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I. Purpose of the focus group research 
To identify barriers that small businesses face that prevent them from being engaged in health related programs such as a worksite wellness program.
II. Literature review 
To gain a better understanding about why businesses with 250-500 employees do not engage in wellness programs, a literature review was conducted.  In the May/June 2009 issue of the American Journal of Health Promotion, the article “Bringing Wellness to the Small Employer” by McPeck, Ryan, and Chapman provided a great amount of insight into barriers facing small business as they develop and implement a worksite wellness program.  These barriers include: the challenge of implementing the program, the lack of awareness and understanding, the cost of the program, the lack of perceived benefits and quantifiable results for the investment, not knowing where to find service providers or vendors to provide the program, the lack of successful role models, issues facing productivity if an employee participates in the program during work hours, and the capacity to invest in a worksite wellness program if the business does not make it a priority, and employee privacy concerns.
	In contrast to barriers facing small business with developing and implementing worksite wellness programs, a search was conducted to review the barriers facing large employers.  The article “Addressing Obesity in the Workplace: The Role of Employers” by Heinen, Luann, Darling, and Helen in the March, 2009, issue of Milbank Quarterly gave the employer’s perspective on the cost impact of obesity and discussed current practices in employer sponsored wellness and weight management programs.  This article described a lack of employee interest and management support as barriers to worksite wellness programs.  Several resources were cited such as the C. Everett Koop National Health Awards (www.healthproject.stanford.edu) and the National Business Group on Health’s Best Employers for Healthy Lifestyles awards (www.businessgrouphealth.org).  This article also encouraged public and healthcare organizations to become role models for other large businesses in terms of worksite wellness.
	There are many barriers facing small and large businesses when developing and implementing a worksite wellness program.  Many small Oklahoma businesses may face similar barriers, but it is important to get their perspectives on what keeps them from participating in a worksite wellness program and eventual participation in the Certified Healthy Business program.
III. Methodology
	Members of the Central Oklahoma Turning Point Coalition and the Greater Oklahoma City Chamber of Commerce approached Dr. Tolma about conducting some focus groups to understand why businesses were not incorporating wellness worksite programs.  Dr. Tolma then approached her Focus Group Research Class at the University of Oklahoma Health Sciences Center College of Public Health about this opportunity.  Ms. Lynn Goldberg was already familiar with Certified Healthy Business through her professional career at the Oklahoma State Department of Health and through her practicum on the development of Certified Healthy Communities and Certified Healthy Schools, of which are modeled after Certified Healthy Business, and therefore, she volunteered  on taking the lead on this opportunity.  
The first step in developing the discussion guide for the focus groups was to define the purpose of the focus groups. She conducted a literature review to see what barriers small and large businesses faced when developing a worksite wellness program.  This background information made her more knowledgeable about what Oklahoma businesses might face when confronted with a similar situation.  Working very closely with representatives from the Central OK Turning Point Coalition, the Greater OKC Chamber of Commerce and Dr. Tolma, we finally decided on a purpose for the focus group after about two weeks of discussion via e-mail and phone calls.  A draft discussion path was developed. This discussion guide was revised several times between Dr. Tolma and Ms. Goldberg.  A copy of the discussion guide was sent to the advisory committee, representatives of the Central Oklahoma Turning Point Coalition and the Greater OKC Chamber of Commerce, for input and revisions.  The advisory committee provided revisions and insight into using language that would be appropriate and familiar for the focus group participants.  These revisions were considered and included in the revised discussion guide.  The discussion guide was then pilot tested at two separate times with groups of students of the Focus Group Research class, and revisions were made after each pilot test.  Finally, a demographic survey was developed that was given to the focus group research participants at the beginning of each focus group discussion.  A copy of the demographic survey and the focus group discussion can be found at the end of this report.   
IV. Recruitment Strategy
Recruitment for the participants for this focus group research was conducted by a representative of the Greater OKC Chamber of Commerce.  The Greater OKC Chamber of Commerce representative was asked to contact businesses that are members of the Greater OKC Chamber of Commerce, had between 50-250 employees, and no worksite wellness program or very small worksite wellness programs.  In addition, we asked that the business representative was a person who has been with the company for some time, and therefore was familiar with the structure of the company and its history. 
V. Data Analysis
The analysis for this focus group research was conducted in four stages. Stage one being the collection of qualitative data gathered from the focus group participants and comments regarding body language as perceived by the moderator and note taker.  Two recording devices were used during each focus group.  During the discussion, the note taker made detailed notes from the discussion, including specific quotes of interest.  It was also important for the note taker to make a diagram of the participants and to code forthcoming comments with each participant’s initials.  This  assisted in the analysis of the discussion as voices may not be recognized on the audio recordings.  Participant coding showed trends in the comments, either something that one participant repeated several times or something that several of the participants mentioned throughout the discussion.  The moderator also took notes.  Participants were asked to complete a short demographic survey and this information was analyzed after the focus group research was  completed.
Upon the completion of each focus group discussion, stage two, the moderator and note taker sat down and discussed the notes and any observations that might have been important to include in the analysis.  Within a few days, the moderator and another student played back the audio recordings of the focus group and transcribed the focus groups verbatim.  Vocal fillers such as “uh, um, yeah, okay, like, so” were removed from the transcript.
During stage three, the transcripts were analyzed to search for common themes and sub-themes from the discussion.  Each line of the transcript  was numbered and each discussion question and prompt changed to bold font.  The moderator comments were also changed to bold font as to not mistake these comments as from the focus group participants.  The moderator, note taker and two other members of the analysis team utilized two separate methods to categorize and code the comment themes and sub-themes on the transcript.  In groups of two, the first  group cut out the themes of quotes that they felt were important and recurring within the transcript.  The second group read through the transcript together and wrote out the sub-themes that emerge from the transcript on index card size sticky note pads.  Each group then took the quote or sub-themes and grouped them according to the larger theme, respectively.  The quotes, once grouped, were taped to a poster size sticky note pad.  The sticky notes with the sub-themes were then organized on a wall to allow for the analysis team members to easily visualize the sub-themes, move them from one theme to another, and begin to create relationships among the data.  
Finally, in stage four, the themes were organized into a visual graphic to begin to show the relationships between the barriers and benefits of a worksite wellness program.  This information was also compiled into a written narrative report.  
VI. Results
	During the first focus group discussion on April 5th there were four participants, 3 female and 1 male.  One participant was between the ages of 30-39, while the remaining three participants ranged in age from 50-59.  All four participants were Caucasian.  The participants had a combined total of 29 years at their current business, though one person had been employed the longest, 22 years.  All had some kind of worksite wellness program currently implemented.  	During the second focus group discussion on April 7th  there were five participants, 4 female and 1 male.  One participant was between the ages of 20-29, one participant was between the ages of 40-49, and the remaining three participants ranged in age from 50-59.  There was one African American participant, one Hispanic participant, and three Caucasian participants.  The participants had a combined total of 49.5 years at their current business, with one person being employed the longest, 19 years.  Only one participant in this group had a worksite wellness program currently implemented.  All  participants met the screening requirement of having between 50-500 employees. 
	The findings from the two focus groups conducted on April 5 and April 7, 2011, were consistent with the literature as to what barriers exist to implementing a worksite wellness program.  The participants seemed to identify barriers into two broad categories: barriers for employees and barriers for the business.  There also appears to be a cyclical relationship between the employee barriers and the business barriers as employee participation, incentives, and motivation drives the business in terms of staff time, costs, and logistics.
	Employee participation in a worksite wellness program was a major concern for the participants.  Participants suggested reasons for the lack of employee participation including differences in the age of the employees, a lack of intrinsic motivation in employees who don’t participate, and the idea that “the already very healthy are the only ones that participate.”  
The idea of individual responsibility was discussed in terms of making healthy choices “and that’s sometimes the hardest part to get across, is making lifestyle changes.”  Individuality was mentioned in terms of generational differences as “something that appeals to a 22 year old, like a rock climbing thing or training for the Red Bud marathon, isn’t going to appeal to someone who is 45, usually. It’s just, there’s just differences.”  
Finding the right motivation for employees was also a concern, as one participant said, “companies struggle with trying to figure out what is gonna be the right motivation and you learn quickly that you can’t apply the same motivation for everyone.”  Another participant remarked, “you know that they need motivation and a lot of times motivation is incentives.”  The issue of incentives seems to be wrapped up in one participant statement, “because employees are always going to go, what’s in it for me?”
Incentives were mentioned numerous times as a method of motivating employees to participate in a wellness program, as well as, the cost of purchasing the incentives.  The second focus group clearly identified “money” as the incentive that was most likely to increase participation and involvement in a worksite wellness program.  Cost was the underlying factor throughout the focus group.  As businesses find ways to motivate their employees to participate in the worksite wellness program, more incentives are needed to continue motivating employees, and the costs associated with the program are driven higher.  
As for barriers facing the business, the return on investment was the main issue driving worksite wellness programs.  Most participants knew the benefits of a worksite wellness program such as “camaraderie, people want to stay there in that positive environment”, employees are “healthier, they’re more productive, they want to come to work, so I think it helps overall, just the attitudes of our employees” and that it creates a sense that “employers care about them”.  However, showing business leadership and what the business gains from having a worksite wellness program was a struggle for most participants.  There was an overall lack of knowledge among the participants about where to find information and resources to development, implement, and evaluate a worksite wellness program. 
Having dedicated staff to coordinate a worksite wellness program was a major concern for most participants.  One participant said, “if we [had] staff that was dedicated to administering a wellness program, it would be easier.  We’re all so busy and to be on the committee when you’re probably already on three other committees already…it’s hard to put in the time it would take.”  The participants also related this staff commitment back to the issue of cost and the budget needed to develop and implement a worksite wellness program.  “We don’t have a big budget for wellness,” said one participant, “so that’s been a little bit of a struggle, how to do something without the funds to make it happen.”  Another participant described worksite wellness programs as something that is not “necessary to make a business run” and that’s why wellness programs are first to be cut from the budget.  However, a few participants did describe escalating healthcare costs in terms of rising insurance premiums as one factor that has provided momentum with developing and implementing a wellness program.  The majority of participants did not discuss having these sorts of numbers backing their program; in essence, they lacked documentation that showed a return on investment.
The logistics of the wellness program was mentioned throughout the focus groups as many companies have offices throughout Oklahoma, the United States and the world.  One participant mentioned that “we’re only at certain locations, there’s only certain things we can offer to the satellite locations, they’re just gonna have to…you know, a lot of stuff we do, they can either do it or not do it”.  Motivating the employees at the satellite locations to participate went along with the discussion about logistics; “our challenge is that we’re so spread out, so like, I love the idea of “Wellness Wednesday” and bringing in the healthy snacks, but trying to do that for four locations scattered across the country is a pretty big challenge, so that’s kinda what limits us right now.”  
The second focus group specifically was concerned with the space needed to implement and host worksite wellness activities.  Since the majority of the participants in the second focus group did not have a worksite wellness program currently, it’s understandable that space would be an issue compared to the first focus group where every participant already had a worksite wellness program.  Another factor that stood out in the second group was the need for leadership buy-in and “support from the top.” One participant remarked, “the biggest challenges for me is support from the owner of the company.  He is very much old school.  He wants to see those machines running, chips flying, and hates the idea of meetings.”  
 Time was also a barrier for employers to talk to their employees about a worksite wellness program, as well as, time issues related to not enough time for employees to participate in the worksite wellness program during work hours and how participation would influence productivity.  One participant stated that “we also have some limitations on our availability to talk to our employees, so every minute they’re working, they have to be at their desk answering the phones”.  Discussion arose about employees not wanting to stay after normal working hours to participate in a worksite wellness program activity, “for them to volunteer their own time after hours, I haven’t had a lot of support or seen that from them.  They don’t want to stay.  They want to get out of there and go home”.  Childcare was also part of the discussion, especially for employees who had family responsibilities.  Time also had a relationship with employee participation and motivation and was described as a barrier in that “just figuring out what works takes time”.
The final questions of the focus group discussion related to the Oklahoma Certified Healthy Business Program and there was very little to no knowledge about this program.  One participant was able to list a few businesses in Oklahoma that she believed were Certified Healthy Businesses, but she was most definitely the minority in this respect.  
	Overall, the participants described worksite wellness programs as a positive benefit to their business.  Some mentioned worksite wellness programs as a recruitment and retention tool.  There was a general consensus of wellness as a holistic view of health, which incorporated not only one’s physical health, but mental health as well.  
The diagram below shows the relationship between the employee barriers (participation, motivation, and incentives) in relationship to the employer barriers (staff commitment, logistics, time and costs).  As motivations are identified to increase employee participation in the worksite wellness program and incentives are provided to retain participation, the employer incurs more costs to the worksite wellness program.  Though costs are identified as being a barrier to developing a program, costs are also required in order to make the program successful in all business locations, both on and off-site.  This requires having current staff dedicated to the worksite wellness program or hiring new staff or a consult to develop and implement the program.  Leadership support and buy-in is also critical to the success of the program, as well as, reinforcing positive healthy behavior at the workplace.  Ideally, as participation increases, costs will increase, but the return on investment will show over time that worksite wellness programs are cost-effective in terms of increased productivity, less absenteeism, improved work environment, higher employee retention, and better employee attitudes.
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DEMOGRAPHIC SURVEY 
Please complete the following: 
Your Name: _______________________________________
Name of Business: ____________________________________________________	Business Address: __________________________ City: _______________ Zip: ______	Business Phone: _________________________________ Fax: ____________
	Business E-Mail: _________________________________________________________
Are you:  ☐  Male	☐  Female		Age: ☐  20-29      ☐  30-39      ☐  40-49
						         ☐  50-59      ☐  60-69      ☐  70+

Which of the following best describes your race or ethnicity:  ☐ Asian	☐ African American  ☐ Caucasian 	   ☐ Hispanic	   ☐ Native American    ☐ Other: _________________________
How many years have you been employed by this business? _____________________________
What is your position at your business? _____________________________________________
Approximately how many employees do you have? _____________
	
	YES
	NO

	1. Does your business have a worksite wellness program?

	
	

	2. Has your business ever tried to implement a worksite wellness program?
	
	

	3. 
	Go to #3
	Skip to #4

	4. If so, does your business still have a worksite wellness program?
	
	

	5. Does your business have a culture of encouraging health?

	
	

	6. Would your business like to receive more information about worksite wellness programs?
	
	

	7. Does your business employ union employees?

	
	

	8. Does your business employ non-union employees?

	
	


Thank you for participating in this focus group!

FOCUS GROUP DISCUSSION GUIDE
Ground Rules: 
Before we begin, let me offer you some ground rules we have found to facilitate discussion.  Please speak up – only one person should talk at a time.  We’re tape recording the session because we don’t want to miss any of your comments.  If several are talking at the same time we’ll miss your comments.  We will be on a first name basis today and your name and the name of your business will never be mentioned on future reports.  Please know that you are assured of complete confidentiality.  Keep in mind that we’re just as interested in negative comments as the positive comments.  If you have a cell phone or pager, please put it on silent.  If you need to answer, please step out to do so.  Our session will last approximately one hour.  We will not be taking a formal break so feel free to grab some more snacks.
Opening discussion: 
As we begin please notice we have placed name cards on the table in front of you to help us remember each other’s names.  To find about each other we will go around the table one at a time.  Please tell us your name and the business you represent.
1.  Talk to me about your business.
Prompts: 
a. What is the purpose of your business?
b. Service oriented?
c. Sales oriented?
d. Average age of employees?
e. Mostly men? Women? Same per cent?
f. What kind of programs do you offer to your employees?
What are some of the interests or hobbies of your employees?  <only if I don’t hear PA>
2. Some of you mentioned exercising/physical activity which brings me to the next question, when I say wellness programs what comes to your mind? 
3. Can you describe how health and wellness related? 
a. What do you mean by that?
b. What are important aspects to health?
c. If not, can you explain? 
d. Can you give me an example of how health is related to wellness?
4.  What do wellness programs entail? /When I say “worksite wellness” what comes to mind? 
Prompts: 
a) What are some of the benefits of wellness programs?
5. How would or does a wellness program impact your business?
		Prompts:
a) If “it doesn’t”, how do you imagine a wellness program?
b) You say that you “don’t see how health could benefit my business”
a. What would change your mind?
b. For what reasons do you have these opinions?
c) Would you say it’s something you’ve never thought about before?
d) Would you say it’s something you’ve thought about, but haven’t quite taken steps toward accomplishing??
e) If you expanded your wellness program, how would that contribute to your business? 
i. If so, can you tell me more about that? 
ii. If not, why do you think that is? 
f) What about wellness programs are easy to implement?
g) What about wellness programs are difficult to implement?
6.  We mentioned earlier in our session that all here today share common characteristics.  You either don’t have a wellness program or you have parts of a wellness program in your business.  For what reasons have you not started or expanded a wellness program? I’ll give you a few minutes to think about this.  Go ahead and write down your thoughts on the paper provided.  
< WAIT 2-3 MINUTES>
Ok, let’s go around the room and share what we wrote down.  Katie/Karla is going to take notes on the flip chart for us.
Prompts: 
a. Cost
i. Big investment
ii. Productivity
b. Space
i. On site program/facility
c. Too time consuming?
i. Designated staff to develop/implement the program?
ii. Don’t know where to find/searching for outside resources and service providers?
d. How would your employees respond to a wellness program at work?
e. Others?
f. Now some of you said that you tried to have a wellness program in the past and it did not work out. What difficulties did you face? 
g. For those of you who have implemented a wellness program or wellness activities, what are some reasons that keep you from expanding your program?
7. Now, looking at the answers we just listed, I want you to think for a minute and rate the 3 most important items that make it difficult for you to develop or expand a wellness program. 
<ONE MINUTE BREAK>
8. Let’s go around the room and share what you consider are the 3 most important items that prevent you from developing or expanding a wellness program.  (The moderator tallies the responses)
9. Now, let’s assume that you have decided to develop (or expand) a wellness program for your business.  On the other side of your paper, write down what would make it easier for you to have such a program.
Prompts: 
a) Space
b) Technical assistance to set it up
c) Employees who are interested in this
d) Others?
Now, looking at the answers we just listed, I want you to think for a minute and rate the 3 most important items that would  make it easier for you to develop or expand a wellness program. 
<ONE MINUTE BREAK>
Let’s go around the room and share what you consider are the 3 most important items that would make it easier for you to develop or expand a wellness program.  (The moderator tallies the responses)
9.  Is there anything you’d like to add to these lists? 
10. One of the reasons you are here today was also to find out about your thoughts about Oklahoma’s Certified Healthy Business program.  Tell me anything you know about the Certified Healthy Business Program here in Oklahoma City.  
Prompt: 
a. Other business that you know that are implementing this program?
b. From where did you hear about it? 
c. When was it launched? 
11.  (skip if #10 gets no response) Assume your company decides to apply to become a Certified Healthy Business, what do you believe you need to consider in your decision-making process? 
Prompts: 
a. What are some benefits to a business to be identified as a Certified Healthy Business?
b. Can you describe some incentives for a business to be certified? 
c. Tell me more about disadvantages for a business to be a Certified Healthy Business?
d. What are some barriers for a business to be or become certified?
		a. What would help you overcome these barriers?
12. Today we have talked about wellness programs and the Oklahoma Certified Business program.  Is there anything else that you would like to add? 

O.K. Thank you.  Katie/Karla, could you please summarize the notes the notes for us?

I want to thank each one of you for taking this time to participate in our focus group.  We will summarize the information we have gained tonight in a report that in no way identifies you or your businesses.  We look forward to this information informing COTP and the OKC Chamber as both groups promote health in our community of greater OKC.
Hand out incentives.
This report will be available at the next Central OK Turning Point Coalition meeting on May 9.
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