
Methods: PGAP was offered to workers who were partially or fully
absent from work due to long-term health problems. PGAP pro-
viders were occupational health practitioners from an occupational
health service (OHS) in the Netherlands. In online interviews, we
asked 15 workers and 4 PGAP providers about their experiences
with PGAP. The questions were based on Bowen’s feasibility model,
which describes eight domains of feasibility: acceptability, demand,
implementation, practicality, adaptation, integration, expansion, and
limited-efficacy. Qualitative content analysis was conducted to code
the interviews.
Results: The PGAP participants and providers were generally very
satisfied with PGAP and considered it feasible. The interviewees
were satisfied with the acceptability of PGAP, including its content
and structure, and the suitability for workers with long-term health
issues. In terms of demand and expansion, both participants and
providers agreed that the OHS should continue offering PGAP to
workers. Regarding limited-efficacy, positive effects were observed,
such as a more positive mindset and increased activity participation,
including work. Regarding implementation, participants valued the
weekly sessions. The timing of PGAP initiation and the alignment
between provider and client were identified as key factors influenc-
ing successful implementation.
Conclusions: Both PGAP participants as PGAP providers in this
study considered the implementation of PGAP in the OHS feasible.
Future studies should demonstrate whether the implementation of
PGAP is also (cost-)effective in increasing work participation.
Key messages:
• PGAP participants and PGAP providers in this study considered
the implementation of PGAP in the OHS feasible.

• PGAP participants and PGAP providers mentioned positive effects
of PGAP, such as increased participation in activities, includ-
ing work.
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Process evaluation of a peer coaching intervention to
improve prevention by occupational physicians
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tation of a peer coaching intervention program for occupational
physicians (OPs) to improve the execution of preventive tasks.
Specifically, the evaluation seeks to: (1) describe the reach and up-
take of the intervention program; (2) determine the extent to which
the program was implemented as intended; (3) provide insights into
experiences of OPs, and (4) identify factors influencing the
implementation.
Methods: This study employed a mixed-methods design. To address
the four research aims, seven process indicators were used: accept-
ability, adoption, appropriateness, feasibility, fidelity, penetration
and sustainability. Data were collected between March and June
2024 by means of an online questionnaire (N¼ 98), and 17 semi-
structured interviews with group coordinators and OPs.
Results: 20 out of 21 groups allocated to the intervention program
participated in the intervention and 98 out of 115 participants (85%)
filled in the questionnaire. Three-quarters of the participants com-
pleted the entire program. 96% of the OPs successfully discussed
barriers to the execution of preventive tasks, and 83% were able to
formulate strategies for these barriers. Most participants managed to
implement their formulated goals in practice. When they were un-
able to do so, time constraints and resistance from employers and
their occupational health services often played a role. Participants

valued the program’s structure, interaction with colleagues, and the
increased awareness it generated.
Discussion and conclusions: The peer coaching group program was
well-implemented and positively evaluated by OPs. The program
can be improved by allocating more time to it, for instance by
integrating it into the educational curriculum, and by paying more
attention to the specific working conditions of OPs, such as the
different sectors in which they are employed.
Key messages:
• The peer coaching intervention for occupational physicians (OPs)
was well-implemented, increased awareness and provided practical
tools to integrate preventive tasks into practice.

• Despite positive outcomes, barriers like employer resistance, time
constraints, and group engagement issues highlight the need for
improvement of the intervention program.
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Background: The four-day work week (4DWW) has been increas-
ingly discussed as a potential strategy to improve employee health,
well-being, and workability. This study aims to explore the impact of
this work model on employees’ physical and mental health, nutri-
tion, and sports activity, as well as its effects on stress levels and
work-life balance.
Methods: A cross-sectional study was conducted among 218
employees working in a 4DWW model at Central Heating
Company in Vilnius, Lithuania. Data were collected using a struc-
tured questionnaire to assess employees’ satisfaction, physical activ-
ity, stress levels, and overall health perception. Statistical methods
(chi-squared and Fisher’s exact tests) were used.
Results: 97% workers evaluated 4DWW positively. 42% of employ-
ees reported improved general health, with a statistically significant
difference based on employees’ age (p¼ 0,018). 85% of employees
reported satisfaction with work-life balance after transitioning to
4DWW. Mental health improvements were evident among employ-
ees, with 70% of respondents experiencing enhanced emotional well-
being and 28% reporting reduced stress after transitioning to
4DWW. Moreover, 63% of respondents noticed increased workabil-
ity, with statistically significant differences based on employees’ age
(p< 0,001) and work tenure (p¼ 0,001). Additionally, 27% reported
a decrease in sick days per year. Furthermore, 49% of employees
perceived an improvement in their sleep quality, 50% reported exer-
cising more, and 38% spent more time cooking food while working
under the 4DWW model.
Conclusions: The transition to a 4DWW appears to have substantial
benefits for employees’ physical and mental health. These findings
support the potential of a shorter work week as a viable approach to
improving employee health and workability while maintaining
work-life balance. Public health actions could promote flexible hours
and 4DWW to reduce stress and improve well-being.
Key messages:
• The 4DWW improves employee health, work-life balance, with
97% reporting positive outcomes and reduced stress.

• Findings support 4DWW as a public health strategy to enhance
health and boost workability.
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