 

This is the template for the Intervention Appraisal Questionnaire – Organisational level. This 
version of the questionnaire should be administered to participants to organisational level 
interventions. 

Answers are given on a 5-point scale from “Strongly Disagree” to “Strongly Agree”. 

Appropriateness of action plans 

1. The action plans address the most important problems. 
2. I have the opportunity to influence the content of action plans. 
3. I have had the opportunity to influence how the action plan should be implemented. 
4. The action plans correspond to the need for change that we have at my worksite. 
5. I am willing to make the changes indicated in our action plans. 
6. The action plans can realistically be implemented. 

Organisational capacity building 

The workshop… 

1. …inspired me to reflect on our strengths and abilities in the organisation. 
2. …showed me ways in which our work situation could be changed for the better. 
3. …allowed me to put forward my opinion. 
4. …gave me new perspectives. 
5. …stimulated me to talk about my well-being and mental health at work. 
6. …made me understand the impact of work on mental health and well-being.  

Organisational acceptability 

1. Was the workshop easy to understand? 
2. Was it possible to achieve the objectives of the workshop(s)? 
3. Did you find the workshop useful and worthwhile? 

Organisational perception of facilitator 

1. Did the consultant(s) make you feel like your participation was valued? 
2. Did the consultant(s) do or say something that made you think they understand your 

situation? 
3. Did the consultant(s) encourage you to participate in the assignments they gave? 
4. Did you find the atmosphere friendly and encouraging? 
5. Did you find group discussions useful? 
6. Did you share your own experiences in the group? 
7. People participating in the workshop(s) represented relevant functions, levels, and 

areas. 
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