Supplementary information about the study Design and Validation of the Intervention and Multiphase Training Transfer Assessment Questionnaire (IMTTAQ) for Individual, Group, and Leader OHP Training Interventions

Additional information about recruitment of organizations.
Organizations in the project were recruited through the personal networks of researchers and through a dissemination forum oriented to companies, HR representatives and practitioners. After presenting the project at an event, organisations approached the research team and agreements for participation was reached with three organizations. 
Only one organization received funding for the project and this funding covered the participation of the internal occupational health consultant’s participation in the project, it is thus unlikely to influence the psychometric properties of the scales in the IMMTTAQ.
Overview of implemented interventions in each intervention site
A wide range of interventions at the Individual, Group, and leader levels were implemented. Below is a brief overview of the content and philosophy of interventions, which were offered to participants.
Table 1: Brief overview of interventions
	Organization
	Interventions at each level
	Brief description of intervention

	1. Public, Health care service provider (10,000 employees), Italy.
	Individual level (I)

	
	1. HelloBetter  Tailored to Covid-19
	The HelloBetter Stress intervention consist of 8 web-based interactive sessions for employees, with no time limit. It is based on Lazarus’ transactional model of stress (Lazarus & Folkman, 1984). The intervention include both problem-solving and emotion regulation strategies. Goal setting, action planning, and coping planning are important health behavior change strategies that were trained. The application of exercises in daily life is encouraged throughout the course.

	
	2. Positive Stress Management
	The intervention consists of 3 group sessions in total of 3 hours each and it lasts 3 weeks (1 session each week). During the intervention, trainees first identify their most relevant and recurrent sources of stress at work and at home. Mindfulness is introduced as a tool to explore emotions, thoughts, and behaviors related to these sources and to encourage positive reappraisal. Character strengths are introduced as tools to energize and motivate trainees to explore alternative ways of dealing with stressful situations and to develop solutions. Finally, action plans are developed following the goal-reality-options-will (GROW) model (Grant & Greene, 2004) to foster long-term adaptive coping strategies.

	
	Group or team level (G)

	
	1. Sociomapping 
	Sociomapping intervention consists of 4 online team coaching group sessions for teams. Sociomapping is based on the equilibrium theory, which postulates that members of a group strive to maintain a balance between task-oriented needs (instrumental) and socio-emotional needs, and on the Job Demands and Resources (JD-R) model, which explains how job demands and job resources have direct and indirect effects on work related stress and motivation, proposing the existence of reciprocal relationships between these variables (Bakker & Demerouti, 2018). The intervention consists of a team communication survey and team coaching workshops. Sociomapping visualizes the relationships between team members in a clear and comprehensible way, and maps of the actual and the desired situation are developed. The maps are analyzed with the whole team during a facilitated discussion workshop where individual and group action plans are developed.

	
	2. Positive Social Interaction
	The intervention consists of three 3-hour sessions in total (one session per week). First, trainees receive input on common sources of conflict within organizations (i.e., goals, roles, relations). Second, trainees identify their most frequent sources of conflict, and explore the feelings, thoughts and behaviors associated to these scenarios. Third, effective social interaction skills are introduced as tools to address the conflict situations. Specifically, mindful self-awareness of thoughts and emotions, mindful listening, non-violent communication, and intentional acts of kindness. Fourth, action plans are developed to address the most recurrent conflict situations putting the social interaction skills to use.

	
	Leader level (L)

	
	1. Coaching-based Leadership
	The intervention consists of 3 group sessions and 3 individual micro-coaching sessions, distributed over a period of two and a half months (Peláez Zuberbuhler et al., 2020b). First, leaders receive feedback on a questionnaire completed prior to training, in which the aggregated results will be based on the answers given by the leaders and followers. Second, leaders are trained in emotional appraisal and emotion regulation practice based on role-playing activities and mindfulness techniques. Third, leaders receive training in coaching-based leadership skills. After the workshop, the leaders are offered individual micro-coaching sessions (90 minutes each), in which they establish a goal related to the development or improvement of their leadership skills followed by an action plan based on the use of their signature strengths. Finally, a post-training questionnaire is completed to obtain feedback on the possible changes.

	2. Private, Global business company that designs, produces and arranges brand shops (300 employees), Czech Republic.
	Individual level (I)

	
	1.Mindfulness 
	The intervention consisted of 8 sessions Each session lasted 2 hours. The intervention is based on principles and techniques of Mindfulness-Based Cognitive Therapy (Segal, Williams, & Teasdale, 2002) and has been modified and adapted into a workplace program which consists of training of the mindfulness techniques (e.g., mindful eating, body scan etc.), supportive group discussions of exercises, and theory education (King, 2019).The intervention uses techniques such as mindful breathing, mindful walking, mindful eating, gratitude exercise, imagination activities (mountain, sky, and clouds), meditations, observation. After each exercise, group discussions and debriefing help trainees focus on what went well. 

	
	2. HelloBetter 
	As described above.

	
	Group or team level (G)

	
	1. Sociomapping
	As described above.

	
	Leader level (L)

	
	1.Mental Health Awareness Training
	In one session (3,5 hours), managers learn about the relevance of psychological stress in the workplace. This intervention is based on the Road to Mental Readiness program developed by the Canadian Forces Health Services for clinicians and military personnel (Granek et al., 2017). The concepts of the person-job fit and the capacity profiles are presented. Managers receive tips on how to conduct psychological risk assessment and how to support employees with mental health problems. During the workshop, managers are introduced to the topic of mental health and issues common mental health problems at work among employees. 

	
	2.Positive Leadership Coaching
	The intervention consists of 6 individual sessions (each lasting 1 hour) with one month interval. The intervention consists of principles of coaching and positive psychology. The intervention is designed to support senior and middle managers develop positive leadership styles as an indispensable social-organizational resource to enhance personal and professional development, psychosocial well-being, and healthy organizational outcomes.

	3. Public, Public University (6,500 employees), Germany.
	Individual level (I)

	
	1. Job-related Individual coaching     
	The individual coaching consists of 3 sessions. In session 1, the trainees are introduced to the concept of the coaching and set an individual goal. In session 2, the issue is addressed through methods and techniques, e.g., concrete plans for work organization, role-playing games, or cognitive interventions. In session 3, the content of session 2 and homework is reviewed. Particular attention is paid to the transfer into everyday work life. Finally, the coaching is reviewed. The time between the second and third session is 2-3 weeks. A complete coaching process takes about 8-10 weeks.

	
	2. Positive Psychological Resources
	This intervention consists of a 90-minute group workshop session. The key objective was to provide concrete research-based methods for encouraging personal strengths and resources. A short theoretical input about positive psychology approaches was given in line with original ideas by Seligman (Seligman & Csikszentmihalyi, 2000) and three to four concrete methods are presented, helping trainees to recognize, activate, and strengthen personal resources, improve stress management, and foster positive thinking in the daily life. To promote the transfer of training into the trainees' work contexts, a booklet is provided including a summary of the workshop content and further reading recommendations.

	
	Leader level (L)

	
	1. Mental Health Awareness Training
	As described above.

	4. Private, Digital transformation consultancy (99 employees), Spain.
	Individual level (I)

	
	1.Positive Stress Management
	As described above.

	
	Leader level (L)

	
	1. Coaching-based Leadership
	As described above.

	5. Private, Engineering company (45 employees), Spain.
	Individual level (I)

	
	1. Positive Social Interaction
	As described above.

	
	Leader level (L)

	
	1. Coaching-based Leadership
	As described above.

	6. Public, Social cooperative (199 employees), Italy.
	Group or team level (G)

	
	1. Sociomapping
	As described above.

	7. Private, Mobile security company (106 employees), Czech Republic.
	Individual level (I)

	
	1. HelloBetter Stress 
	As described above.

	
	2. Positive Stress Management
	As described above.

	
	Group or team level (G)

	
	1. Sociomapping 
	As described above.

	
	2. Mental Health Awareness Training
	As described above.

	
	Leader level (L)

	
	1. Coaching-based Leadership
	As described above.

	8. Private, Business performance consultancy (133 employees), Spain.
	Individual level (I)

	
	1. Healthy Emotionality 
	The program is based on exercises and activities centered on receiving inputs on key six dimensions of our emotional style (attention, self-awareness, outlook, resilience, social intuition, and sensibility to context; Davidson, 2012), learning techniques to modify them and developing adaptive coping styles in the face of adverse and / or stressful situations. The program is based on web-based virtual webinars and a digital platform with 6 Modules corresponding to each emotional skill, combining videos, guided exercises and infographics. In addition, trainees receive two follow up (online) sessions with a facilitator, to refresh modules contents and share experiences with the platform.

	
	2. Compassion at Work
	The intervention aims to foster compassion for self and work-related topics. It lasts for a period of 2 months and is based on a digital platform and 3 online sessions. In a group workshop, trainees receive inputs and training on specific compassionate skills such as self-knowledge, self-compassion and compassion towards others, with weekly individual support and practice between sessions in order to transfer the contents to their daily work. The intervention is based on background theories from Self-Compassion (Neff, 2003), Compassion (Amutio et al., 2018; Pommier et al., 2020) and Compassionate Care (Sinclair et al., 2016). 

	
	Group or team level (G)

	
	1. Strength-based team coaching
	This intervention aims at supporting trainees’ goal setting and achievement through the development of an action plan based on the use of personal strengths (Peláez Zuberbuhler et al., 2020a; Peláez Zuberbuhler & Salanova, 2023). The intervention lasts for a period of 3 months and consists of 4 group coaching sessions (the first two sessions are three hours, and the last two sessions are 2 hours). The Strengths-based approach (Govindji & Linley, 2007) is used to help the team members identify their strengths and better direct their talents and abilities toward meaningful and engaging behaviors. Furthermore, the Review, Evaluate, Goal, Reality, Options and Will (RE-GROW) model (Grant, 2011) is used to structure the intervention.

	
	

	9. Public, Public university (over 6000 employees), The Netherlands.
	Individual level (I)

	
	1. Career Crafting
	The intervention is aimed at increasing proactive career planning, career self-management behaviors and self-compassion. The intervention is a one-time 4-hour long session. Thes Career Crafting intervention is based on Van Leeuwen et al., (2020) and further specifies individuals’ specific career-related proactive behaviors and has added a strengths-based approach. The session is done in group format, led by a facilitator with training and coaching skills. Before the session, trainees are asked to fill in a questionnaire on their own strengths. The outcomes will serve as input in the session. Trainees are invited to form buddy groups and to plan a follow-up session with each other.

	
	Group or team level (G)

	
	1. Sociomapping 
	As described above.

	
	Leader level (L)

	
	1. Coaching-based Leadership
	As described above.

	
	2. Leadership Intervision
	The positive leadership development intervention focused on individual micro-coaching for team leaders. The intervention is based on a combination of insights from psychology; i.e. positive leadership approaches (Cameron, 2012; Peláez Zuberbuhler et al., 2020b), health-oriented leadership approaches (Franke et al., 2014), models from coaching psychology (GROW,-Whitmore, 1992; Grant, 2011). The intervention consists of a one-hour one-on-one intake, and a 4 hour group session with leaders. This intervention is aimed to stimulate exchange and peer learning between leaders from the same organization. The session also aims to increase leadership skills including a coaching-based style of leadership.

	
	

	10. Public, Management and maintenance of infrastructure (8700 employees), The Netherlands. 

	Group or team level (G)

	
	1. Strength-based team crafting
	This intervention aims to strengthen well-being within the team, by 1) increasing awareness and use of own and each other's strengths 2) strengthening proactive behavior (job  crafting), and 3) strengthening team resources and positive teamwork cooperation processes within the team. The intervention consists of two (face-to-face) group sessions, 1-day session, followed by 4 to 5 weeks of working on the action plan, followed by a reflection session of 3.5 hours. The team-crafting intervention in its current form is adapted from the Job Crafting Intervention (Van den Heuvel et al., 2015). 

	
	Leader level (L)

	
	1. Coaching-based Leadership
	As described above.
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Additional information about the adaptations and existing validations of the scales of the IMMTTAQ
Table 2
	Name
	Item
	Response scale
	Measure Origin
	Response Type
	Role in Validity Testing

	IMTTAQ scales

	Pre-training
	
	
	
	
	

	Leadership commitment
	4
	1 (Not all the time) to 4 (All of the time)
	Adapted from López Gómez et al., 2023; IRT-validated (López Gómez et al., 2021); one item removed.
	Employee – Rating of organization
	Convergent / Discriminant / Predictive (Training transfer)

	Dialogue processes
	3
	1 (Not all the time) to 4 (All of the time)
	Adapted from López Gómez et al., 2023
	Employee – Rating of organization
	Convergent / Discriminant / Predictive (Training transfer)

	Communication 
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Nielsen et al., 2023; one item added; validated using EFA, CFA, and predictive regression analyses.
	Employee – Rating of intervention
	Convergent / Discriminant / Predictive (Training transfer)

	Readiness for change
	4
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Randall et al., 2009; validated using EFA, CFA, and predictive regression analyses.
	Employee – Self-rating 
	Convergent / Discriminant / Predictive (Training transfer)

	During training
	
	
	
	
	

	Training design
	4
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Integrity of the Intervention (Vuori et al., 2012)
	Employee – Rating of training
	Convergent / Discriminant / Predictive (Training transfer)

	Acceptability of content
	3
	1 (To a very low extent) to 4 (To a high extent)
	Adapted from Acceptability (Martin, et al., 2020)
	Employee – Self-rating
	Convergent / Discriminant / Predictive (Training transfer)

	Perception of facilitators
	4
	1 (Not all the time) to 5 (All of the time)
	Adapted from Integrity of the intervention (Vuori, et al., 2012).
	Employee – Rating of facilitators
	Convergent / Discriminant / Predictive (Training transfer)

	Intention to transfer
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Developed for this study; based on Yelon et al., 2004.
	Employee – Self-rating
	Convergent / Discriminant / Predictive (Training transfer)

	Training integration
	
	
	
	
	

	Training transfer
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted version of the Application to Practice subscale of the Questionnaire for Professional Training Evaluation, which was validated by Grohmann & Kauffeld (2013) using EFA and CFA. One item added
	Employee – Self-rating
	Convergent / Discriminant / Predictive (Outcomes)

	Opportunities to integrate
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Learning Transfer System Inventory (Holton III, et., 2000). Validated EFA (Holton et al., 2006)
	Employee – Self-rating
	Convergent / Discriminant

	Manager support
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Social Stressors (Frese et al., 1999)
	Employee – Rating of leader
	Convergent / Discriminant

	Individual peer support
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Social Stressors (Frese et al., 1999)
	Employee – Rating of peers
	Convergent / Discriminant

	Group peer support
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Social Stressors (Frese et al., 1999)
	Teams – Self-rating
	Convergent / Discriminant

	Subordinate support
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Adapted from Social Stressors (Frese et al., 1999)
	Leaders – Rating of Subordinates
	Convergent / Discriminant

	Training Outcomes
	
	
	
	
	

	Capacity building
	4
	1 (Has become better) to 3 (Has become worse)
	Developed for this study; based on von Thiele Schwarz et al., 2017
	Employee – Rating of self, team, leader, organization
	Predictive

	Additional measures included in the validation process

	Workload+
	3
	1 (Never) to 5 (Always)
	HSE Indicator Tool (Edwards et al., 2008)
	Employee – Self-rating
	Convergent / Discriminant

	Job insecurity+
	4
	1 (Totally disagree) to 5 (Totally agree)
	Job Insecurity Scale (Vander Elst et al., 2014)
	Employee – Self-rating
	Convergent / Discriminant

	Work-home conflict+
	4
	1 (Strongly disagree) to 5 (Strongly agree)
	Work-life conflict (Innstrand et al., 2009)
	Employee – Self-rating
	Convergent / Discriminant

	Autonomy+
	4
	1 (Not true at all) - 7 (Very true)
	Short version of the Basic Psychological Need Satisfaction at Work (BPNS-W) (Eriksson & Boman, 2018)
	Employee – Self-rating
	Convergent / Discriminant

	Team support+
	3
	1 (Strongly disagree) to 5 (Strongly agree)
	Team Performance Inventory (West et al., 2004)
	Team members – Rating of peers
	Convergent / Discriminant

	Burnout*
	12
	1 (Never) to 5 (Always)
	Burnout Assessment Tool (BAT-12) (Hadžibajramović et al., 2022)
	Employee – Self-rating
	Predictive

	Work engagement*
	9
	0 (Never) to 6 (Always)
	Utrecht Work Engagement Scale (UWES-9) (Schaufeli, et al., 2006)
	Employee – Self-rating
	Predictive

	+ included in convergent and discriminant validity, *included in analyses for predictive validity
Note. Response Type indicates who provided the data and the referent (e.g., self, leader, peer, subordinate, etc). Role in Validity Testing indicates the purpose of the measure in the validation study: Convergent = expected to correlate with related constructs at the same time point; Discriminant = expected to remain distinct from unrelated constructs; Predictive (Training transfer or outcomes) = expected to predict later outcomes, such as training transfer or outcome variables (e.g., capacity building).




Table 3: Time 1: IMMTTAQ – original scales
	IMMTTAQ scale
	Original scale

	Leadership commitment
	Leadership commitment* (Gomez et al., 2023)

	
	The company’s leadership, such as senior leaders and middle managers, communicate their commitment to a work environment that supports employee mental health and well-being.
	The company’s leadership, such as senior leaders and middle
managers, communicate their commitment to a work environment that
supports employee safety, health and well-being

	
	The organization allocates enough resources (such as enough workers and money) to implement policies or programs to protect and promote worker mental health and well-being.
	The organisation allocates enough resources, such as enough workers
and money to implement policies or programmes to protect and promote
worker safety and health.

	
	Worker mental health and well-being is part of the organization’s mission, vision or business objectives
	Worker health and safety are part of the organisation’s mission, vision
or business objectives.

	
	The importance of mental health and well-being is consistently reflected in actions across all levels of the organization, both formally and informally.
	The importance of health and safety is consistently reflected in actions
across all levels of the organisation, both formally and informally.

	Dialogue processes
	Participation* (Gomez et al., 2023)

	
	Managers and employees work together in planning, implementing, and evaluating comprehensive mental health and well-being programmes, policies, and practices for employees.
	Managers and employees work together in planning, implementing and evaluating comprehensive safety and health programmes, policies and practices for employees.

	
	In this organization, managers across all levels consistently seek employee involvement and feedback in decision making.
	In this organisation, managers across all levels consistently seek
employee involvement and feedback in decision-making. 

	
	Employees are encouraged to voice concerns about mental health and well-being without fear of retaliation.
	Employees are encouraged to voice concerns about working
conditions without fear of retaliation.

	
	Not deemed relevant as training is often under the remit of Human Resources or specialized training development, not health and safety committees.
	This company has a joint worker-management committee that addresses efforts to protect and promote worker safety and health.

	Communication
	Communication** (Validated, two items, Nielsen et al., 2023)

	
	To what extent is the (NAME) intervention relevant for solving important problems in your organization?
	Self-developed, to enable CFA 

	
	I have received information about the goals of the (NAME) intervention
	I have received information about the goals of the project

	
	It has been clearly communicated what is expected of me in the (NAME) intervention
	It has been clearly communicated what is expected of me in the project

	Readiness for change
	Readiness for change** (Randall et al., 2009, validated)

	
	I feel confident that I can use the (NAME) intervention to improve my mental health and well-being
	I felt confident that I could use the implementation of teams to improve my working conditions

	
	I have high expectations that the (NAME) intervention will improve my mental health
	had high expectations that the implementation of teams would improve my working conditions

	
	I look forward to the changes brought about by the (NAME) intervention
	I looked forward to the changes brought about by the implementation of teams

	
	I am ready to accept the changes brought about by the (NAME) intervention
	I was ready to accept the changes brought about by the implementation of teams 


Table 4. Time 2: IMMTTAQ – original scales
	IMMTAQ scale
	Original scale

	IMMTAQ: Intention to transfer
	Intention to transfer (not validated)

	
	I believe what I learned on the training can help me at work 
	Developed for the purpose of this study after inspiration by Yelon et al. (2004).

	
	The skills I developed during the training will help me at work
	Developed for the purpose of this study after inspiration by Yelon et al. (2004).

	
	I developed new skills for my work that I didn't have before
	Developed for the purpose of this study after inspiration by Yelon et al. (2004).

	Training design
	Training design (Vuori et al., 2012, not validated)

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

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

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

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

	Acceptability of content
	Acceptability (Martin et al., 2020; not validated)

	
	I feel the training met my expectations
	I felt the DVD and Resource Kit met my expectations

	
	I would recommend the training to others in a similar situation
	I would recommend the DVD and Resource Kit to others in a similar situation

	
	The format of the training and the materials were appropriate for my needs
	The format of a DVD and self-guided resource kit was appropriate for my needs

	Perception of facilitators
	Integrity of the intervention (in Finnish only, items provided by first author, used google translate) (not validated)

	
	Did the consultant(s) make you feel like your participation was valued?
	Did the instructors show that they value your participation?

	
	Did the consultant(s) do or say something that made you think they understand your situation?
	Did the counselors do or say something that made you think they understood your situation?

	
	Did the consultant(s) encourage you to participate in the assignments they gave?
	Did the instructors encourage you to participate in the tasks they gave you?


	
	Did you find the atmosphere friendly and encouraging?
	Did you find the atmosphere friendly and encouraging?


*Item Response Theory analysis,  **EFA, CFA (discriminant validity), Regression (predictive validity, cross-sectional analysis)


Table 5. Time 3-5: IMMTTAQ – original scales
	IMMTAQ scale
	Original scale

	Opportunities to integrate
	Opportunities to use* (validated, Holton et al., 2006)

	
	I have been given the tasks necessary to apply the skills and knowledge I learned on the training
	Opportunity to use is the extent to which trainees are provided with or
obtain resources and tasks that enable them to use their new skills on the
job. Items covered availability of equipment, financial resources, materials
and supplies, and other information necessary to use their training on
the job – specific items not listed.

	
	I have the necessary resources to use what I learned in training
	

	
	I have the information necessary to apply the skills and knowledge I learned on the training course
	

	Training transfer
	[bookmark: _Hlk174090261]Perceived training transfer** (Grohmann & Kauffeld, 2013, validated)

	
	In my everyday work, I often use the knowledge I gained in the training
	In my everyday work, I often use the knowledge I gained in the training

	
	I successfully manage to apply the training contents in my everyday work
	I successfully manage to apply the training contents in my everyday work.

	
	I am able to transfer the skills learned in training courses back to my actual job
	I am able to transfer the skills learned in training courses back to my actual job (Self-developed)

	Manager support
	Social support (Frese et al., 1999, not validated)

	
	My immediate manager asks me if I have problems or trouble at work
	How willing are people to listen to your problems in relation to work?

	
	My immediate manager helps to make my work easier
	How do these people support you so that you work is easier?

	
	My immediate manager listens to me when I have problems
	How willing are people to listen to your problems?

	Peer support
	Social support (Frese et al., 1999, not validated)

	
	My colleagues ask if I have problems or trouble at work
	How willing are people to listen to your problems in relation to work?

	
	My colleagues help to make my work easier
	How do these people support you so that you work is easier?

	
	My colleagues listen to me when I have problems
	How willing are people to listen to your problems?

	Group support
	Peer support* (Holton et al., 2000, validated)

	
	We appreciate each other's efforts to use new skills we have learned in training
	My colleagues appreciate my using new skills I have learned in training

	
	We encourage each other to use the skills we have learned in training
	My colleagues encourage me to use the skills I have learned in training

	
	At work, we expect each other to use what we have learned in training
	At work, my colleagues expect me to use what I learn in training

	Subordinate support
	Social support (Frese et al., 1999, not validated)

	
	My subordinates are understanding of my problems or trouble at work
	How willing are people to listen to your problems in relation to work?

	
	My subordinates help to make my work easier
	How do these people support you so that you work is easier?

	
	My subordinates listen to me when I have problems
	How willing are people to listen to your problems?


*EFA, **EFA, CFA
Table 6. Time 6: IMMTTAQ – original scales
	IMMTTAQ scale 
	Original scale

	Capacity building
	Improved psychosocial risk management

	
	My ability to manage my mental health and well-being
	N/A

	
	In my team, the dialogue and honest discussions about mental health and well-being
	In the past year, the dialogue concerning well-being and psychosocial risk management has improved.

	
	My leader's ability to manage mental health and well-being issues
	N/A

	
	In my organization, the ability to create a good working environment and ensure workers' mental health and well-being
	N/A





