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Background and approach

The five-year “Fit for the Future” pro-
gramme of the Social Security Admin-
istration (Pensionsversicherungsanstalt)
and the Austrian Social Insurance for
Occupational Risks (Allgemeine Unfal-
lversicherungs Anstalt) registered over
450 measures to promote work ability
in 20 companies. These were developed
on the basis of a survey using the Work
Ability Index Plus™ (in short, WAI
Plus™), The WAI Plus™ is an extension
of the original Work Ability Index (in
short, WAI; 1.), but also includes the di-
mensions “attitudes and values”, “quali-
fications and skills” and “working con-
ditions”. The WAI Plus™ measures the
level of holistic work ability and assesses
the correlation between varying working
conditions, attitudes and values, qualifi-
cations and skills, and health and work
ability (as measured by the abridged ver-
sion of the WAI).

Any WAI Plus™ survey must be
embedded in a process or accompanied
by an internal project or programme of
a company. It must not be used in isola-
tion. As a rule, at least two surveys are
carried out during a project for analysis
and evaluation purposes.

The holistic ability to cope with
work, or work ability, describes the de-
gree to which an employee is capable of
carrying out his/her work in relation to
work demands, health, mental resources,
skills and qualifications, values and at-
titudes. Accordingly, work ability is the
fit between what a company demands
from the worker and the working condi-
tions it offers on the one hand, and what
a worker is able and willing to do under
the given conditions on the other hand.
Factors affecting this fit are shown in the
“House of Work Ability” (according to
the model of Juhani Ilmarinen 2.).

The more developed the various di-
mensions are, and the greater the extent
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Figure 1: Number of measures in the “Fit for the Future” programme according to the

“House of Work Ability” over two years.

Puc. 1. CTpyKTypa «34aHuA TPyAocnoco6HoCTU» (cnpasa) u avarpamma
W3MeHeHUA aonel (B %) raeHbIX rPyNM «MHTEPBEHLIMOHHBIX» MEPONPUATUA B X0Ae
peanu3auuv nporpammsl «MofAroTosKa K Gyayuiemy» (cnesa).

to which work demands and individual
resources (health, skills and values) cor-
relate, the better work ability is. This is
not a permanent situation but a process
subject to continuous change and lasts
throughout one’s work life.

Systematizing measures
One of the several aims of the “Fit for
the Future” programme was to systema-
tize and cluster measures, prove their ef-
fects on work ability by evaluation with
the Work Ability Index Plus™ and then
transfer “successful” interventions to a
kind of toolbox open to other companies.
After each survey using the Work
Ability Index Plus™ we built up a spe-
cific intervention-matrix for the com-
pany according to the “House of Work
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Ability” model, sometimes even for
different target groups in the company
(professions, age groups etc.).

All of the measures were anchored to
the different floors of the House (Figure 1).

We can see that the majority of
measures were linked to the work/or-
ganization floor, which shows that the
companies were willing to set “proper”
measures to promote work ability. It is
hard to intervene directly in the values
and attitudes floor, as this is mostly in-
fluenced by the work floor. Relational
and behavioural measures can be taken
on each floor of the House; it is logical
that more structural interventions are an-
chored on the 3rd floor — work itself.

Through all the measures we tried to
advise the companies to concentrate on




the structural level (relational aspect) and
not primarily on the individual level. For
reasons of sustainability, the measures
should be mostly structurally anchored.
Thus we distinguished the measures of
the relational/structural and individual/
behavioural approaches, in order to illus-
trate level for the companies.(Figure 2).

The measures themselves were spec-
ified using the SMART model (specific,
measurable, action oriented, realizable,
timely fixed).

Conclusions

The matrix model connected to the
“House of Work Ability” proved to be
excellent for structuring the measures
and gave the companies a good overview
of the level of their measures and the
completeness of the House. The Work
Ability Index Plus™ enabled the meas-
urement of the effect of the measures to
promote work ability. The toolbox with
transferable measures was published in
June 2013 (3).
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Figure 2: Specification of measures of organizational and
behavioural aspects = specific intervention matrix (example of a hospital)

Puc. 2. Cneundbrkauva MEPONPUATUIA MO OPraHUM3aLMOHHLIM W NOBEAEHYECKUM
acnexkTam = MaTpula LienessIxX MHTepseHumii (Ha npuMepe GonbHALb),
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«Work Ability Index (WAT)» [1], moay-
YeHHYIO TIyTeM AobanAenus pasa Ho-
BBIX MAPAMETPOB: «KH3HEHHDIE yCTa-
HOBKIH I I[EHHOCTI», «KBAAHPHKALII
I OTBIT» («KOMMETEHIIHA»), «YCAOBHS
Tpyaa». Cucrema «WAT Plus™» noseo-
AfIET KOAHUECTBEHHO H3MEpATH ypo-
BeHb 0bmeil TpygocrnocobHOCTH 11 ga-
BaTb TIPOTHO3HBIE OIEHKH KOpPPEeAsi-
LHOHHBIX CBA3EH MEKAY Pa3AHUHBI-
MH YCAOBHAMH TPYAa, JKH3HEHHBIMI
YCTAHOBKAMII H IIEHHOCTAMI, KOMIIE-
TeHuHell, 340pOBbEM H TPyA0crocob-
HOCTBIO (H3MEPAEMOIl TaK JKE, KAK B
yrpouennoii epcrn WAT),

Aloboe obcaegopanne ¢ npume-
Henuem cicreMsr «WAT Plus™. goass-
HO OBITh BCTpoeHO B boAee HmipoKHii
Kpyr TOAAEP/KIBAIONINX MEPOIIPH-
THIT HAH K€ JOAKHO COIPOBOKAATE-
CA  BHYTPEHHHMI TIPOEKTAMII
IporpaMMaMil  KOHKPETHBIX KOMIIA-
Hitil. HeAn3a MpHMeHATh OLICHOYHYIO
cicTeMy n3oAanposano. Kak mpaen-
AO, B XOA€ PEaAH3alii IPOCKTOB BEI-
IIOAHAETCA 10 KpaiiHeil Mepe gBa Ko-
AIYECTBEHHBIX 3aMepa JAfA aHaAlza
11 OLICHKH TOAYYEHHBIX PE3YABTATOB
11 COOTHECEHHA HX € ITOCTABACHHBIMH
LICAEBBIMIT [TIOKA3ATEAAMH.

OG6o6mieHHBIH  TOKa3aTeAb CIIO-
coOHOCTH YEeAOBEKA CIIPABUTECA C pa-
OoToil, HAH Ke ero «Trpygocrocob-
HOCTb», XapaKTEePH3yeT, B KaKoil cre-
neHn HaeMHblii  paboTHUK  crioco-
OeH  BBIIOAHATH IOPYYEHHYIO pPa-
60Ty € y4€TOM NPEABABAAEMBIX Pa-
Gorogateaem TpeboBaHuii, cocro-
SHHEM CBOETO 3/0POBBS, MEHTAAb-
HBIX PECypCOB, OMBITA I KBaAHpHKa-
LIHI, JKII3HCHHBIX YCTAHOBOK II LIEH-
nocreil. COOTBETCTBEHHO, KOAHYE-
CTBEHHasA OLCHKa TPyJocrnocobHocTH
TIPH TAKOM MOAX0/E MPEACTABASET CO-
00i1 paBHOJEIICTBYIOLIYIO MEKAY TEM,
410 TpebyeT oT paboTHITKA KOMMIaHIIsA
C YUETOM TIPCAAATAEMBIX €10 YCAOBHIT
TPy4a, ¢ OAHOI CTOPOHEI, I TeM, YTO
casM pabOTHHK MOMKET H JKeAaeT cae-
AATh B 33JaHHBIX YCAOBHAX, C APYTroil
cToponbl. IhapHbie GaKTOPBI, BAIIO-
e Ha TpydocnocobHocts, otobpa-
JKEHBI B MOAEAH «3AaHHA TPYAOCIIO-
cobrocTH» (puc. 1), nocrpoeHHoil Mo
metoanke I0xanu Mamapunena [2].

Yem Goree pasBHTHI IAABHBIE TTa-
paMeTphl H YeM BBINIE TOT YPOBCHBD,
A0 KOTOPOro COXPaHAETCA KOppe-
AAITHA  MEKAY MPOH3BEOACTBEHHBIMI
TpeboBaHUAMHI I HHAHBHAYAADHBIMI
pecypcami (3A0POBbEM, KOMICTEHIIH-
eil 1 KI3HEHHBIMH LIEHHOCTAMIL), TEM
Aydie TpysocrnocobHocTe. 9T0 He
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pa3 H HaBcerJa 3aJaHHag TEPMAHEHT-
HAA CHTYalHA, a TIpollecc, MoABepra-
IOIHIICA HETIPEPLIBHBIM H3MEHCHITIAM,
AAALIMMCA Ha TTPOTAKEHHH Beell TPy-
AOBOI JKI3HIL

Cuctematusauuna Meponpuﬂmﬁ
OaHolT M3 MHOTHX IHeAell nporpam-
mbl «[ToaroToska K Oyayuiemy» GbIAO
MIpOBEAEHHE CHCTEMATH3ALMH I KAA-
CTEpH3ALHII MEPOIIPHATHI, OCyIecT-
BASIEMBIX B pe(epeHTHBIX KOMIAHH-
51X, AOKA3aTEABCTBO PEAABHOTO BAILS-
HIIs1 TIPHHIIMACMEIX Mep Ha TPYAOCIO-
co0HOCTB MyTeM OIpejeAeHHA KOAHU-
YeCTBEHHBIX MOKA3aTEAEI 110 CHCTEeME
WAL Plus™» ¢ 1ocaegyIoupin BKAIO-
YEHHEM «yCIICIIHBIX» METOAIK HHTEP-
BEHIHHI B CBOCTO pOJa HHCTPyMEH-
TAaABHBIIT HA0Op, OTKPBITHI AN APY-
CHX KOMITAHHIT.

Tlocae KaKAOro KOHKPETHOTO 00-
caegoBaHiA ¢ npusenenneM «WAI
Plus™!» MBI CTPOHAIL AASI JAHHOI KOM-
MTaHMH CIIEeHAAN3IPOBAHHYIO MaTpII-
LIy HHTepPBEHL[HIT, HCIIOAB3YA NI BTO-
ro MogeAb «3JaHnA TpyjocriocobHO-
CTil», HHOTAA AETAAH3HPYH €€ 10 YPOB-
HA OTAEABHBIX LIEAEBBIX Ipymmn paboT-
HUKOB KOMITAaHHH (10 IIpodgeccHs,
BO3PACTY H T.A.).

Bee wmeponpuarua  6bian pac-
MPEeACACHBl 110 Pa3AHYHBIM BTazkaM
«3aanna» (puc. 1).

Xopowo BHAHO, 4TO OOABLIIH-
CTBO MEPONpPUATHIT «MPHBA3AHB» K
OPTaHH3AIHOHHO-TPYAOBOMY  8TaKY,
YTO CBH/ETEABCTBYCT O CTPEMACHHI
KOMITAHHIT OCYLIECTBASATE MEPBI «Cy-
rybo HemocpeACTBEHHOTO» BO3ACH-
CTBHA Ha TpyaocnocobHocts. Tpyano
OKa3aTb BAHAHIE Ha MHPOBO33pEH-
yeckie ¢aKkTOphbl, COCPEAOTOYEHHbIE
HAa 9TayKe «KH3HEHHBIX LEHHOCTell 1
YCTaHOBOK», 109TOMY OoAee pesyAbTa-
THBHBIMH OKa3bIBAIOTCH AEHCTBHA HAa
«TpyAOBOM» 9Taie. Meponpusatus,
BO3JEHCTBYIOLIIE HA KOAAEKTHBHOE
B3alMoAelicTBIe 1 ToBejeHie pabort-
HITKOB, MOHO OCYHIECTBAATH Ha AlO-
Gom sTaske 3aaHIA, a BOT CTPYKTYp-
HBIC TIHTEPBEHIIH AOTHYHO COCpe-
AOTOUHTH HNMEHHO Ha BEpXHEM »Ta-
e, HOO OHIT 3aTparuBaloT HErocpea-
CTBEHHO Opra"usanimo pabot.

V3 Bcero KoMITAEKCa MEp MBI CTa-
paeMcsi  pEeKOMEHAOBATb  KOMIAHH-
AM BHAYAAE CKOHIIEHTPHPOBATh YCH-
AUA Ha TIPOBEACHII  MEpOTPHA-
THIl CTPYKTypHOTO YpOBHA (B ACMEK-
Té KOAAEKTHBHBIX B3aIMOOTHOIIE-
HHIT), a He IPHCTYNaTh cpa3y K Todey-
HEIM AeliCTBIAM Ha YpOBHE HHAMBII-
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A0B. C nosunnil ctabHABHOCTH KeAa-
TEABHO BCE MEPOTIPHATHA YETKO 3a-
KpPEeniTh Ha CBOHX CTPYKTYPHEIX 9Ta-
wax. /A 9TOTO TIpegAaraeTca pasje-
AMTB MEPONPHATHA HA ABE KATEro-
PHH C Y4E€TOM LEACTIOAATAHHA H ILi-
POTBL OXBaTa KOHTHHTeHTa pabor-
HHKOB:  KOAAEKTHBHO-CTPYKTYPHEIE
54 HHANBHAYAAbHO-IIOBEACHIECKHE
(pric. 2).

CamMu MeponpHsTHA PAHKIPY-
foTca mpu noaori SMART mogenn ¢
YUETOM HX CHCHHQIKH, BLITOAHIMO-
CTH, LEACMOAATAHIA, PEAAHCTHYHO-
CTIH, CPOKOB OCYLIECTBAEHHI,

BbiBoabl

TlokagaHo, 4YTO MATpPHUHAA MOJEAD
Ha Oase «3gaHna TpyjocnocobHO-
CTH» MOKET CAYKHTB BEAHKOAET-
HBIM  HHCTPYMEHTOM /JASL  CTPYKTY-
PHPOBAaHHA MCPONPHATHH, H JaeT
KOMIMAHHAM BO3MOMKHOCTH  HATASA-
HO MNPEACTABAATE YPOBEHD TTPOBOAI-
MbIX HMH MEpPOIPHATHII H TMOAHOTY
3aTIOAHEHHA BCEX aTaKel «37aHns»,
HMuaekcor crictemsl «WAT Plus™» obe-
CIIEYHBAIOT KOAHYECTBCHHLIE 3aMe-
pbl  9QQEKTHBHOCTH  MEPOTIPHATII
110 I0AAEPKAHHIO TPYAOCITOCO6HOCTH.
«MHCTpyMeHTaABHRITT Habop» peko-
MEHAYEMbIX METOAITK IHTEpPBEHLIHH
onybankopan B mione 2013 roga [3].
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