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Goes without saying that we need numbers. In this step you will learn how to gather data to evaluate 
the effectiveness of the interventions you have implemented. To see whether your intervention 
actually worked you need to collect quantitative data before, after, and during the interventions, to 
be able to make meaningful comparisons.  

Distal outcomes refer to the long-term effects of a psychological intervention, such as changes in 
overall well-being or mental health.  

Proximal outcomes refer to the more immediate or short-term effects of the intervention, such as 
changes in symptoms or behavior.  

When evaluating the effects of a psychological intervention in the workplace, it's important to 
consider both distal and proximal outcomes to get a complete picture of the intervention's 
effectiveness. 

In making up your own questionnaire you may include the following type of measures:  

Personal and 
organisatonal 

variables 

This information is valuable as it can give you a description of the intervention 
group and it can tell you if the intervention had a differential effect between 
different demographic groups (e.g., “Was the intervention more effective for 
younger male workers?”).   Examples of variables are:  

• Gender, age and educational level 
• Tenure,  
• Team/Area/Division 
• Job position or role 
• Leadership responsability 
• Type of contract 

Distal 
Outcomes 

(see List 1)  

Distal outcomes may take longer to observe and measure but are important to 
understand the intervention's overall impact.  

 

Proximal 
Outcome 

(see List 2) 

Proximal outcomes can provide more immediate feedback about the 
intervention's effectiveness and can be used to make adjustments to the 
intervention if necessary. 

For example, if you want to tackle inefficient communication between team 
members and thus you are planning to implement a positive social interaction 
training (Group level), you can measure coordination (COR) and teamwork (TW) 
pre and post intervention. 
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Overall, the questionnaire should take around 15-20 minutes and be administered to all 
employees at the organisation/company. It can be administered electronically through 
platforms such as Qualtrics or Select Survey, or with paper and pen.  

Repeat the assessment after 3 or 6 months to evaluate the long-term effect.  Results should 
be presented to the organisation as a feedback report (see template at the end of this 
section).  

Action Tools  
Before distributing the questionnaire among participants, it is important to add an 
introductory message in the first page, explaining the objectives of the assessment and 
providing useful information about informed consents including ethics and data protection 
regulations. Here you have an example of the invitation message. 

Template of message:  

“(NAME OF ORGANISATION/COMPANY) would like to invite you to participate in this 
assessment that aims to gather information about employee perceptions of 
workplace mental health and well-being. Before deciding to participate, it is important 
that you have all the information you need to participate in an informed and 
responsible way. Ask your questions to the person who coordinates the assessment. 
Thank you in advance for your time.” 

 

 A deadline for response should be additionally set, so that reminders can be sent out if 
response rate is low. Assess the well-being in your organisation before and after the 
interventions. 

  

Tales from the Field: Monitor all the concurrent changes 

It is crucial to understand that while implementing interventions can certainly contribute to 
employees' well-being, the nature of organizational life is constantly changing and there are 
always various factors at play. To truly grasp the complexity of organizations, it's important to 
take into account all of the variables involved.  

For example, between the first and last well-being survey, there may have been small or big 
changes, such as internal reorganizations, staff turnover, or additional training activities, that 
could either contribute to or detract from an overall increase in perceived well-being among 
employees.  

To truly gauge the effectiveness of an intervention, it's important to monitor these other 
variables and, if possible, evaluate the specific impact of the intervention by comparing units, 
departments, or teams where the intervention overlaps with other changes, training initiatives, 
or significant events. 
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List 1: Distal Outcomes/Measures 
 

The measures are general and comprehensive indicators of workplace mental health and 
are suitable for use across a variety of interventions.  

These set of measures can be used to track the impact of interventions on mental health 
and well-being in your organisation as an assessment in both pre-intervention and post-
intervention phases. 

Job Insecurity – Qualitative Scale  

The Job insecurity – Qualitative Scale (4 items) is a tool aimed to assess the level of 
qualitative job insecurity that an individual is experiencing. Qualitative insecurity refers to the 
perceived threat of losing one's current job conditions and any associated benefits while 
maintaining one's current employment. Common examples of such conditions refer to the 
amount of discretion in carrying out one’s tasks, opportunities for career advancement, and 
learning opportunities. The main advantages of the questionnaire lie in its briefness and 
generalizability - which, unlike most qualitative job insecurity measurements, is not referable 
to a specific organizational context and does not cover a predefined set of job characteristics 
or related benefits. Click here to access the questionnaire. 

 

Job Insecurity – Quantitative Scale  

The Job Insecurity – Quantitative Scale (4 items) is a tool used to assess the level of 
quantitative job insecurity perceived by an individual. Whereas qualitative insecurity refers to 
the perceived uncertainty on the permanence of valued features of one's job, quantitative 
insecurity refers to employees' concern over the permanence of their jobs in a near future. 
Quantitative job insecurity is one of the major stressors of work life and relies on the 
assumption that the anticipation of a threat might yield consequences that are equally 
negative as the threat itself. Click here to access the questionnaire. 

 

Example item:  

“I feel insecure about the characteristics and conditions of my job in the future” 

Example item:  

"I think I might lose my job in the near future" 

https://doi.org/10.1027/1015-5759/a000674
https://doi.org/10.1080/1359432x.2012.745989
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Work-Home Conflict Scale  

This scale (4 items) assesses the interference between work and family domains. Work-
home conflict is a type of inter-role conflict arising when the demands for energy, time, or 
behavior of one's work role collide with those stemming from their private life. Specifically, 
work-home conflict results from the perception that time spent in one role precludes an 
individual's ability to cope with the demands associated with the other role (time-based 
conflict) or when the level of strain or stress associated with one role prevents the possibility 
of coping effectively with demands associated with the other role (strain-based conflict). Click 
here to access the questionnaire. 

 

 

Basic Psychological Need Satisfaction at Work Scale  

The Basic Psychological Need Satisfaction at Work Scale measures the level of satisfaction 
regarding three basic needs at work: Autonomy, Competence, and relatedness. The original 
scale has 21 items, and the modified shortened scale has 12. Items that assess different 
aspects of need satisfaction at work, such as feeling in control of one's work, feeling capable 
in one's work, and feeling connected to others in the workplace.  Autonomy refers to the 
freedom of choice and taking decisions on the methods of how an employee does his/her 
job, competence includes the sense of accomplishment, appreciation, and mastery at work. 
Relatedness is about having good ties and being accepted and loved by others in the 
workplace. Click here to access the questionnaire. 

 

 

 

 

 

Example item:  

"I think I might lose my job in the near future" 

Example item:  

“I feel like I can make a lot of input into deciding how my job gets done” 

https://doi.org/10.1177/1069072709334238
https://doi.org/10.1177/1069072709334238
https://doi.org/10.3389/fpsyg.2018.00965
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Mental Health-Specific Leadership Scale  

The scale assesses the leader's behaviors in terms of their consideration for the mental 
health of their employees, such as providing emotional support, promoting a positive work 
environment, and providing opportunities for employee well-being. Health-specific leadership 
refers to a leadership style characterized by high involvement and engagement to employee 
needs regarding their health. The measure consists of 7 items from the Organizational 
Health and Safety Scale measuring two dimensions: task, how the leader monitors the 
requirements of a healthy workplace, and relationship, how the leader relates with 
employees regarding their health needs. Click here to access the questionnaire. 

 

Team Support (Trust, safety, and support) Scale  

Team support can be measure via a dimension of Aston Team Performance Inventory (ATPI). 
This is the most complete measurement of team performance is the ATPI. The ATPI 
identifies and assesses the essential components of successful teamwork at the 
organizational and team levels. Teams that are performing well can use the ATPI to keep up 
their performance and continue to improve. It can also be applied to underperforming teams 
to assist pinpoint particular problems that are keeping them from reaching their full 
potential. 

 

 

 

 

 

 

Example item:  

"My leader creates a positive work environment that promotes mental well-

being” 

Example item:  

“There is a feeling of trust and safety in this team” 

https://doi.org/10.1080/02678373.2011.595947
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Burnout Scale  

Burnout refers to a negative psychological state characterized by mental exhaustion rooted 
in the prolonged chronic stress caused by the imbalance between job demands and 
resources. Its prevalence and importance for well-being and organizational outcomes make 
the concept a center of attention. The initial form assesses four primary aspects of burnout, 
namely exhaustion, mental distance, emotional impairment, and cognitive impairment 
through 12 items. The second, adds two secondary components regarding burnout 
complaints via 10 items. Click here to access the questionnaire. 

 

Job Satisfaction Scale  

This single item represents an overall measure of job satisfaction. Employing single-item 
measures to gauge job satisfaction is efficient and, in some ways, preferable to using 
multiple-item measures. For instance, single-item measures can be completed more quickly, 
are easier for management to comprehend, and allow for quicker interpretation of change 
scores, while at the same time, according to scientific studies, maintaining the same level of 
good psychometric propriety as longer measures. Click here to access the questionnaire. 

 

 

 

 

 

 

 

 

Example item:  

“When I get up in the morning, I lack the energy to start a new day at work” 

Example item:  

“Taking everything into consideration, how do you feel about your job as a whole?” 

https://burnoutassessmenttool.be/wp-content/uploads/2020/08/Test-Manual-BAT-English-version-2.0-1.pdf
https://doi.org/10.4278/0890-1171-19.3.194
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Mental Health Quality of Life Scale  

The Mental Health Quality of Life questionnaire (MHQoL) was designed to be used by 
individuals who are experiencing mental health issues. The MHQoL-7D is a self-administered, 
standardized measure of the quality of life and consists of 7 questions, each with four 
response options, covering seven dimensions (self-image, independence, mood, 
relationships, daily activities, physical health, and future) (e.g., ranging from very satisfied to 
very dissatisfied). Click here to access the questionnaire.  

 

Work Engagement Scale – 9 item version  

Work engagement is defined as a positive, fulfilling, work-related psychological state that 
stems from the combination of three interrelated dimensions, namely vigour, dedication, and 
absorption. This version measures, through 9 items, the level of energy and attention that 
could be kept for a long time (vigour), sense of meaning and identification (dedication), and 
feelings of being immersed in the job in a way that the employee does not realize how time 
passes. Its strong association with positive work outcomes, such as work performance, 
attracts the attention of practitioners and researchers. Click here to access the 
questionnaire.  

 

 

 

 

 

 

 

Example item:  

“I think very positively about myself” 

Example item:  

“I am enthusiastic about my job” 

https://www.imta.nl/mhqol/
https://doi.org/10.1177/0013164405282471
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Turnover Intention Scale  

Dissatisfaction at work often leads to the intention to quit which is very costly for 
organizations. As turnover intention is related to poor performance, low motivation, and even 
counterproductive work behavior, organizations invest significant effort to monitor and 
mitigate turnover intention among employees. The original scale consists of 4 items 
measuring participants’ motivation and willingness to quit their jobs in a certain future time. 

 

Work-related Stress Scale  

The Perceived Stress Scale is a self-reported questionnaire used to assess how individuals 
have been feeling over the past month regarding the "situations in their lives." The 4-item 
version of the instrument is the shortest of the three available versions. The scale measures 
the levels of stress experienced by respondents in a given time bond. Click here to access 
the questionnaire. 

 

 

 

 

 

 

 

 

 

 

Example item:  

“I intend to leave this organization this year” 

Example item:  

“In the last month, how often have you felt that you were unable to control the 

important things in your life?” 

https://doi.org/10.2307/2136404
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Absenteeism, Presenteeism, Work Performance Scale (World Health Organization 

Health and Work Performance Questionnaire   

This is a self-report tool created to evaluate the costs of health issues at work in terms of 
decreased productivity, missed work, and other factors. To date, It is the only tool that 
evaluates both presenteeism and absenteeism and work performance. Absenteeism stands 
for the days employees do not attend work, and presenteeism refers to the number of days 
that employees show up while they are sick. Click here to access the questionnaire. 

 

 

In-role and Extra-Role Performance Scale   

In-role performance can be defined as the execution of duties that are a necessary 
component of a person's job responsibilities and directly support the technical foundation of 
the company, whether extra-role performance is any individual voluntary action not expressly 
or officially acknowledged by the formal reward system, and taken together, supports the 
efficient and effective operation of the company. This scale measures both in-role and extra-
role performance using 25 items. Click here  to access the questionnaire.  

 

 

 

 

 

Example item:  

“In the past 4 weeks (28 days), how many days did you miss an entire workday 

because of problems with your physical or mental health? (Please include only 

days missed for your own health, not someone else’s health)” 

Example item:  

“Achieve objectives of the job (in-role performance)”, “Help other employees with 

their work when they have been absent (extra-role performance)” 

https://doi.org/10.1097/01.jom.0000126683.75201.c5
https://doi.org/10.1006/jvbe.1998.1682
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Understanding Intentions regarding Mental Health in the Workplace Scale  

It's a 4-item scale aimed to assess the individual perception of their own intentions toward 
mental health in the workplace. This Scale is designed to assess the individual's 
understanding of their own intentions towards mental health in the workplace and it's usually 
a single item that is rated on a Likert-type scale or an open-ended question. Click here to 
access the questionnaire. 

 

 

General Attitudes Toward Mental Disorders in the Workplace Scale  

The Opening Minds Scale for Workplace Attitudes (OMS-WA) measures perceptions and 
attitudes toward mental disorders in the workplace. Scale includes three subscales—
"attitudes toward people with a mental disorder" (11 items), "behavioral intentions with 
people with mental disorders" (11 items), and "beliefs about mental disorders" (5 items). 
The ratings were given on a 5-point scale, with the labels strongly disagree, disagree, 
undecided, agree, and highly agree. Click here to access the questionnaire. 

 

 

 

 

 

 

 

Example item:  

"How important is it to you that the workplace promotes mental health?" 

Example item:  

“The quality of work performed by employees with a mental illness is unlikely to 

meet the expectations of the job” 

https://doi.org/10.1007/s00127-012-0532-7
https://doi.org/10.1007/s00127-012-0532-7
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List 2: Proximal Outcomes/Measures 
 

These measures can be used in both pre-intervention and post-intervention phases, allowing 
you to see the direct and indirect outcomes of your interventions. By using these measures, 
you will be able to track improvements in overall workplace mental health and identify areas 
where additional support is needed. 

The measures are specific indicators of workplace wellbeing and mental health and are 
suitable for use only for certain types of interventions.  

Please keep in mind that it's important to check the availability of the scales for commercial 
use before they are added to your survey. The organisation itself is responsible for ensuring 
that the scales are valid, reliable, and suitable for their context. 

 

Career Engagement Scale  

The Career Engagement scale is a measurement tool composed of 9 items assessing 
career management activities and behaviors via nine items. Individuals have increasingly 
been much more proactive, self-directed and boundaryless in shaping their own careers and 
the understanding of the responsibility for career development has been shifting from a sole 
organization centered to being more employee centered. Career engagement refers to the 
extent that employees engage in behaviors (such as networking, and skill development) for 
building and enhancing their careers and relates significantly to career success and 
organizational outcomes. Thus, career engagement has been a center of attention for 
career counseling and leadership practitioners and researchers. Click here to access the 
questionnaire.  

 

 

 

 

 

 

Example item:  

“To what extent have you in the past 6 months, developed plans and goals for 

your future career” 

https://doi.org/10.1002/j.2161-0045.2014.00066.x
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Career Adaptability Scale  

Career adaptabilities are career strengths and resources that source from career 
motivations and personal dispositions (such as proactive personality) and lead to important 
career outcomes such as career planning and career success. Career Adapt-Abilities Scale 
(CAAS) measures four well-established interrelated but distinct sub-constructs of career 
adaptability, concern, control, curiosity, and confidence. These dimensions separately and 
together as an umbrella term measure individuals' resources for governing their career 
needs (e.g., change, and development). Click here to access the questionnaire. 

 

 

 

Self-compassion Scale   

The Self-compassion scale aims to measure how individuals react to negative experiences 
in their lives. Self-compassion is an emotion focused coping strategy that refers to an 
adaptive, mindful and healthy approach to failure and negativities. It is built on self-kindness, 
common humanity, and mindfulness dimensions. Individuals with high levels of self-
compassion react more positively and constructively to setbacks, mindfully accepting their 
feelings and not avoiding others’ help and company. Click here to access the questionnaire. 

 

 

 

 

 

 

Example item:  

“Becoming aware of the educational and career choices that I must make” 

Example item:  

“I try to see my failings as part of the human condition” 

https://doi.org/10.1016/j.jvb.2012.01.011
https://doi.org/10.1080/15298860309027


Step 7: Measure success 

  
 13 

 

 

Compassion Toward Others Scale  

The Compassion Toward Others Scale aims to measure individuals’ propensity to be kind 
and mindful, or judgmental and distant to other people’s situations that are mostly 
characterized as negative conditions with mistakes or negativities. Although the concept has 
positive aspects, higher levels of compassion towards others may lead to negative outcomes 
such as stress, burnout, work overload, and other psychosocial risks at work. This concept 
is even more vital work domains involving high and frequent interaction with people. Click 
here to access the questionnaire. 

 

 

Emotional Style Questionnaire  

The Emotional Style Questionnaire measures the level of a healthy and emotional life under 
six sub-components: Outlook, resilience, social intuition, self-awareness, sensitivity to context, 
and attention. The concept combines personal capacities such as the ability to sustain 
positive emotion over time, understanding self and others’ nonverbal cues of emotion, being 
able to stay focused, having psychological strength against setbacks, and having a good 
reading for social contextual characteristics. Click here to access the questionnaire. 

 

 

 

 

 

Example item:  

“If I see someone going through a difficult time, I try to be caring toward that 

person” 

Example item:  

“I recover quickly when things don’t go the way I want them to” 

https://doi.org/10.1177/1073191119874108
https://doi.org/10.1177/1073191119874108
https://doi.org/10.1037/pas0000745
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Depression Scale  

Depression is one of the most frequently studied and well-established psychological 
disorders that is very prevalent and has substantial effects on individuals' wellbeing. It is a 
highly burdensome state that has significant effects on every aspect of life. The scale 
measures the level of depression via 8 items. The former version of the inventory had a ninth 
item measuring suicidal thoughts and studies reported eight-item version works well as the 
excluded item only measures a rare condition. Click here to access the questionnaire. 

 

 

Generalized Anxiety Disorder  

The 7-item version of the Generalized Anxiety Disorder Scale is a valid and efficient measure 
for assessing the anxiety levels of individuals among researchers and practitioners. 
Generalized anxiety disorder (GAD) is one of the most prevalent anxiety disorders. It refers 
to a situation where individuals generally feel anxious and uncomfortable for a long period 
and cannot easily relax. As most of the scales developed for measuring anxiety disorders 
are lengthy, it is frequently used in clinical practice because of its practical advantage and 
high validity. Click here to access the questionnaire. 

 

 

 

 

 

Example item:  

“Over the last two weeks, how often have you been bothered by any of the 

following problems: Little interest or pleasure in doing things” 

Example item:  

“Feeling nervous, anxious or on edge” 

https://doi.org/10.1016/j.jad.2008.06.026
https://doi.org/10.1001/archinte.166.10.1092
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Work Ability Index  

The Work Ability Index measures the status of employees regarding how their health 
condition, abilities, and mental and psychological resources enable them to supply effectively 
for work demands now and in the future. The scale groups employees by their scores as 
demonstrating poor, moderate, or good work ability. The scale consists of seven domains: 
comparing present work the ability with the lifetime best, with the job demands, current 
diseases, estimated work impairment, sick leaves in the last year, mental resources, and a 
self-projection of health in the near future. Click here to access the questionnaire. 

 

 

Work-Anxiety-Coping Intervention  

Work-anxiety-coping intervention is designed to assess work-coping perceptions of 
employees after the implementation of an intervention. The scale consists of seven items 
stating different aspects of coping with work-anxiety. Work-anxieties are domain specific to 
work and refer to the negative condition and mental state when employees experience or 
think about the workplace (e.g., work demands, peers, managers). Employees with high levels 
of work-anxieties avoid engaging in work and work-related activities and take sick-leaves very 
often. Click here to access the questionnaire.  

 

 

 

 

 

Example item:  

“Subjective estimation of present work ability compared with the lifetime best” 

Example item:  

“When I have too much work, I say to myself that I will manage this, and I begin 

with a first step” 

https://doi.org/10.1037/t58607-000
https://doi.org/10.1080/1359432x.2017.1384378
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Five Facet Mindfulness Questionnaire  

Mindfulness is a psychological capacity that is characterized by being aware and accepting 
the present moment purposefully and attentively. Mindfulness has been associated with 
various aspects of well-being and is considered as an effective coping mechanism against 
stress, anxiety, and depression. The scale is a 15-item self-report questionnaire that 
measures five related facets of the dispositional tendency to be mindful. Dimensions cosset 
of observing, describing, acting with awareness, nonjudging of inner experience, and 
nonreactivity to inner experience. Click here to access the questionnaire. 

 

 

Psychological Capital Questionnaire  

Psychological Capital is a state-like and domain-specific personality capacity that is malleable 
and developable and highly related to work performance. The construct stands for an 
umbrella term that is stronger than its components: hope, resiliency, optimism, and self-
efficacy. It refers to psychological capacities such as having willpower and way power for 
challenging job demands (hope), believing in own abilities (self-efficacy), being able to bounce 
back when experiencing a setback (resiliency), and being able to see the silver lining in all 
events (optimism). Using a pool of 12 items, the Psychological Capital Questionnaire (PCQ-
12) is aimed to assess each of the four core components of Psychological Capital. Click here 
to access the questionnaire. 

 

 

 

 

 

Example item:  

“I don’t pay attention to what I’m doing because I’m daydreaming, worrying, or 

otherwise distracted” 

Example item:  

“I feel confident contributing to discussions about the organization’s strategy” 

https://doi.org/10.1037/pas0000263
https://doi.org/10.1111/j.1744-6570.2007.00083.x
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Positive Reappraisal  

Positive reappraisal is cognitively reframing and/or restructuring a situation and attributing 
positive meanings to conditions and things that happen in daily life. Positive reappraisal also 
stands as an adaptive coping style that may buffer the negative outcomes of stressful life 
events. A sub-scale of the Cognitive Emotion Regulation Questionnaire (CERQ) measures 
positive reappraisal via four items asking respondents to describe how they perceive, feel 
and think after living a stressful and worrisome problem in life. Click here to access the 
questionnaire. 

 

 

Teamwork Scale 

Contemporary work demands necessitate synergies among team members to respond 
effectively to agility, flexibility, and excellence needs. Teamwork refers to positive interactions 
and collaboration among team members who integrate their resources to accomplish job 
targets and cope with challenges. The Teamwork scale measures the level of cooperation 
and team spirit via three items. 

 

 

 

 

 

 

 

Example item:  

“I think that the situation also has its positive sides” 

Example item:  

“Has clear working objectives” 

https://doi.org/10.1027/1015-5759.23.3.141
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Strength Use  

The Strengths Use Scale measures the things that individuals perceive themselves to be 
strong and able in a variety of contexts. The tool asks respondents to assess their strengths 
on how they are able to do well, or they do best and in what ways. The measure includes 
having, knowing, and applying the strengths in multiple domains. The ability and perceived 
efficacy in using the strengths and frequency of their usage are also included in the inventory. 
The use of strengths leads to various important outcomes such as well-being. Click here to 
access the questionnaire. 

 

 

 

Coordination  

Coordination is defined as the controlled management of the interdependencies between 
subtasks in order to accomplish a common objective. The measure assesses the degree of 
orchestration and order for collaborative action within a team. Coordination is considered a 
resource (according to the HERO model), along with autonomy, empathy, and leadership, 
that leads to performance through engagement.  

 

 

 

 

 

 

Example item:  

“I am able to use my strengths in lots of different ways” 

Example item:  

“We coordinate with each other to do the job” 

https://doi.org/10.1037/t54221-000
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Interpersonal Conflict at Work 

Interpersonal conflict is measured under two constructs, task conflict (4 items), and 
relational conflict (5 items). Conceptually task conflict is a more constructive and functional 
form of conflict where the difference in opinions regarding work-related issues can cause 
the creation of new ideas. On the other hand, relationship conflict is a dysfunctional form, 
mostly focused on people (instead of work), where hostility, interpersonal tension, and 
rudeness cause negative outcomes. 4 items for each type of conflict measure interpersonal 
conflict. Click here to access the questionnaire. 

 

 

 

Team Autonomy and Team Reflexivity  

Aston Team Performance Inventory (ATPI) measures various aspects of teams including 
team reflexivity and task design (autonomy). Reflexibility is the extent of effort that a team 
engages in to do retrospectives to understand and review the effectiveness of the chosen 
methods and purposes and evaluate and modify them through frequent and effective 
communication. Autonomy stands for the degree that team members can decide their own 
ways and methods of their work. 

 

 

 

 

Example item:  

“Backbiting is a frequent occurrence” 

Example item:  

“In this team we set our own goals” 

https://doi.org/10.1108/eb022834
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Team Climate Inventory  

Team Climate Inventory (TCI) consists of 14 items (shortened from its initial longer form) 
that measure four aspects of the team atmosphere related with innovation: Vision, 
participative safety, task orientation and support for innovation. Vision stands for teammates 
having and being engaged in clear goals and purposes. Participative safety refers to a 
climate of trust where individuals feel safe communicating their ideas. Task orientation is 
about high standards and excellence orientation. Support for innovation refers to a climate 
where new ideas as encouraged. Click here to access the questionnaire. 

 

 

 

Job Crafting Scale  

The job crafting scale measures the behaviors of an employee regarding seeking resources 
and challenges at work and proactively modifying the conditions to cope with rapid changes. 
High dynamism and the need for agility in today’s work environment necessitate employees 
to anticipate required actions and act reflectively. Job crafting refers to discretionary and 
proactive behaviors that help individuals and organizations to align themselves with the 
changing conditions. Click here to access the questionnaire. 

 

 

 

 

Example item:  

“Cooperation in developing and applying ideas” 

Example item:  

“When I have difficulties or problems at my work, I discuss them with people 

from my work environment” 

https://doi.org/10.1348/096317999166644
https://doi.org/10.1002/job.1783


Step 7: Measure success 

  
 21 

 

 

 

Strength’s Knowledge Scale  

The Strengths Knowledge Scale is designed to capture individuals’ self-awareness and 
monitoring of own strengths. Higher scores on the scale indicate better recognition and 
wisdom regarding own resources and capacities. The tool consists of eight items measuring 
a single dimension. Strength’s knowledge is significantly associated with crucial outcomes 
such as wellbeing and performance. Click here to access the questionnaire. 

 

 

Coaching-based Leadership Scale  

Coaching-based leadership scale measures a specific leadership attribute that is 
characterized by enhancing, stimulating, and facilitating the development of employees. The 
scale includes 16 items measuring four dimensions: learning and development, open 
communication, working alliance, and progress and results. The tool measures leadership 
aspects related to the development of employees, such as giving effective feedback, active 
listening, goal setting and managing progress. Click here to access the questionnaire.  

 

 

 

 

 

 

Example item:  

“I know when I am at my best” 

Example item:  

“Employees’ learning and development is one of his/her main responsibilities / 

My employees’ learning and development is one of my main responsibilities” 

https://doi.org/10.1037/t54220-000
https://doi.org/10.1007/s12144-021-01460-w
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Leadership Support for Leadership Intervision intervention (ATPI-LS) 

The original version of this scale is aimed to assess whether the team leader is able to 
supervise the work and to manage and provide support to team members regarding the 
implementation of the knowledge acquired through the training 

Adapted from Dawson, J. F., West, M. A., & Markiewicz, L. (2006). Aston Team Performance 
Inventory: management set. ASE. 

  

Communication Satisfaction Questionnaire   

The Communication Satisfaction Questionnaire evaluates the perceptions of individuals 
regarding their contentment and fulfilment with the quality of communication in the 
organization. The tool consists of five items measuring employees' satisfaction with various 
aspects (e.g., quality, amount of information, access to information) of communication. Click 
here to access the questionnaire. 

 

HEalthy & Resilient Organizations (HERO) Check Questionnaire  

Contemporary work conditions shaped by crises and ambiguity necessitates organizations 
to be adaptive and reflective in a way that they may survive and even thrive after setbacks. 
This requires a healthy work environment and organizational culture, employees with high 
levels of wellbeing, financial stability and psychological strength. Built on this ground, HEalthy 
& Resilient Organizations (HERO) Check Questionnaire measures the capacities and 
capabilities of organizations to survive and bounce back in challenging conditions. Click here 
to access the questionnaire. 

 
 

Example item:  

“Indicate the extent to which you are satisfied with… Information about company 

policies and goals” 

Example item:  

"In this company, employees do more than usual for customers” 

https://doi.org/10.1177/002194360203900204
https://doi.org/10.1177/002194360203900204
https://doi.org/10.1177/10596011124704
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