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HEART is targeting extension and development of competences of adult&youth
educators with delivering 4 innovative intellectual outputs (IOs) on focusing long-
term competence development for adult educators and for their organizations for
a sustainable work engagement. The main innovation of HEART - combining
outdoor experiential learning with artistic approaches - provides a new combined
methodology for adult educators, that widens their knowledge about
personal/professional development. 
This process has resulted in a combined modular work engagement curricula –
training scheme. All the outcomes of the competence development targeted non-
formal training courses have been channeled into the intellectual outputs. 
All the training courses are designed according to the needs of the helping
professionals, thus HEART is a continuation of TART that is a KA2 strategic
partnership project run in 2017 - https://tartadulteducation.wixsite.com/tart with
a more modest programme flow, please see description and results here:
https://tartadulteducation.wixsite.com/tart/expectedresults 

In this following report we are going to present the results of the assessments
done to measure the effects of the different project elements - the overall flow,
the training courses (3) and the field tests (4) - on the participants coming from
the five partner organizations. The elements of the project were presented in the
tender dossier and in other intellectual outputs in more detail, here we are only
going to present them briefly and put them into context. 

Introduction



Hypotheses

Based on the reviewed scientif ic  l i terature cited in Intel lectual
Output 3 in more detai ls ,  we expect that art  methodologies and
outdoor experiential  education would have a posit ive effect on
burnout prevention and promotion of work engagement (as the
posit ive antipode of burnout (Schaufel i  et  al . ,  2006))  and on trainer
competences.  We expect the combined methodology to have a
stronger effect than the individual  methodologies in themselves.
H1: Due to the indirect effects of the trainings on burnout,
part ic ipants of any of the 10-day trainings wil l  ut i l ize more burnout
prevention strategies post-training then prior to the training
H2: In response to the organizational  focused interventions plus
the 10 days trainings,  employees and volunteers of the f ive partner
organizations wil l  experience less burnout as measured in the
Burnout Process Questionnaire and more Work Engagement at the
Final  Assessment compared to the Basel ine.



Baseline and Final questionnaire

At the beginning and at the end of the project the same set of
questionnaires were administered to the part ic ipants.  The Basel ine
and Final  questionnaire consisted of the Burnout Process
Questionnaire and the Engagement Absorption Scale with the aim
of assessing how much the project was able to decrease the level
of burnout and increase the level  of  work engagement of i ts
part ic ipants.

Presentation of the different tools

Method

 Pressure to prove
Overload
Overshadowing own needs

 Confl icts of  values
 Interpersonal confl icts

 Passivity
 Emotional  exhaustion 

Burnout process questionnaire

This questionnaire was developed by Szigeti  et  al .  ( in press)  aiming
to measure where part ic ipants are in the process of burnout.
Cherniss (1980 p.  5)  defined burnout as “a process in which the
professionals ’  att i tudes and behaviour change in negative ways in
response to job strain”.  The questionnaire is  bui lt  on a process
model of  burnout where the process can be divided into three
phases:  1.  Excessive effort ,  2.  Confl icts and 3.  Total  depletion. 
The three phases and their  subphases are as fol lows:

Excessive effort  is  s imilar in meaning l ike obsessed passion,
workaholism. Subphases:

The second phase is  Confl ict  a lso occurs several  t imes in the
l iterature as an intermediate l ink leading to burnout.  This confl ict
can also be a cris is  of  intrapersonal values.  Subphases:

The third phase is  Total  deplet ion  which constitutes of passivity
behavioural  withdrawal from work and isolat ion with the emotional
energy loss.  Subphases:  

The scale consists of 29 items, and according to the confirmatory
factor analysis f i t  indices distr ibute to the 7 factors presented
above. The rel iabi l i ty of  the scale is  satisfying,  except for the
Pressure to prove subscale.  



Engagement Absorption Scale of the Utrecht Work Engagement
Scale [UWES-17

(Schaufel i  et  al . ,  2006)
Work engagement as the antipode of burnout can be characterized
by a posit ive work-related emotional  state,  by vigor,  absorption
and dedication:  when someone is feel ing energetic and connected
to work act ivit ies,  capable of deal ing with work demands (Schaufel i
et  al . ,  2006,  Schaufel i  et  al . ,  2002).  
A self-report questionnaire – cal led the Utrecht Work Engagement
Scale (UWES) – has been developed that includes the three
constituting aspects of work engagement:  v igor,  dedication,  and
absorption.  Here in this study,  we applied the Absorption Scale of
the UWES, which consists of s ix i tems that refer to being immersed
in one’s work and having diff icult ies detaching oneself  from it
similarly as being in a kind of f low state,  when t ime passes quickly
and one forgets everything else around (Schaufel i ,  Bakker,  2004).  

Pre and post training questionnaires

The questionnaire administered before and after the 10 days
trainings consisted of The Key Competencies for Lifelong Learning
(Erasmus+) Survey,  the European Training Strategy Competence
Assessment of trainers and the Burnout Prevention Strategies
Questionnaire,  having in mind that the 10 days trainings would
directly increase trainers competencies and teach them burnout
prevention strategies.   



 Key Competences for Lifelong Learning (Erasmus+) Survey
The European Commission works with EU Member States to support
and reinforce the development of key competences and basic ski l ls
for al l ,  from an early age and throughout l i fe.  Key competences
include knowledge,  ski l ls ,  and att itudes needed by al l  for personal
fulf i lment and development,  employabi l i ty ,  social  inclusion and
active cit izenship.  

The approach is  to promote key competences by:  

Providing high-qual ity education,  training and l i felong learning for
al l
Supporting educational  staff  in implementing competence-based
teaching and learning approaches 
Encouraging a variety of learning approaches and contexts for
continued learning.

Exploring approaches to assess and val idate key competences
The 8 key competences are as fol lows:

•   Mult i l ingual ism
•  Numerical ,  scientif ic  and engineering ski l ls  
•   Digital  and technology-based competences
•  Interpersonal ski l ls ,  and the abi l i ty to adopt new competences 
•   Act ive cit izenship 
•   Entrepreneurship 
•   Cultural  awareness and expression

We aimed to measure the development of base competences
throughout our projects,  we wanted to see as wel l  how the
individual  changes due to the development work.



Understanding and facil itating individual and group learning
processes

Learning to learn

Designing educational programmes

Cooperating successfully in teams

Communicating meaningfully with others

Intercultural competence

Being civically engaged

European Training Strategy Competence assessment for trainers

Trainers are a core element when it comes to European youth/adult
work, particularly in the field of non-formal learning. Their
professional expertise combined with their abil ity to perform within
an educational framework affect the quality of training activit ies in a
crucial way. This is why the Competence Model for Trainers was
developed as part of the European Training Strategy. The well-
thought-out set of competences serves as a dynamic framework to be
consulted by trainers as well  as institutions and organisations who
plan non-formal education training activit ies.

The ETS Competence Model defines seven competence areas:

The competence model helps to develop training modules, on the
other hand, it  gives the opportunity to further develop our personal
and professional competences. It  guides trainers to take on personal
challenges and try out new experiences with the help of peer support
and (self-)  assessment. It  can be used in various ways according to
the context,  the target group, the youth workers and the young/adult
people the participants are working with. 

With the support of the ETS model we aimed to measure HEART
trainers and participants (who are adult educators) to see to what
extent they managed to develop their trainer competences due to
experiencing the HEART methodology.

Burnout prevention Strategies Questionnaire 

The questionnaire was developed by Lélekkel az Egészségért
Foundaton. It  consists of 12 items, measuring on a 5-point Likert-
scale, asking respondents what kind of behaviours traditionally l inked
to burnout prevention (such as relaxation, quality sleep, etc.)  have
they practiced in the last month. 



How would you describe your satisfaction with this training?

How likely are you to participate again in a training similar to this
one?

How likely are you to recommend a friend or colleague to
participate in this training?

Additional question for the ÉA field training:  I  have become more
conscious in the management of my own burnout due to the
training.  

Field training questionnaire

Effects of the one-day Field trainings were assessed with the Field
training questionnaire measuring the satisfaction of the participants
with the program. 

According to research there is a certain level of individual stabil ity
over time in burnout (e.g. Boersma Lindblom, 2009; Schaufeli  et al. ,
2011). Based on these results we cannot expect someone
participating in a one-day training to present significant changes in
his/her burnout level compared to the baseline measured on the
same day. 

What we can realistically expect is that participating in this training
might initiate a long term change in the way participants handle
certain situations and connect with people which in the long run wil l
prevent them from burning out. 
Their attitudes related to burnout might be also affected directly or
more often indirectly by the program, but again these changes take
more time to show in the results given to questionnaires. According
to the result of a study measuring how much time is needed to form a
new habit (Lally et al. ,  2009),  although there are significant individual
differences, it  takes minimum 3-4 weeks for someone to change any
of his/her habits. 

Based on earlier experiences, we expected that conducting a follow-
up measurement several months after the one-day training would
lead to low levels of response rate, making it  impossible to make any
valid comparison (also given the small number of people in any given
group), that’s why we decided to measure only satisfaction, and in
cases where burnout as a topic was directly addressed, the awareness
about burnout prevention.

The following three questions were selected to measure the effects of
the field training on the participants:



The design of the research is quasi experimental,  with no control
groups.
The following graph (Figure 1) i l lustrates the phases of the research
with timing. 

Procedure

Graph 1: Phases and timing of the project

The employees and volunteers of the Project Partner organisations
and all  of the participants from the three 10 days field experiments
(C1-2-3) were asked to fi l l  in the Baseline and the Final
questionnaires. The Baseline questionnaire was opened in March
2019 and closed in September 2019.

Participants of the 10-days trainings were asked to fi l l  in the Pre and
post training questionnaires too.

1 Respondents were allowed to select multiple options.



respondents participating in all  three trainings fi l led in the
questionnaires four times (one pre-training and three post-training
questionnaires),  

respondents participating in two consecutive trainings fi l led in
three questionnaires (one pre training and two post-trainings, 

respondents participating in two not consecutive trainings fi l led in
4 questionnaires (two pre-training and two post-training),  

respondents participating in one training fi l led in two
questionnaires (one pre-training and one post-training) 

Pre and post training questionnaires were open one month prior and
one months after the trainings. As there were two months between
trainings, respondents participating in two (or more) consecutive
training did not fi l l  in the post training questionnaires and the pre-
training questionnaires at the same measurement period: their post-
training questionnaires were used as pre-training results for the
following training. 
This way :

Final questionnaire was open in July 2021. All  participants who fi l led
in the Baseline questionnaire and sti l l  in contact with the Partner
organizations were invited to fi l l  in the Final questionnaire.
The Field Training questionnaires were open at the time of the field
trainings (from 01.2020 to 05.2021).



Results
Effect of the 10 training days

From the group “Understanding and facil itating individual and
group learning processes”

Dares to improvise in unpredicted situations ( t=-2,74, p=0,052,
(mean value increased from 3.6 to 5)

From the group “Learning to learn”

Explicit ly encourages learners to take responsibil ity (t=-3,65,
p=0,022, mean value increased from 2,8 to 4,8)

From the group “Designing educational processes”

Addresses learners need through an adequate and tailored
learning process (  t=-3,16, p=0,34, mean value increased
from 2,6 to 3,6

Outdoor Experiential Training

6 participants fi l led in both the pre and the post training
questionnaire. Analysing their responses revealed that there were
significant differences in some of the trainer competences. between
pre and post training measurements. 

The following ETS Competences significantly increased after the
training: 

On the other hand, there were no significant changes in Burnout
prevention strategies after training.
The main results of the Evaluation Surveys can be found in the
following Graphs. 

Figure 5: Frequency of respondents in the different answer categories given to the
question “How much did you get to know outdoor experiential education?”



Figure 6: Frequency of respondents in the different answer categories given to the
question “How much did you understand the aims of the HEART project f low?”

Figure 7: Frequency of respondents in the different answer categories given to the
question “How much do you understand the assessment system of ETS?”



Figure 8: Frequency of respondents in the different answer categories given to the
question “How much did you manage to combine different methodologies during

the laboratory phase?”

OCitta del Sole training
There were no significant changes in competences, nor in burnout
prevention strategies before and after this training. 

Results of the Evaluation surveys are i l lustrated on Figures 9-10:

Figure 9: Frequency of respondents in the different answer categories given to the
question “How much did you get to know Metodo Integrato Marchio-Patti@

methodology?”



Figure 10: Frequency of respondents in the different answer categories given to the
question “How much did you understand the aims of the HEART project f low?”

From the group “Understanding and facil itating individual and
group learning processes”

Dares to improvise in unpredicted situations ( t=-2,74, p=0,052,
(mean value increased from 3.6 to 5)

From the group “Learning to learn”

Explicit ly encourages learners to take responsibil ity (t=-3,65,
p=0,022, mean value increased from 2,8 to 4,8)

From the group “Designing educational processes”

Addresses learners need through an adequate and tailored
learning process (  t=-3,16, p=0,34, mean value increased
from 2,6 to 3,6

Outdoor Experiential Training

6 participants fi l led in both the pre and the post training
questionnaire. Analysing their responses revealed that there were
significant differences in some of the trainer competences. between
pre and post training measurements. 

The following ETS Competences significantly increased after the
training: 

On the other hand, there were no significant changes in Burnout
prevention strategies after training.
The main results of the Evaluation Surveys can be found in the
following Graphs. 



Results of the Evaluation surveys are i l lustrated on Figures 11-12:

Figure 11: Frequency of respondents in the different answer categories given to the
question “How much did you get to know the method/approach of ARC process?”

Figure 12: Frequency of respondents in the different answer categories given to the
question “How much did you understand the aims of the HEART project f low?”



Figure 13: OB Romania Field training- evaluation survey, mean values of the items
(on a scale of 1-5)

Effect of the field trainings
Field training Romania (OB)
10 participants fi l led in the questionnaire out of 25.
Results of the evaluating questionnaire:

Field training Hungary - ÉA
22 participants fi l led in the questionnaire out of 25.

Results of the evaluating questionnaire:

Figure 14: Élményakadémia Field training- evaluation survey, mean values of the
items (on a scale of 1-5)



Figure 15: Portugal Field training- evaluation survey, mean values of the items (on a
scale of 1-5)

Field training Portugal
19 participants fi l led in the questionnaire out of 25.
Results of the evaluating questionnaire:

Filed training UK
17 participants fi l led in the questionnaire out of 25.

Results of the evaluating questionnaire:

Figure 16: Alive Arts Field training- evaluation survey, mean values of the items (on
a scale of 1-5)



Figure 16: Alive Arts Field training- evaluation survey, mean values of the items (on
a scale of 1-5)

Field training Citta del Sole
13 participants fi l led in the questionnaire out of 25.
Results of the evaluating questionnaire:

Effect of the entire process including
organizational focused interventions
The identical Baseline and Final questionnaires were administered at
the beginning and at the end of the entire project to assess the
common and added effects of all  the different program elements and
interventions (trainings, f ield studies, organizational focused
interventions, workshops and seminars) on all  the participants of the
HEART project.

There were 17 people who fi l led in both the baseline and the final
questionnaire.

There were no significant differences in their level of Work
Engagement between the two measurements.

There was a tendency to decrease of the burnout process scale
Conflict of values ,  but the change was not significant
(t(16)=1.881 p= .078). 

There were no significant changes in the other burnout process scales
between the two measurement points.



10 days trainings
As it can be seen from the results of pre- and post-training
questionnaires, in two out of the three 10 days trainings there were
significant changes in some of the trainer competences. The type of
the competency affected was in direct relationship with the topic and
methods of the training at hand. This is a highly remarkable effect,
considering the low number of respondents in each measurement, as
low sample size decreases the chances of getting a significant result.
Given this fact we can conclude that the 10 days trainings did have an
almost immediate effect on participants’  trainer competences,
suggesting that they have built in the learnt techniques and
approaches to their existing set of competencies and knowledge. On
the other hand, these training did not have a significant effect on the
participants' Burnout prevention strategies, except for one case
where indeed the particular Burnout prevention strategy decreased
after the training. An explanation of that can come from the timing:
this third training was held in August, and the post training
questionnaire was fi l led in already in September, when everybody has
to go back to school or to work, which period has usually been really
busy for most of us, making it  less probable that they would agree
with the statement “I  ensured to schedule programs that inspire and
recharge me”. The trainings having no effect on the other Burnout
prevention strategies can be explained on one hand by the low
sample size (see above),  and on the other hand by the fact that the
trainings had not explicit ly talk and teach about this strategies,
however indirect effects would have been expected to appear, but
these might take much more time than just a few weeks after the
intervention. 

Thus, our first Hypotheses can only be partially supported.

Apart from assessing the trainings’  effects on trainer competences
and Burnout prevention strategies, a simple Evaluation survey was
also fi l led in by participants shortly after each training. Looking at the
results of these Evaluation surveys we can conclude that the trainings
helped the majority of the participants to understand the process and
method of the given training and also the project f low of HEART.
However, there were some differences between the different trainings
in this result.  

Discussion

Field trainings

General satisfaction of the participants on the Field trainings was very
high, ranging from 4.32 to 5 points on a five-point scale, meaning that
the Field trainings have managed to reach their aim such as bringing
participants attention to the issue of engagement and burnout
prevention, introducing them to the practical tools of the different
approaches.



Effect of the entire process including
organizational focused interventions
Our second hypothesis was not supported by our data: We were not
able to identify any significant effects of the entire project on the
participants’  work engagement and burnout process, except for some
subtle positive change in the Burnout Process Scale Confl ict of own
values .  

As due to the COVID-19 situation, the last programs of the project
were postponed several t imes, and the entire project f low has been
extended by almost one additional year, this last measurement
happened more than two and a half years after the baseline. During
this period significant global and local events happened outside of
the control of our program that could have had an important effect
on the variables measured. The most important one, the COVID-19
pandemic, the restrictions and lockdown it has brought and the
changes all  these made in our l ives could have easily overwritten the
potential positive effects of the project on the participants’  work
engagement and burnout. There has been scientif ic evidence that
COVID-19 had a global negative effect on people’s mental health (see
for example Arslan et al.  2020.,  Brooks et al. ,  2020). Although studies
on burnout related to COVID-19 conducted on the general public are
sti l l  l imited, one can assume from the existing evidence on the
increase in the population’s stress level,  that this latter can result in a
wide range of psychosocial and mental health problems such as
burnout among others. Keeping this in mind we can assume that the
negative effects of COVID-19 could have annulled the potential
positive effects of the project.

Another factor that could explain in part our defeat in finding
statistically significant changes in engagement and burnout by the
end of the project is low sample size. Due to the extended period of
the project,  there were significant changes in personnel of the
participating organizations, leading to the fact that we had only 17
participants who fi l led in both the Baseline and the Final
Questionnaire. With low sample size, lower effect size is usually more
difficult to detect statistically.  

Conclusion
We have found some evidence of the positive effects of the different
elements of our project,  other effects could not have been detected
most probably due to some unforeseen recent global changes. All  in
all  our direct experience coming from the personal feedback of
participants and the changes of our professional l ives made us very
hopeful to continue on the path of arts and outdoors for resil ience.
The combination of tools made a great added value to our work and
personal l ife,  especially in the field of f inding the balance between
the two. The time spent with community recharging and meaningful
exchanges about helping professions made us satisfied with what we
have and what we can reach for in our closer and wider communities.
Also a benefit to understand deeply the value of what helping
professionals bring to the society and the positive pride that emerged
with it ,  is strengthening the commitment, the recognition of helpers.
For the full  report visit:
https://elmenyakademia.hu/en/projects/heart-en/heart-tools-en/ 

https://elmenyakademia.hu/en/projects/heart-en/heart-tools-en/
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Questionnaires

Demographic questions (at the beginning of each assessment)1.

Name: 

Mother’s birthdate: day, month, year. E.g.:  28 11 1965 _ _ _ _ _ _ _ _

Gender:  male/female/other

Age:  18-25   26-39   40-60   60+

Country of origin ______________________________-

Are you disadvantaged? yes –no

If yes, please indicate which disadvantage(s) are you at

social obstacles  (explanation: people facing discrimination because
of gender, ethnicity,  religion, sexual orientation, disabil ity,  etc.;
people with l imited social skil ls or anti-social or risky sexual
behaviour, people in a precarious situation; (ex)offenders, (ex)drug or
alcohol abusers; single parents; orphans

economic obstacles  (explanation: (people with a low standard of
l iving, low income, dependence on social welfare system; in long-term
unemployment or poverty; people who are homeless, people in debt
or with financial problems.)
 disability  (  mental ( intellectual,  cognitive, learning);  -  physical,
sensory; -  other disabil it ies)

educational difficulties  (explanation: people with learning
difficulties; early school-leavers and school dropouts; lower qualif ied
persons)

geographical obstacles  (explanation: people from remote or rural
areas; people l iving on small islands or peripheral regions; people
from urban problem zones; people from less serviced areas ( l imited
public transport,  poor facil it ies, abandoned vil lages)

Do you work in non-formal education as a volunteer or for payment?

 as a volunteer – paid employee

Please indicate how many years of experience do you have in the
sector of non-formal education: __________-



2. Questionnaire to be filled in right before and one month after
the 10 days trainings

II.1. Demographic questions (see above)

II.2. ETS Competences

How much do you as a trainer /adult educator possess the following
trainer competencies? Where do you put yourself on a scale of 1 to 4,
where 1 equals with this competence of yours is almost not existing, 2
“I  have to improve”, 3 –“I  am quite OK”, 4 “look at me and learn” 

Encourages curiosity about their own learning
process
Asks for feedback
Explicit ly encourages and enables learners to take
responsibil ity for their own learning process 
Applies appropriate methods for assessment and
self-assessment of their own learning
achievements
Reflects on the learning process
Demonstrates an understanding of learning as a
continuous process

Competency     Item                                                            1    2   3   4 

Understanding
and facil itating
individual and
group learning
processes

Establishes a supportive relationship with learners
‘Scans’ risk factors and addresses any that appear
Enables participants to be creative and think out
of the box / Facil itates problem solving
Analyses group processes according to a theory of
group dynamics
Refers to a variety of methods that encourage
creativity,  problem solving and ‘out-of-the-box’
thinking 
Dares to improvise and adjust in unknown and
unpredicted situations
Explains the methodologies used in youth/adult
training when choosing, adapting and creating
methods
Makes adequate use of the environment for
learning purposes

Learning to learn

Designing
educational
programmes

Adjusts the methods and approaches to learners’
contexts
Is comfortable with the contents, knowledge and
values of the programme being challenged by the
group of learners
Assesses learners’  needs before or at the very
beginning of the training activity
Addresses learners’  needs through an adequate
and tailored educational approach 

Cooperating
successfully in
teams

Acknowledges colleagues’ learning potential and
makes best use of it
Shows an interest in the team process and does
not ignore any team work issues 
Encourages colleagues
Highlights everyone’s strengths 
Deals with frustration in a constructive manner
Ensures that knowledge and skil ls in the team are
shared and communicated
Balances working styles and preferences



Competency     Item                                                            1    2   3   4 

Communicating
meaningfully with
others

Is comfortable dealing with unexpressed
concerns, feelings and emotions
Creates a safe environment where feelings and
emotions can be freely and respectfully expressed 
Works effectively with learners from diverse
backgrounds
Deals with uniqueness through a complex
approach to their own identity 
Listens openly, without judgement
Is sensitive to the needs of and challenges faced
by learners and opportunities that exist within the
group of learners
Acknowledges the experience of the learner
Creates opportunities for meaningful
communication

Dares to face and deal adequately with ambiguity
with regard to the group’s and individuals’
realit ies
Works with the notion of change and overcomes
resistance within the group of learners
Refers to theories, concepts and experiences that
relate to ambiguity and change in the activity and
when designing the educational approach 
Encourages observation, experience, reflection,
reasoning, and communication among learners

Intercultural
competence



II.3 Burnout prevention strategies questionnaire 

Please tell  us how often you acted aligned with each statement in the
past month. 

In the past month how often did you
do the things below

Not
once in
the
past
month

Once
or
twice
in the
past
month

Once a
week
in the
past
month

Several
times a
week
in the
past
month

Almost
every
day in
the
past
month

I  did stress relieving/ relaxation exercises.

I  identif ied and paid conscious attention to my

bodily and mental needs.

I  made sure to schedule programs that inspire

and recharge (such as meeting friends, hiking,

enjoying my hobbies, going to the theatre,

visit ing an exhibition)

I prioritized my tasks based on my own

personal preferences.

I  rewarded myself (with my favourite food,

buying something I  desired or doing something

I love doing).

Spent time in places that f i l l  me with a sense of

peace and harmony.

I did all  I  could to maximise the quality of my

sleep (E.g. went to bed on time)

I spent at least 30 uninterrupted minutes of

physical activity with the intention to improve

my health / lose weight. 

As much as possible, I  paid conscious attention

to my physical needs while working (drinking,

eating, using the toilet,  etc).

Whenever I  had to cooperate with someone

who had very different views, I  tried to

approach them with tolerance. 

I  spent quality t ime with people important to

me.

I took planned breaks/relaxation after periods

of higher demand.

1.

2.

3.

4.

5.

6.

7.

8.

9.

10.

11.

12.



II.4. Key Competences for Lifelong Learning (Erasmus+) Survey 
Please evaluate on a scale of 1 to 6 how much do you as a person
possess the following core competences, where 1 means: you are a
complete beginner, 6: you are an expert in the relevant competence.
 

In the past month how often did you
do the things below Non relevant

Complete
beginner Expert

I  did stress relieving/ relaxation exercises.

I  identif ied and paid conscious attention to my

bodily and mental needs.

I  made sure to schedule programs that inspire

and recharge (such as meeting friends, hiking,

enjoying my hobbies, going to the theatre,

visit ing an exhibition)

I prioritized my tasks based on my own

personal preferences.

I  rewarded myself (with my favourite food,

buying something I  desired or doing something

I love doing).

Spent time in places that f i l l  me with a sense of

peace and harmony.

I did all  I  could to maximise the quality of my

sleep (E.g. went to bed on time)

I spent at least 30 uninterrupted minutes of

physical activity with the intention to improve

my health / lose weight. 

As much as possible, I  paid conscious attention

to my physical needs while working (drinking,

eating, using the toilet,  etc).

Whenever I  had to cooperate with someone

who had very different views, I  tried to

approach them with tolerance. 

I  spent quality t ime with people important to

me.

I took planned breaks/relaxation after periods

of higher demand.

1.

2.

3.

4.

5.

6.

7.

8.

9.

10.

11.

12.

0              1            2             3              4                5             
 



III.Baseline and final questionnaire

III.1. Demographic questions

III.2. Engagement absorption scale

The following 6 statements are about how you feel at work. Please read each
statement care- fully and decide if  you ever feel this way about your job. If  you have
never had this feeling, check the “0” (zero) in the space after the statement. If  you
have had this feeling, indicate how often you felt it  by crossing the number (from 1 to
6) that best describes how frequently you feel that way.

Never
0

Never

Almost Never
1

A few times
a year or less

Rarely
2

Once a month
or less

Very Often
5

A few times
a week

Sometimes
3

A few times
a month

AB1  Time fl ies when I am working.                                                            0 1 2 3 4 5 6
AB2 When I am working, I  forget everything else around me.                    
AB3 I feel happy when I am working intensively. *                                   
AB4 I am immersed in my work.*                                                              
AB5 I get carried away when I am working. *                                             
AB6 It is diff icult to detach myself from my job.                                        

Often
4

Once
a week

Always
6

Every day



III.3. Burnout process questionnaire

We are going to ask you some questions about your work. 
Please make sure your answers reflect to what extent the statements
below have felt relevant to you in the past 1 month. Circle the
number next to each statement that best reflects your feelings:

                                                                                              1    2   3   4 
Not at all

0
 

A bit
1

Somewhere in
the middle

2

Quite relevant
3
 

Very relevant
4
 

Recently I ’ve been trying really hard to perform at my best every day.
I  want to give my best.
I  must complete every task I  planned to feel success
Those who know me best think I  make too many sacrif ices for my work.
I  f ind it  hard to mentally get away from work. I  tend to think about it
long after I  get home.
I ’ve been taking on too much work recently.
I  often forget about eating or drinking while working. 
I ’m so busy with duties and tasks that I  have no time for recreation and
leisure. 
I  often give up on thing that make me happy for the sake of work.
I  f ind it  hard to keep balance between my work l ife and private l ife.
I ’ve found that values that used to be very important for me tend to get
lower and lower on my priority l ist.
Nowadays, I  feel more and more l ike the norm is to overwhelm yourself
with tasks.
In order to be able to at least complete my tasks, I  need to relegate all
the other aspects to the background (e.g. maintaining a good
relationship with my colleagues). 
I ’ve started to question the values I  thought to be true about my work.
My work has a negative impact on my relationships with family and
friends.
My family/friends/workmates think I  have issues.
I  f ind myself in the middle of conflicts more and more often at work.
I  feel offended more and more often at work
I f ind myself in the middle of conflicts more and more in my private l ife.
I  hear more and more complaints about my work.
I  stay in the background while tasks are being delegated.
I try to get through my tasks at my workplace as quickly as I  can. 
I ’m doing even my most important tasks half-heartedly.
I ’m feeling emotionally exhausted.
I can’t experience real joy anymore, my feelings seem just superficial.  
I ’m feeling apathetic. 
Sometimes I  do my work on autopilot.  Like I ’m not really there.
I ’m becoming more and more insensitive.
I  often feel hopeless about my situation.

1.
2.
3.
4.
5.

6.
7.
8.

9.
10.
11.

12.

13.

14.
15.

16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.



IV.Field Study questionnaire

1 – Not at all  satisfied - 2  -3-   4-  5- Completely satisfied

Q1 How would you describe your satisfaction with this training?

Q2 How likely are you to participate again on a training similar to
this one?

Q3 How likely are you to recommend a friend or colleague to
participate on this training?

Q4 Country where the training was provided?

 Hungary
 Romania
 Portugal
 Uk
 Italy


