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B ExpPLORATORY RESEARCH

The current formulation of
health was defined by the WHO
in 1948 and is defined as “a state
of complete physical, mental
and social well-being and not
merely the absence of disease or
infirmity.” In addition to this health
should also be seen as the ability
to adapt and self-manage. For
this graduation vitality is defined
as the combination between the
two.

Vitality is defined as:
mental and social well-being

with the ability to adapt and
self-manage

Consequences of poor vitality
A poor vitality can have major
consequences for an individual's
quality of life and their quality as
an employee. A poor vitality can
contribute to the development
of non-communicable diseases.
Improving the vitality of an
employee can have positive
effects for both DZB as well as
the employee. A Win - Win.

66 A state of complete physical, 99

BRAVO
BRAVO stands for Physical
activity (beweging), Smoking

(Roken), Alcohol, Diet (Voeding)
and Relaxation (Ontspanning).
The - BRAVO ' themes have
been developed as a tool for
employers to focus their vitality
policies. By incorporating
policies that focus unhealthy
lifestyle ‘behaviors surrounding
these themes employers are
able to improve the sustainable
employability of employees



2 years longer

13 years longer
total life span

living in good health

Healthy people are
easier to place via
secondment or
guarantee jobs

Increased Increased Easier to
Lifespan Quality of Life place

Up to 1.8x decrease

Increasing vitality
in absentee days

leads to increased
concentration and
reduced work
disabilities

Less errors and a
higher speed leads
to increased
productivity

Minder Increased Increased
ziekteverzuim Production Speed Productivity

Figure 2 Positive effects of improving vitality
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The organization must convey
that a healthy lifestyle s
important

Interventions need the support
of the organization. Management
and leading roles within an
organization should support the
interventions. The intervention
should also be embedded in
the vision and core values of an
organization.

Communication  about  the
interventions should be positively
and  personally  formulated.
Internal promotion should be
positively formulated and not
confrontational. The message
should also be clear and uniform.

Employees should be
approached in a coaching
manner. A coaching leadership
should beappointed who s
personally involved with the
employees.
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Integral Approach

Conditions to Prerequisites to
safeguard implement
Living Social Access to Vision  Support  Communication Coaching
arrangements Participation  quality healthcare pP Leadership

Figure 3 Research scopes for an integral approach



B IN-DEPTH RESEARCH

The scope was redefined to
focus DZB as an organization.
The redefined scope tries to
establish what organizational
preconditions are necessary to
successfully implement vitality
interventions within municipal
reintegration organizations like
DZB. The main research question
is therefore stated as follows.

MAIN RESEARCH QUESTION

“What are the preconditions
for implementing vitality
lifestyle interventions within
organizational systems of
the municipal reintegration
organization of DZB?"

Interviews

The goal was to interview at
least one employee of all major
sections of the organization of
DZB. A total of 9 interviews have
been conducted.

During the first interviews at DZB
a first insight surfaced about
the seconded employees. They
mentioned that these seconded
employees  currently don't
benefit from interventions of
DZB and that it is unclear if the
organizations where they are
seconded at offer any form of
support for vitality.

The interviews have been
conducted face-to-face as
much as allowed due to the
CoVid-19 pandemic that the
world is facing. The interviews
were around 1 hour in length and
took place in a known location
for the interviewees in order
to make them feel at ease. The
interviews were conducted with
one individual ata time. Together
with the known environment this
gave the participant the comfort
of speaking freely without
repereussions.

The results are visualized in
figure 4.



Vitality

- Misconception of what vitality actually is.
Connecting it to i.e. sustainability and bio products.

- Social life has large impact on developing
unhealthy habits.

- Rituals and addictions are intertwined and

employees of DZB find it hard to see the difference.

Barriers & Opportunties

- Time and money are main barriers for employees
to work on vitality.

- Team Fit can be the catalyst within DZB to
increase efforts for vitality.

- Due to the various changes that DZB is
undergoing, it might be a good idea to embed more
vitality in the company.

Responsibility

- Vitality currently doesn't seem to be a priority for
either the employees or for DZB as an organization.

- It is unclear where the responsibility for vitality
currently lies.

Organisation

- Because DZB is a municipal organization they are
prone to bureaucratism. This means that it takes a
lot of time to get things done and to get initiatives of
the ground.

- Interviewees mention that it is difficult to
understand the direction DZB wants to take with
regards to vitality.

- Vitality plays a much more prominent role in the
younger generations, which is often the opposite
for the older generations.

Figure 4 Results of the interviews divided in themes

Communication

- Current communication methods are not sufficient
for targeting employees with a low SES working in
the sheltered workshops.

- the division existing between the staff and
sheltered workshops adds a barrier for employees
in the sheltered workshops.

- Together they make it difficult to promote health
initiatives within DZB to all employees.



B Team FiT

positioned throughot
departments of the o

pnthqusiastié vit
have time to spar from the
work practices.

uite some commotion
)ZB is the reduction of
fried cafeteria snacks to one pe
day. Instead of having a choic:

red  for which ever snack yol

ow far away this
iIng and what their

y hoped to recieve

rom the management

st in bicycles for

z of DZB who lived







STAKEHOLDER MAP

In-Direct Stakeholders

By mapping out the stakeholder Tupes of support
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SW Employees
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Unit Leader
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Team Leader

Managers Team

Sheltered Workshop (SW) Employees - These are the employees working in the
sheltered workshops provided by DZB Leiden. These sheltered workshops are
located internally on sight. They work in the catering, chocolate, greenery, assembly
and cleaning departments of DZB. See figure 16: Organization chart of DZB Leiden in
chapter 4.

Unit Leader - Every department of DZB which work with SW employees has a unit
leader. Unit leaders steer the SW employees and oversee them in their daily work.
Usually there are multiple unit leaders per department

Team Leader - Each department also has one or two team leaders. They lead the team
of unit leaders and SW employees. They oversee the entire department in a managing

capacity.

Staff - The staff consists of all the employees who don't directly work for each
individual SW department. They focus on all the supportive work to keep the
company running smoothly. They consist mainly of civil servants for the municipality
of Leiden,

Managers Team - The management team is the controlling organ of DZB. They
determine the direction of DZB and make all major decisions. Their approval for
initiatives is needed before money can be spent.

DZB Leiden - This is the organization of DZB Leiden seen as a whole. The
organization of DZB Leiden is steered by the management team and the
municipality of Leiden
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Seconded Employees

-

Friends &
Family

"N
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Living Supervisor

Insurance
Company

3rd Party
Organization

P
[©]

Municipality
of Leiden

Hospitals

Government

Seconded Employees - The seconded employees are the employees who
obtained a job either via secondment or guarantee jobs. They are external
stakeholders as they don't work for DZB Leiden but for 3rd party organizations

Friends & family - These are the friends and family of the SW employees and
seconded employees.

Living Supervisor - A large group of the SW and seconded employees have a living
supervisor. The living supervisor coaches these people in their daily life.

Insurance Company - This stakeholder represents the different insurance companies
like the ‘Zilveren kruis Achmea’ and 'Zorg en Zekerheid'

3rd Party Organization - These are the organization where seconded employees are
seconded to via either secondment or guarantee jobs. An example of such a 3rd
party organization is the thrift shop ‘Het Warenhuis'

The Municipality of Leiden - As DZB Leiden is a governmental organization, DZB
needs to adhere to all governmental policies. Money received by DZB Leiden is
therefore tax money.

Hospitals - This group represents the hospitals in the Netherlands.

The Government - The government determines most of the governmental policies
which the municipality of Leiden needs to follow. They determine the amount of money
the municipality of Leiden receives for their endeavors.



GOING WELL

Implementatlon

The management team offers
support for implementation
through employees that they
assign to the initiatives.

The staff supports through
active recruitment of
participants. However unlike
the Unit & Team Leaders they
also offer support in setting
up the initiatives.

To IMPROVE

Implementatlon
The Unit & Team Leaders
keep their hands off the setup
of these initiatives.

Health insurance companies
currently don't offer support

on the implementation of
these health initiatives.
Sheltered workshop
employees currently aren't
involved in implementation.

Knowledge

Team Fit performs good
research on topics they feel
need a health initiative.

Knowledge

Not all knowledge resources
are  fully utilized. SW
employees, seconded
employees  and health
insurance companies have
valuable insights for Team Fit
on what health initiatives are

important.

Financial

Team Fit currently has a low
budget which it can use for
health initiatives.

Financial

The low budget Team Fit
recieves is not enough to fulfil
their potential. More budget
would allow for exploration,
experimentation and faster
development cycles.
Currently DZB does not
have financial support
from Healthcare insurance
companies.




Social Vitality

« Friends & family and living -+ Team Fit has offered various
supervisors offer social vitality initiatives with success.
support to both the SW
employees as well as the
seconded employees.

Social Vitality

« There is a communication - Seconded employees fall
gap between staff of DZB and short of benefitting from the
employees working in the health initiatives by Team

sheltered workshops. Fit. Once an employee is
seconded they are seen as
the responsibility of the 3rd
Party Organizations they are
seconded to.




STRATEGY DEVELOPMENT

The MiVaViSOTO method, used
for the development phase of >
the graduation project, is an

acronym that stands for:

Mission Approach to achieve vision:
Values St rategy > growth strategy & focus
Vision
Strategy

. . . . Measurable effort and
Objectives Objectives > sty o
Tactics
Operationalization

o . Tactics How the strategy works
The principles provided by the _ > in practice

MiVaViSOTO provides focus and

structure to business strategies.

Figure 30 shows a visualization lize >
of the MiVaViSOTO method. The

next paragraph gives a summary

of the current mission and values

of DZB. Figure 5 MiVaViSOTO method illustrated.
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Figure 6 Mission of DZB (DZB, 2018}
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Figure 7 Values of DZB (DZB, 2018)

The current mission of DZB is: “Working together on
a world where everyone participates.” See figure 31.
DZB is committed to create a world where everyone
participates. Where we have an eye out for each
other and see each other for what we are worth.
Above all, DZB aims for people to bring out the best
in each other. Figure 6 shows a banner which can
be found on the website of DZB clearly stating the
current mission of DZB.

So how does vitality fit within this mission? Having
an eye out for each other and bringing out the best
in each other is a way of saying that we help each
other. Vitality initiatives do just that.

DZB values the individual development and
contribution of each and every person. This is
clearly seen by their slogan, “We believe in the
power of every individual”. Every individual has his
or her own strengths and DZB tries to contribute
to this, by helping the individual in exploring their
own strength. Figure 7 gives an example of external
communication of these values.

So how does vitality fit within these values? An
individual is only able to explore his or her own
true strength when they are as healthy as they are
capable of being. Part of exploring the strength of
an employee at DZB is helping them achieve that
level of healthiness.
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Figure 8 A visualization of the vitality network (center) connecting DZB, 3rd Party organizations
and healthcare providers tapping into shared knowledge.



STRATEGIC ROADMAP

Before implementing vitality
initiatives some actions need
to be taken. These actions are
set-up as objectives for horizon
0. The goal of this horizon is to
convince the management team
(MT) of DZB about the benefits
of increasing the vitality of its
employees. A test group will be
used to generate data specific to
DZBthroughvitalityinitiatives set-
up as experiments. Awareness
for Team Fit as facilitator of vitality
should be increase within DZB
and workshops should be given
to the staff of DZB to update their
knowledge of vitality towards
positive health.

Starting from Jauary 2021 vitality
initiatives  will be introduced
according to the BRAVO themes.
The BRAVO themes are divided
in 10 weeks per theme, ensuring
that vitality is a constant part of
DZB all year round. At the end of
this horizon the vitality initiatives
should be accessible for all

employees of DZB.

DzZB starts with  proactive
communication towards
organizations within the

municipality of Leiden where
seconded employees are
stationed. Same vitality initiatives
should be offered to seconded
employees. Any vitality initiative
started by the these organizations

should be encouraged and
DZBs vitality expertise should
be offered to the organizations.
A collaboration will be started
with SPARK to create a vitality
network.

Starting from July 2026 DZB is a
vitality expert for Healthy & Happy
low SES employees. DZB aspires
to improve health & happiness
for all low SES employees
within the Netherlands. DZBs'
services are offered nationwide
to encourage and support
reintegration companies in their
vitality endeavors for low SES
employees.



Approach Horizon 0 Horizon 1 Horizon 2 Horizon 3

DZB is a expert in supporting vitality initiatives

Preparing DZB for implementing vitality initiatives Vitality initiatives focused on DZB employees DZB transforms into a Vitality expert for low SES employees for Healthy & Happy low SES employees
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B EvAaLuTION

From the expert feedback
meetings can be concluded that
the future vision and strategy
resonate with both Team Fit and
the current interim director of
DZB. They both feel a need to
increase priority forvitality.within
the organization. However, both
parties have concerns with
regards to how the vision will fit
within the future plans_of.DZB
as they are still unknown. Due
to the current “reorganization
within DZB it alse unknown
what the focus on Vitality will
be for DZB. in the future. The
reorganization is cause for
commotion within DZB. Until the
dust has settled it is unlikely that
vitality will receive more priority
even though multiple internal
and external stakeholders have

voiced a desire for a vitality
network giving more priority
to vitality within reintegration
organizations. The vitality
network should fulfil the desire
to increase the effectiveness of
lifestyleinterventionsintroduced
to'support employees with a low
SES towards a healthier lifestyle.
It is unclear however if these
employees actually want this
vitality netweork.

Together SPARK and DZB have
the capacity to create the
proposed vitality network. The
time frame of 10.5 years should
be enough for DZB and SPARK
to develop the vitality network
throughout the Netherlands. The
collaboration between the two
organizations is essential for the

feasibility of the vitality network.
I the developed strategy is
viable and will survive in the long
run remains still to be seen. The
developed strategy does show
potential to be viable. Working
on the developed strategy
allows DZB to take an active
stand towards being responsible
for the health of its employees.
However, it does require DZB to
come out of its current comfort
zone.

The initialization'and first phase
of the roadmap will determine
if the strategy will result in
sustainable profit. Generating
data from the experimental
interventions will give DZB
insight in the effects of improving
the vitality for its employees. A



return on investment of $6 per
$1 spent in the form of reduction
of absentee costs, healthcare
costs and increase productivity
sound promising. However, the
same results for DZB cannot
be guaranteed. The strategy
for DZB can be repeated by
other municipal reintegration
organizations and is even desired
as it will speed up the process of
the third phase of the roadmap,
working towards a collaboration

between all reintegration
organizations and healthcare
providers.

It can be concluded that

the developed strategy and
future vision is both desirable
and feasible for all involved
stakeholders. If  everything

is viable remains to be seen,
however there are positive
indications  for its viability.
The tasks performed in the
initialization and first phase
of the roadmap should give
substantiation to the viability of
the developed strategy. Finally,
most of the design criteria
developed for the development
of the strategy and its roadmaps
are met. However three of the
established design criteria fell
out of scope for this graduation
project. It is advised that extra
research and  development
should be performed to include
the remaining design criteria into
the developed strategy.
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In the first define phase of this
graduation project a choice
was made to research the work
environment or organizational
system of the social ecological
model. This means that the
home and social environments
of employees with a low SES
has not been researched yet.
The literature defined that health
is determined via the physical,
mental and social well-being
of a person. It was identified
that the home and social
environment have an impact
on the effectiveness of vitality
interventions. It is recommended
that research is performed on
what that effect is and how
large the effect is for employees
working at DZB.

One of the insights of the
interviews and stakeholder maps
was that living supervisors and
family of employees with a low
SES have the capability to support
Team Fit with the development
of vitality interventions. It s
recommended that research
is performed on what the role
of living supervisors and family
can have for the development
of vitality interventions. It s
expected that they can offer
knowledge about what ails the
target group outside of work
and can also offer social support
to the target group. Allowing
people with a low SES to better
cope with changes due to the
offered interventions.
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