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Highlights

« The study validated the Spanish version of the SDM-20 mobbing questionnaire.
« The Spanish SDM-20 demonstrated strong reliability and validity.

« The instrument integrates behavioural exposure with psychological harm.

« The SDM-20 distinguishes between mobbing targets and victims.

« The validated tool supports health screening and early risk detection.

Abstract

Objectives: The aim of this study was to psychometrically validate the Spanish version of the Polish SDM-20 questionnaire (Skala Doswiadczania
Mobbingu) as a screening instrument for assessing workplace mobbing in occupational health settings. Material and Methods: A cross-sectional
online survey was conducted among 753 Spanish employees (65.5% women, age: 18-66 years). The factorial structure of the SDM-20 was exam-
ined using confirmatory factor analysis (CFA). Internal reliability was assessed using Cronbach’s a and McDonald’s w coefficients. Convergent and
divergent validity were evaluated through correlations with workplace bullying (Negative Acts Questionnaire — Revised — NAQ-R), burnout (Maslach
Burnout Inventory-General Survey - MBI-GS9), and organizational climate measures. Results: Confirmatory factor analysis supported the original
3-factor model, encompassing person-related mobbing, work-related mobbing, and health-related harm, and demonstrated satisfactory model fit.
All subscales showed high internal reliability. Strong positive correlations with workplace bullying and burnout measures supported convergent va-
lidity, whereas negative associations with organizational climate indicators provided evidence of divergent validity. The results confirm the struc-
tural stability and construct validity of the Spanish SDM-20. Conclusions: The Spanish version of the SDM-20 is a reliable and valid instrument for
screening workplace mobbing in occupational health contexts. By integrating behavioral exposure with a psychometrically assessed harm compo-
nent, the instrument enables differentiation between exposure and clinically relevant victimization. Its brevity and robust psychometric properties
support its application in occupational health surveillance and early risk detection. Int ] Occup Med Environ Health. 2026;39(3)
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INTRODUCTION

Contemporary occupational medicine and organisational
psychology face a growing challenge in the accurate as-
sessment and monitoring of workplace mobbing, referred
to in Anglo-Saxon literature as workplace bullying. Since
the 1990s, this phenomenon has evolved from being per-
ceived primarily as an interpersonal or organisational
problem into a critical issue for public health and occu-
pational safety [1,2]. Workplace mobbing is commonly
defined as repetitive and prolonged exposure of em-
ployees to negative and unwanted behaviours that have
a detrimental impact on mental health, occupational
functioning, and overall well-being [3]. Epidemiolog-
ical research indicates that 10-20% of employees report
exposure to workplace mobbing, although prevalence esti-
mates vary depending on methodological approaches and
measurement strategies [4,5].

A substantial and methodologically robust body of em-
pirical research has consistently demonstrated that expo-
sure to mobbing behaviours is associated with a wide spec-
trum of adverse mental and somatic health outcomes [3,6].
These include psychological distress, anxiety, depres-
sive symptoms [7], emotional exhaustion and sleep dis-
turbances [8], as well as post-traumatic stress symptoms
and increased risk of sickness absence, work disability, and
turnover [2,9,10]. Importantly, the impact of mobbing ex-
tends beyond mental health to encompass psychosomatic
complaints such as musculoskeletal pain, gastrointestinal
disturbances, and cardiovascular problems, reflecting
chronic stress-related physiological dysregulation [7-10].
Longitudinal evidence further indicates that these effects
may be persistent, contributing to long-term deteriora-
tion in mental health and functioning [7,10]. Collectively,
this evidence supports the conceptualisation of mobbing
as a chronic interpersonal stressor with clinically significant
consequences for both mental and physical health [3,6].
The growing evidence on workplace mobbing is increas-

ingly reflected in regulatory approaches to psychosocial
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risk management in occupational health. In Spain, mob-
bing is recognised as an occupational risk under the Occu-
pational Risk Prevention Act [11], which obliges employers
to assess and manage psychosocial hazards affecting
workers’ health. National technical guidelines issued
by the Spanish National Institute for Safety and Health
at Work (INSST), particularly NTP 854, define mobbing
as systematic and prolonged psychological violence posing
a threat to health [12]. From this perspective, the avail-
ability of valid and clinically sensitive assessment instru-
ments is essential for occupational health surveillance,
prevention, and medico-legal decision-making [13].
Despite this growing recognition, significant method-
ological challenges persist in the assessment of workplace
mobbing. A key limitation lies in its inadequate opera-
tionalisation, particularly with respect to health-related
harm [14-16]. Most studies rely either on self-labelling
approaches, which are vulnerable to cognitive biases, or
on behavioural experience methods focusing on the fre-
quency of negative acts while largely neglecting subjective
appraisal and health impairment [4,5]. Although com-
bined approaches have been proposed, they remain in-
sufficient to capture the interactional and clinically rele-
vant nature of mobbing processes [17,18]. This limitation
is also evident in the Spanish context, where widely used
instruments — primarily adaptations of the Negative Acts
Questionnaire — Revised (NAQ-R) - focus predominantly
on behavioural exposure and offer limited capacity to dis-
tinguish between exposure and health-impairing victim-
isation [13,19]. This highlights the need for measurement
approaches that integrate behavioural exposure with indi-
cators of health-related harm, enabling a more clinically
meaningful assessment of mobbing.

An innovative response to these challenges is offered by
the SDM questionnaire (Skala Doswiadczania Mobbingu),
originally developed in Poland based on both theoretical
models and empirical research, including clinical inter-

views with individuals exposed to prolonged workplace
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harassment [16,17]. The SDM is grounded in an interac-
tional stress framework, in which exposure to negative
acts is conceptualised as a chronic stressor that may lead
to diverse cognitive, emotional, and psychosomatic re-
sponses. Importantly, this approach assumes that bare ex-
posure to negative acts is not equivalent to the develop-
ment of clinically significant victimisation by mobbing.
The central innovation of the SDM lies in its operation-
alisation of health-related harm as a latent construct as-
sessed through multiple indicators, rather than through
a single self-labelling item [17,18]. This integrative ap-
proach enables a diagnostically meaningful distinction
between exposure to mobbing and victimisation by mob-
bing and directly addresses key methodological limita-
tions of existing instruments [14,15].

Following empirical refinement, shortened versions
of the SDM were developed, including the 20-item ver-
sion (SDM-20) as a screening tool and the 34-item version
(SDM-34) for more detailed assessment. Both versions
demonstrated strong psychometric properties in a large,
representative Polish sample [18]. However, cross-cultural
validation is necessary to establish the generalisability
of this measurement approach. Preliminary evidence from
a Polish—Spanish study using the original SDM suggests
its relevance in Spanish organisational settings [20].
Against this background, the aim of the present study
was to psychometrically validate the Spanish version
of the SDM-20 as an occupational health screening instru-
ment. Specifically, the authors examined whether the orig-
inal 3-factor structure - integrating behavioural exposure
and health-related harm - could be replicated in a Spanish
working population and whether the adapted version would
demonstrate satisfactory reliability and construct validity.
Based on the theoretical framework of the SDM and prior
validation studies, the authors formulated the following
hypotheses (H):

— HI.: the 3-factor structure of the SDM-20 will be repli-

cated in the Spanish sample,

- H2: the model will demonstrate good fit indices,

- H3: the subscales will show high internal consistency,

— H4: the latent factors will exhibit appropriate interrela-
tions while remaining distinct,

- Hb5: the SDM-20 will demonstrate convergent validity
with measures of workplace bullying and burnout, and
divergent validity with organisational climate,

- Heé: the instrument will demonstrate measurement in-

variance across gender.

MATERIAL AND METHODS

Participants

Data were collected online from 775 Spanish working
adults in Andalusia using convenience sampling. After
excluding 22 respondents (2.8% of the original sample)
due to missing data, the final sample comprised 753 par-
ticipants (65.5% women) aged 18-66 years (mean [M]
standard deviation [SD] 39.45+12.75 years). Participants
were employed in the public (N = 348, 46.2%) and pri-
vate (N = 353, 46.9%) sectors, with 52 individuals (6.9%)
not reporting sector affiliation. The sample represented
a wide range of work experience: 166 participants (22.0%)
had <1 year of experience, 176 (23.4%) had 1-3 years,
108 (14.3%) had 3-6 years, 84 (11.2%) had 6-10 years,
and 219 (29.1%) had >10 years.

Instruments

The primary instrument was the shortened SDM-20, de-
signed for occupational health screening. The question-
naire comprises 2 behavioural exposure subscales: person-
related mobbing (IDM_P - Scale of Exposure to Person-Re-
lated Mobbing, where IDM is derived from the Polish term
inwentarz dziatar mobbingowych [inventory of mobbing be-
haviours] and P denotes “person-related”) (7 items, Cron-
bachs a = 0.91) and work-related mobbing (IDM_W -
Scale of Exposure to Work-Related Mobbing, where W de-
notes “work-related”) (6 items, Cronbach’s a = 0.86), as well

as 1 cognitive-emotional subscale assessing perceived harm
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and victimisation (ODC - Scale of Harm and Victimisation,
derived from the Polish term odczuwane dolegliwosci i cier-
pienie [perceived harm and suffering]) (7 items, Cronbach’s
a=0.92)” Items are rated on a 5-point Likert scale ranging
from 1 (never) to 5 (always). The instrument’s 3-factor model
was previously validated in a large, nationally representa-
tive Polish sample (N = 2500). Confirmatory factor ana-
lysis (CFA) demonstrated satisfactory model fit (root mean
square error of approximation (RMSEA) = 0.067, 90% con-
fidence interval (CI): 0.063-0.071, standardized root mean
square residual (SRMR) = 0.037, comparative fit index
(CFI) = 0.941, Tucker-Lewis index (TLI) = 0.933 [18]).
The present study employed the Spanish version
of the SDM-20 derived from the previously adapted 64-
item SDM questionnaire. The original Spanish adaptation
was developed within a collaborative Polish-Spanish re-
search project in accordance with International Test Com-
mission guidelines, including forward-backward transla-
tion, expert review, and evaluation of conceptual equiv-
alence [20]. The 20-item screening version was obtained
by retaining the items corresponding to the final factor
structure established in the revised Polish SDM-20 [18].
As these items had already undergone linguistic and cul-
tural adaptation, no further translation procedures were
required. All items in Spanish and English are presented
in Table 1. Furthermore, to support methodological trans-
parency and facilitate the practical application of the in-
strument, the full Spanish version of the SDM-20 ques-
tionnaire is provided in Appendix 1.

To examine convergent and divergent validity, 3 additional
instruments were administered. Workplace bullying was
assessed using the Spanish adaptation of the NAQ-R [19],
a 23-item measure (including one item on sexual harass-
ment) assessing exposure to negative acts during the pre-
vious 6 months on a 5-point Likert scale (1 — never to 5 -
daily). The NAQ-R comprises 3 dimensions:

- personal bullying (e.g., “Being humiliated or ridiculed

in connection with your work”),
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- work-related bullying (e.g., “Someone withholding in-
formation which affects your performance”),

- physical bullying.

The scale has demonstrated excellent internal consistency

and a stable 3-factor structure in large Spanish samples

(a ranging 0.91-0.93).

Burnout was measured using the 9-item Spanish ver-

sion of the Maslach Burnout Inventory — General Survey

(MBI-GS9) [21,22]. The instrument comprises 3 subscales

(3 items each):

— exhaustion (e.g., “I feel that my work is wearing me out”),

- cynicism (e.g., “I feel that in my work, I have become
more insensitive and hard on people”),

— professional efficacy (reverse scored; e.g., “I believe that
with my work I achieve something useful and valuable
for others”).

Organizational climate was assessed using a 12-item ver-

sion of the First Organizational Climate/Culture Unified

Search (FOCUS-93) questionnaire [23]. In the present

study, 4 subscales were employed:

- support (e.g., “Colleagues help each other to get
the work done”),

- innovation (e.g., “New ideas are put into practice to im-
prove work and its results”),

- goals (e.g., “The objectives to be achieved in a given pe-
riod of time are clearly defined”),

— rules (e.g., “There is a strong emphasis on compliance

with rules and procedures”).

Procedure

The study protocol adhered to the Declaration of Helsinki
and was approved by the Ethics Committee of the Insti-
tute of Psychology at the University of Wroctaw, Poland.
A cross-sectional online survey was conducted in Jan-
uary-April 2024. Participants were recruited via institu-
tional mailing lists and professional and private social net-
works. Inclusion criteria were being currently employed,

age >18 years, and residence in Spain
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Table 1. Content of the SDM-20 items in Spanish and English, with corresponding item codes from the original SDM-64 questionnaire — the item selection was
based on the revised Polish SDM-20 structure established in a nationally representative sample (N = 2500) [18]

[tem Slzon-eM [tem content (Spanish) [tem content (English) Subscale
1 SDM_14  Me ocultan informacién y datos importantes para llevar Important data and information needed to complete tasks ~ IDM_W

a cabo mi trabajo
SDM_22  Mi carrera estd obstaculizada y retrasada
SDM_24  Me hacen responsable de los errores de los demds
SDM_29  Mipromocidn profesional esta impedida o bloqueada

SDM_31  Recibo drdenes incoherentes y contradictorias

S U B W N

SDM_40  Soy excluido de asuntos importantes para la organizacion
0 laempresa

7 SDM_25  Algunos intentan burlarse de mi

8 SDM_26  Algunas alusiones van dirigidas a mi, sin ser dichas
abiertamente

9 SDM_32  Soy objeto de miradas y gestos humillantes

10 SDM_33  (ada uno de mis errores es comentado y hecho publico
1 SDM_34  Evitan todo contacto conmigo, incluso el contacto visual
12 SDM_36  Sedifunden muchas mentiras sobre mi

13 SDM_38 Seignoran o se ridiculizan mis opiniones y observaciones

14 0DC_3 De camino al trabajo estoy nervioso/a y tengo ganas
de volver a casa

15 0DC_4  Despuésde salir del trabajo me siento mentalmente
agotado/a y destrozado/a

16 0DC_11  Cada vez me siento con menos confianza en el trabajo

17 0DC_13  Los problemas en el trabajo me hacen perder la confianza
en mi mismo/a

18 0DC_17  Estoy perdiendo confianza en mis habilidades, hasta el punto
de preguntarme si éste es el camino correcto en mi trabajo

19 0DC_19  Hay personas en el trabajo que tienen una influencia dafiina
sobre mi salud fisica y mental

20 ODC_20  Enpresencia de algunas personas no puedo expresar
lo que pienso libre y abiertamente

are concealed from me

My career is impeded and delayed IDM_W
[ am made to accept responsibility for the faults of others IDM_W
My promotion is impeded or blocked IDM_W
I receive inconsistent or contradictory orders IDM_W
I am excluded from matters which are important IDM_W
to the organization

Some people try to mock me IDM_P
Some allusions are directed at me without things IDM_P
being said openly

[ am the object of humiliating gestures and glances IDM_P
My every mistake is publicized and commented upon IDM_P
Any contact with me, including eye-contact, is avoided IDM_P
Alot of gossip and lies are spread about me IDM_P
My opinions and remarks are mocked or ignored IDM_P

On my way to work | am nervous, and | feel like going home ~ 0DC

After leaving the workplace | feel mentally exhausted 0DC
and shattered

[ feel less and less confident at work 0DC
Problems at work make me stop believing in my worth 0DC
[ am losing confidence in my abilities to the extent 0DC

that | wonder whether this is the right line of work for me

Some people from my workplace have a damaging influence  0DC
on both my mental and physical health

[ can't speak my mind freely and calmly in the presence 0DC
of some people at work

IDM_P — Scale of Exposure to Person-Related Mobbing; IDM_W — Scale of Exposure to Work-Related Mobbing; 0DC — Scale of Harm and Victimisation; SDM — Scale of Mobbing

Experience (Skala Doswiadczania Mobbingu).

All participants provided informed consent prior to par-
ticipation, in accordance with the General Data Protection
Regulation (EU 2016/679), after receiving information
on the study purpose, voluntary participation, the right

to withdraw at any time, and data protection procedures.

Data were collected anonymously, with no directly identi-
tying information obtained, and IP address collection dis-
abled or removed prior to data export. Data were stored
on a password-protected computer of the principal inves-

tigator, with appropriate technical safeguards (including

1JOMEH 2026;39(3)
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encryption and restricted access), and access was limited
to the research team.

Given the inclusion of mobbing-related items, partici-
pants were informed about the potentially sensitive na-
ture of some questions. Participation was voluntary, and
respondents could discontinue the survey at any time
without penalty. The online format allowed completion
in a private setting, and information on psychological sup-
port resources was provided after survey completion.
Average completion time was approx. 15 min, and no fi-
nancial compensation was offered. The study protocol
was preregistered on the Open Science Framework (OSF).
Supplementary materials, R scripts, and the anonymized
dataset are available on OSF [24].

Data analysis

The preregistered analysis plan was followed. First, basic
psychometric properties, including M, SD, medians (Me),
ranges, interquartile ranges, and normality, were calcu-
lated for all items, scales, and subscales. Normality was
assessed using kurtosis and skewness, adhering to recom-
mended guidelines (kurtosis <|7|, skewness <|2) [25].
Inter-item correlations were examined for dimensionality,
and item-subscale correlations for discrimination prop-
erties. Internal reliability was assessed using Cronbach’s a
and McDonald’s w [26].

Next, CFA was conducted. Because the SDM-20 uses
a 5-point response scale, the data were treated as or-
dinal, and the robust unweighted least squares estimator
(ULSMYV) was applied to the polychoric correlation ma-
trix to ensure robust parameter estimation and accu-
rate fit indices. The ULSMV estimator is particularly well
suited for addressing non-normality in the data (specifi-
cally the substantial skewness and kurtosis values observed
in the sample; see Results section for details). Model fit was
evaluated using CFI, TLI, RMSEA, and SRMR, with com-
monly accepted cut-oft criteria [27]. Latent factor correla-

tions were examined to assess construct distinctiveness.
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Subsequently, convergent and divergent validity were ex-
amined via correlations between SDM-20 scores and mea-
sures of workplace bullying, burnout, and organisational
climate. Positive correlations were expected with work-
place bullying and burnout, whereas negative correlations
were expected with organisational climate indicators.
Finally, invariance across gender was assessed using mul-
tigroup CFA. Configural invariance was tested first, fol-
lowed by metric (loadings constrained) and scalar (in-
tercepts constrained) invariance. Models were com-
pared using recommended criteria: a change in CFI and
TLI < 0.01, a change in RMSEA < 0.015, and a change
in SRMR < 0.01, indicating no meaningful deteriora-
tion in model fit [28,29]. All statistical analyses were per-
formed in R (v. 4.4.1) [30].

RESULTS

Descriptive statistics

Psychometric properties of all SDM-20 items and sub-
scales, including means, standard deviations, medians,
skewness, and kurtosis, are presented in Table 2 and 3,
respectively. Notably, several items exhibited substantial
positive skewness and kurtosis. This finding is theoret-
ically consistent with the nature of workplace mobbing,
as it is a low-prevalence but high-impact phenomenon
in which a floor effect is common in general working pop-
ulations. Inter-item correlations are reported in Table S1,
and item-subscale correlations in Table S2 available

in the Open Science Framework (OSF) repository [24].

Factor structure and reliability

Confirmatory factor analysis showed that both the 2-factor
and 3-factor models fit the data well (Table 4); however, the
3-factor solution demonstrated slightly superior fit indices
(CFI=0.990, TLI = 0.988, RMSEA = 0.054, SRMR = 0.049).
Latent correlations among the 3 SDM-20 dimensions —
IDM_W, IDM_P, and ODC - were substantial but remained

below the commonly accepted threshold for construct redun-
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Table 2. Descriptive statistics and distributional properties of the Spanish SDM-20 items in a sample of Spanish employees (N =753), Spain

Item code? M D 95% Cl for M Me Min. Max Q1 Q3 Skewness Kurtosis
SDM_14 1.833 1.098 1.754-1.911 1 1 5 1 2 1.275 3.816
SDM_22 1.892 1.173 1.809-1.976 1 1 5 1 3 1.204 3.499
SDM_24 1.834 1.055 1.759-1.909 1 1 5 1 2 1.254 3.902
SDM_29 1.870 1.213 1.783-1.957 1 1 5 1 2 1323 3.678
SDM_31 2.130 1.157 2.047-2.213 2 1 5 1 3 0.868 2.927
SDM_40 1.919 1.153 1.836-2.001 2 1 5 1 2 1.226 3.665
SDM_25 1.441 0.849 1.380-1.502 1 1 5 1 2 217 1417
SDM_26 1.734 1.015 1.662-1.807 1 1 5 1 2 1.488 4.664
SDM_32 1.320 0.727 1.268-1.372 1 1 5 1 1 2.663 10.524
SDM_33 1.567 0.907 1.502-1.632 1 1 5 1 2 1.827 6.135
SDM_34 1.260 0.665 1.213-1.308 1 1 5 1 1 3.119 13.732
SDM_36 1.448 0.860 1.386-1.509 1 1 5 1 2 2315 8.401
SDM_38 1.501 0.877 1.438-1.563 1 1 5 1 2 2.064 7.268
0DC_3 1.776 1.066 1.699-1.852 1 1 5 1 2 1.470 4.535
0DC_4 2616 1.183 2.532-2.701 2 1 5 2 3 0.448 2378
opC_Mm 1.821 1.065 1.745-1.897 1 1 5 1 2 1.419 4.476
0DC_13 1.907 1.131 1.826-1.988 2 1 5 1 2 1.282 3.858
0DC_17 1.817 1.098 1.738-1.895 1 1 5 1 2 1.356 4.031
0DC_19 1.876 1.108 1.797-1.956 2 1 5 1 2 1.254 3.81
0DC_20 2.193 1.223 2.105-2.280 2 1 5 1 3 0.772 2.591

Abbreviation as in Table 1.
2 Original numeration from the SDM-64.

dancy (r > 0.80). Specifically, all correlations were >0.703
but <0.80, supporting the distinctiveness and uniqueness of
the latent constructs in line with recommended criteria [31].
All subscales demonstrated very high internal reliability
(Cronbach’s a = 0.868, 0.909, 0.896 and w = 0.901, 0.936,
0.931 respectively).

Construct validity

Consistent with expectations, strong positive correla-
tions between the SDM-20 and the NAQ-R were found,
with the highest coefficients observed for the total scores
and theoretically corresponding behavioural subscales
(r = 0.579-0.811). Lower, although still significant, as-

sociations emerged for the NAQ-R physical/sexual bul-
lying subscale. Moderate-to-strong relationships were
also identified with the MBI-GS9 (r = 0.378-0.732), fur-
ther supporting alignment with theoretically related
constructs. In contrast, negative associations between
the SDM-20 subscales and organizational climate dimen-
sions (r = —0.239-[—0.546]) provided evidence of diver-
gent validity (all p < 0.001) (Table 5).

All external measures used to assess convergent and di-
vergent validity demonstrated satisfactory reliability, with
Cronbach’s a values >0.78 and McDonald’s w values >0.80
(all p < 0.001). Detailed reliability coefficients are reported
in Table S3, available in the OSF repository [24].

1JOMEH 2026;39(3)
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Table 3. Basic psychometric properties of the Spanish version of the SDM-20 in a sample of Spanish employees (N =753), Spain

Scale M SD 95% Cl Me  Min. Max Q1 03  Cronbachsa McDonald'sw Skewness Kurtosis
Means
SDM-20 1788 0718  1.736-1.839 1600 1.000 5.000 1.250 2.100 0.942 0.957 1.458 5.325
IDM work-related 1913  0.887  1.850-1.976 1.667 1.000 5.000 1.167 2.333 0.868 0.901 1.228 4.226
IDM personal 1467 0.684 1.418-1.516 1143 1.000 5.000 1.000 1.714 0.909 0.936 2.157 8.100
IDM behavioral 1673 0713  1.622-1.724 1462 1.000 5000 1.154 1.923 0.921 0.944 1.655 5.970
0DC cognitive- 2001 0.884 1.938-2.064 1714 1.000 5000 1286 2429 0.896 0.931 1.172 3.972
emotional
Sums
SDM-20 35.754 14368 34.726-36.782 32.000 20.000 100.000 25.000 42.000  0.942 0.957 1.458 5325
IDM work-related  11.478 5321 11.097-11.859 10.000 6.000 30.000 7.000 14.000  0.868 0.901 1.228 4.226
IDM personal 10.271 4.787 9.928-10.613 8.000 7.000 35.000 7.000 12.000  0.909 0.936 2.157 8.100
IDM behavioral ~ 21.749 9.273  21.086-22.412 19.000 13.000 65.000 15.000 25.000  0.921 0.944 1.655 5.970
0DC cognitive- 14.005 6.189 13.563-14.448 12.000 7.000 35.000 9.000 17.000  0.896 0.931 1.172 3.972
emotional

Abbreviation as in Table 1.

Measurement invariance

Multigroup CFA indicated that the SDM-20 operates
equivalently across men and women. The configural,
metric, and scalar models all demonstrated good fit sup-
porting the conclusion that the scale functions simi-
larly across gender groups. Detailed results are presented
in Table $4, available in the OSF repository [24].

DISCUSSION

Principal findings

The present study aimed to evaluate the psychometric
properties of the Spanish version of the SDM-20 and to as-
sess its suitability as a screening instrument for workplace
mobbing within occupational health contexts. Overall,
the findings provide robust evidence for the instrument’s
structural validity, internal consistency, and construct va-
lidity, directly addressing the methodological gap identi-
fied in existing assessment approaches [15,18], and sup-
porting its application in occupational medicine and psy-

chosocial risk assessment [2,12].

[JOMEH 2026;39(3)

Confirmatory factor analysis replicated the original
3-factor structure, demonstrating very good fit to the data
(supporting H1 and H2). This finding confirms that
the distinction between person-related exposure, work-
related exposure, and the latent construct of health-re-
lated harm is empirically stable in the Spanish context,
supporting the clinical relevance of differentiating ex-
posure from health-impairing victimisation [14,17]. All
SDM-20 subscales met or exceeded recommended thresh-
olds for internal reliability (confirming H3), in line with
established standards for screening instruments used
in clinical and occupational health settings [26].

Evidence for convergent validity was provided by strong
associations between the SDM-20 behavioural expo-
sure subscales and the NAQ-R, indicating that the in-
strument adequately captures exposure to mobbing.
Moreover, negative associations with organisational cli-
mate dimensions provided evidence of divergent va-
lidity (fully supporting H5). Importantly, significant

correlations with burnout dimensions and the mod-
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Table 4. A summary of the results of the confirmatory factor analysis (CFA) of the Spanish version of the SDM-20 in a sample

of Spanish employees (N =753), Spain

Factor Estimate SE z p Standardized estimate
CFA — 2-factor structure
IDM
SDM_14 1 0.712
SDM_22 1.015 0.070 14.511 <0.001 0.676
SDM_24 0.963 0.058 16.667 <0.001 0.714
SDM_29 1.023 0.065 15.720 <0.001 0.659
SDM_31 1.075 0.060 17.984 <0.001 0.726
SDM_40 1.034 0.063 16.356 <0.001 0.701
SDM_25 0.779 0.060 12.903 <0.001 0.718
SDM_26 0.980 0.059 16.526 <0.001 0.754
SDM_32 0.630 0.061 10.30 <0.001 0.677
SDM_33 0.801 0.060 13.349 <0.001 0.690
SDM_34 0.499 0.059 8.508 <0.001 0.586
SDM_36 0.756 0.065 11.699 <0.001 0.687
SDM_38 0.820 0.055 14.981 <0.001 0.731
0DC
0DC_3 1 0.665
0DC_4 1.194 0.081 14.695 <0.001 0.715
opC_1 1.287 0.084 15371 <0.001 0.856
0DC_13 1173 0.077 15.23 <0.001 0.735
oDC_17 1.218 0.080 15.186 <0.001 0.786
0DC_19 1171 0.089 13.108 <0.001 0.749
0DC_20 1.226 0.097 12.690 <0.001 0.710
IDM
0DC 0.437 0.047 9.246 <0.001 0.789
CFA - 3-factor structure
IDM
personal
SDM_25 1 0.79%4
SDM_26 1.256 0.078 16.135 <0.001 0.834
SDM_32 0.810 0.065 12.442 <0.001 0.750
SDM_33 1.025 0.079 12.986 <0.001 0.761
SDM_34 0.641 0.062 10.255 <0.001 0.649
SDM_36 0.973 0.061 15.942 <0.001 0.762
SDM_38 1.049 0.068 15.351 <0.001 0.806
work-related
SDM_14 1 0.738

1JOMEH 2026;39(3)
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Table 4. A summary of the results of the confirmatory factor analysis (CFA) of the Spanish version of the SDM-20 in a sample

of Spanish employees (N = 753), Spain — cont.

Factor Estimate SE z p Standardized estimate
CFA — 3-factor structure — cont.
IDM — cont.
work-related — cont.
SDM_22 1.018 0.070 14.607 <0.001 0.704
SDM_24 0.960 0.058 16.647 <0.001 0.738
SDM_29 1.028 0.065 15.730 <0.001 0.687
SDM_31 1.079 0.060 18.014 <0.001 0.756
SDM_40 1.031 0.063 16.335 <0.001 0.725
0DC
0DC_3 1 0.665
0DC_4 1.194 0.081 14.692 <0.001 0.715
0DC_11 1.287 0.084 15.366 <0.001 0.856
0DC_13 1.173 0.077 15.226 <0.001 0.735
0DC_17 1.218 0.080 15.184 <0.001 0.786
0DC_19 1.17 0.089 13.100 <0.001 0.748
0DC_20 1.226 0.097 12.687 <0.001 0.710
IDM
work-related
IDM (personal) 0.423 0.050 8.432 <0.001 0.775
0DC 0.336 0.047 7.178 <0.001 0.703
personal
0DC 0.441 0.048 9.202 <0.001 0.768

SE — standard error; z— z statistic.
Other abbreviation asin Table 1.

erate-to-high associations between behavioural expo-
sure and the harm subscale support the theoretical as-
sumption that exposure to negative behaviours and
the experience of harm and victimisation, although re-
lated, represent distinct psychological realities (consis-
tent with H4). This differentiation is central to under-
standing mobbing not merely as a pattern of behav-
iours, but as an interactional process with clinically
relevant consequences [14-18]. Furthermore, the rela-
tively weaker associations between SDM-20 and phys-
ical/sexual aggression are consistent with contemporary

conceptualisations of workplace mobbing as predomi-

[JOMEH 2026;39(3)

nantly involving subtle, non-physical forms of mistreat-
ment, a pattern also reflected in prior empirical find-
ings [6,17,18]. The reliance on correlation-based validity
evidence in this study is consistent with established stan-
dards for instrument validation [32]. The observed pat-
tern of convergent and divergent associations was theo-
retically expected and is consistent with findings from
the original Polish validation [18], supporting the gener-
alisability of the SDM-20 construct validity across socio-
organisational settings. Finally, multigroup analyses
confirmed that the scale functions equivalently for men

and women (supporting H6).
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Theoretical and methodological implications

The successful validation of the SDM-20 supports
the cross-cultural applicability of an interactional ap-
proach to measuring workplace mobbing. This approach
directly addresses a central limitation of the dominant be-
havioural experience method (BEM), which conceptual-
ises mobbing primarily in terms of the frequency of neg-
ative acts [6]. Although BEM-based instruments are well
established and widely used, they do not directly opera-
tionalise psychological harm, despite harm being a de-
fining element of mobbing and a prerequisite for assessing
its clinical severity [14-16].

Previous attempts to bridge this gap by combining be-
havioural checklists with single self-labelling items have
yielded only partial solutions [5]. Self-labelling approaches
remain vulnerable to cognitive biases and individual dif-
ferences in awareness, and they often fail to detect subclin-
ical or emerging symptoms of victimisation. In contrast,
the SDM-20 conceptualises harm as a latent construct de-
rived from multiple cognitive, emotional, and psychoso-
matic indicators [14,17,18]. The present findings, in line
with the Polish validation study, extend prior evidence
by demonstrating that the proposed factorial structure re-
tains its psychometric integrity and theoretical consistency
in a distinct cultural and organisational setting [18].

By explicitly operationalising health-related harm,
the SDM-20 aligns with contemporary stress—strain models
in occupational health, in which workplace mobbing is con-
ceptualised as a chronic psychosocial stressor with cumula-
tive and potentially enduring effects on both mental and so-
matic functioning [7]. In this sense, the SDM-20 advances
existing measurement frameworks by integrating behav-
ioural exposure and health impairment within a single, di-

agnostically relevant model [17,18].

Implications for occupational health practice
From a practical perspective, the validation of the SDM-20

has important implications for occupational medicine

[JOMEH 2026;39(3)

practitioners, psychologists, and organisational preven-
tion services. First, the instrument facilitates differential
diagnosis. By assessing both behavioural exposure and
resulting harm, the SDM-20 enables practitioners to dis-
tinguish between employees who are exposed to negative
acts (targets) and those who have internalised these ex-
periences, resulting in psychosomatic impairment (vic-
tims). This distinction is critical for effective triage and
intervention planning. Employees with high exposure
but low harm scores may primarily benefit from organ-
isational-level interventions, such as conflict resolution or
mediation, whereas individuals with elevated harm scores
require timely clinical assessment and support to prevent
the development of chronic mental health conditions or
prolonged work disability [2,10].

Second, the SDM-20 is particularly well suited for occupa-
tional health surveillance. Its brevity and strong psycho-
metric properties make it an efficient tool for large-scale
screening during periodic medical examinations. Early
identification of the harm component supports secondary
prevention by enabling the detection of employees at risk
of health deterioration before the onset of long-term sick-
ness absence [9,10]. Integrating such a measure into rou-
tine health monitoring systems shifts psychosocial risk
management from descriptive prevalence estimation to-
ward proactive protection of workers’ mental health,
in line with contemporary regulatory frameworks and oc-
cupational health surveillance requirements [33-35].
Beyond its clinical utility, the SDM-20 has important im-
plications for occupational health practice in regulatory
and medico-legal contexts [11,13]. By explicitly operation-
alising health-related harm through the ODC subscale,
the instrument enables the documentation of clinically
relevant impairment rather than mere exposure to nega-
tive acts. This feature is particularly relevant in the Spanish
context, where technical guidelines for psychosocial risk
management emphasise the need to demonstrate health-

threatening effects of psychological violence at work [12].
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In this sense, the SDM-20 facilitates the objectification
of harm, supporting evidence-based decision-making
in occupational health surveillance, fitness-for-work as-
sessments, and compensation-related procedures [13].
Moreover, the brevity of the SDM-20 enhances its feasibility
for large-scale implementation in routine occupational health
examinations, including in small and medium-sized enter-
prises, where psychosocial risks are often under-assessed.
By enabling early identification of health impairment related
to mobbing exposure, the instrument supports secondary
prevention efforts and may contribute to reducing long-term
sickness absence and associated economic costs [9,12,35].

Limitations and future directions

Several limitations should be acknowledged. First,
the study was based on a convenience sample drawn from
a single Spanish region, which may be affected by self-
selection bias. Although the sample was heterogeneous
in terms of age, sector, and work experience, it is not fully
representative of the national workforce, which limits
the generalisability of the findings. Future research should
validate the SDM-20 in representative, stratified national
samples and establish normative data and diagnostic cut-
off scores for the Spanish population.

Second, the cross-sectional design precludes causal in-
ferences regarding the temporal relationship between
exposure to mobbing behaviours and the development
of health-related harm. Longitudinal studies are needed
to examine the dynamic interplay between exposure and
symptom trajectories over time and to evaluate the predic-
tive validity of the SDM-20 [10].

Third, the reliance on self-report measures introduces
the possibility of common method bias. Future studies
could strengthen the evidence base by incorporating ob-
jective indicators, such as sickness absence records or
physiological markers of stress, although the collection
of such data presents practical and ethical challenges

in occupational settings [15,16].

Finally, while the present study validated the SDM-20
as a screening instrument, future research should explore
the application of the more comprehensive SDM-34 ver-
sion. The extended version may be particularly useful for
in-depth clinical assessment in specialised occupational
health units [13,18]. Despite these limitations, the present
findings provide a strong empirical foundation for further
validation work and support the use of the SDM-20 in ap-
plied occupational health settings.

CONCLUSIONS

The present study successfully validated the Spanish ver-
sion of the SDM-20, demonstrating a stable 3-factor struc-
ture, high internal consistency, and satisfactory conver-
gent and divergent validity. These findings support the use
of the SDM-20 as a reliable and efficient instrument for as-
sessing workplace mobbing in Spanish-speaking occupa-
tional contexts.

The central conclusion of this research is that integrating
behavioural indicators of exposure with a validated mea-
sure of psychological and health-related harm is not only
methodologically feasible but also diagnostically neces-
sary [14,16,18]. By enabling a clear distinction between
exposure and victimisation, the SDM-20 overcomes
the limitations of traditional frequency-based measures
and provides occupational health professionals with
a precise tool for early risk detection [15,18]. In doing so,
the SDM-20 supports more effective prevention strategies
and targeted interventions aimed at protecting employees’
mental health and well-being, while also responding
to broader public health and regulatory demands for ev-
idence-based psychosocial risk management [33-35].
By enabling the objective assessment of health-related
harm and facilitating early detection of mobbing-related
impairment, the SDM-20 may contribute to reducing
sickness absence, work disability, and the substantial so-
cietal and economic costs associated with workplace mob-

bing [9,10,36]. As such, the instrument provides a founda-

1JOMEH 2026;39(3)
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tion for the development of diagnostically valid standards
in occupational health practice and supports the over-

arching public health goal of promoting safe, sustainable,

and health-supportive work environments [2,33-35].
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SPANISH SDM-20 VALIDATION ORIGINAL PAPER

Appendix 1. Questionnaire SDM-20, Spanish version

A continuacion se presentan una serie de situaciones que pueden ocurrir en el entorno laboral. Indique en qué medida di-
chas situaciones le han ocurrido en su trabajo actual. Para cada afirmacion, evalte la frecuencia con la que ha experimen-
tado estas situaciones, utilizando la siguiente escala de respuesta:

1 - nunca | 2 - raravez | 3 - a veces | 4 - amenudo | 5 - muy frecuentemente

. Me ocultan informacion y datos importantes para llevar a cabo mi trabajo.
. Mi carrera estd obstaculizada y retrasada.

. Me hacen responsable de los errores de los demas.

. Mi promocion profesional estd impedida o bloqueada.

. Recibo 6rdenes incoherentes y contradictorias.

. Soy excluido de asuntos importantes para la organizacion o la empresa.

. Algunos intentan burlarse de mi.

. Algunas alusiones van dirigidas a mi, sin ser dichas abiertamente.

O 0 N O U1 = W N

. Soy objeto de miradas y gestos humillantes.

10. Cada uno de mis errores es comentado y expuesto publicamente.
11. Evitan todo contacto conmigo, incluso el contacto visual.

12. Se difunden muchas mentiras sobre mi.

13. Seignoran o se ridiculizan mis opiniones y observaciones.

A continuacion, se presentan algunas reacciones que pueden aparecer como respuesta a conductas negativas y situaciones
dificiles en el entorno laboral. Indique con qué frecuencia ha experimentado cada una de ellas en su trabajo actual, utili-
zando la siguiente escala de respuesta:

1 - nunca | 2 - raravez | 3 - a veces | 4 - amenudo | 5 - muy frecuentemente

14. De camino al trabajo estoy nervioso/a y tengo ganas de volver a casa.

15. Después de salir del trabajo me siento mentalmente agotado/a y destrozado/a.

16. Cada vez me siento con menos confianza en el trabajo.

17. Los problemas en el trabajo me hacen perder la confianza en mi mismo/a.

18. Estoy perdiendo confianza en mis habilidades, hasta el punto de preguntarme si este es el camino correcto en mi trabajo.
19. Hay personas en el trabajo que tienen una influencia dafiina sobre mi salud fisica y mental.

20. En presencia de algunas personas no puedo expresar libre y abiertamente lo que pienso.

Answer key: Scale of Exposure to Work-Related Mobbing (IDM_W) (6 items: 1-6); Scale of Exposure to Person-Related
Mobbing (IDM_P) (7 items: 7-13); Scale of Harm and Victimisation (ODC) (7 items: 14-20).
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