STORM Index((
STRATEGIC ORGANIZATIONAL MANAGEMENT INDEX

WHY IT WORKS

VALIDITY AND RELIABILITY INFORMATION

Most assessment strategies prevent people from expressing what they really want to say.  Typical survey approaches are riddled with researcher bias (i.e., they are only as good as the researcher, or address only what the researcher knows, or wishes to know).  Focus group approaches, although popular, are fraught with contextual and peer generated pressures (i.e., “I can’t say what I really want because the group seems to have a different opinion,” or, “ I can’t say what I want because it will offend someone,” or “…I don’t want people to know what I really think, so I’ll say what seems politically correct.”).

What is the result: Meaningless information that does not identify the hardcore issues; thus making it most difficult to help the organization improve, learn or grow.

Self-assessment information is vital if an organization wishes to change.  But for change to occur, an accurate assessment of these hardcore issues must be made.

The Strategic Organizational Management Index, or STORM Index resolves the problems associated with traditional research methods, and allows people to confidently and safely say what they really think, feel, and believe about the organization, themselves, their coworkers, their products, and their culture.    The STORM Index identifies the thoughts and feelings behind worker behavior, corporate productivity and culture.  Essentially, it provides the best of both evaluation strategies into a powerful, highly innovative and effective protocol.

The STORM Index allows employees at all levels to state exactly how they think and feel about strategic aspects of their organization—those aspects that ultimately create the storms we experience.  These elements are based on a perceptual-representational belief system. The perceptual-representational belief system as an organized whole is an inclusive world-view, composed of interdependent, representational units.  This belief system is important because it ultimately predicts worker behavior patterns and organizational competitiveness.  The elements of this system are organized in terms of:

1. Top of Mind Concerns: Everyone has thoughts or perceptions that are more important than others.  This also occurs across a work or cultural group when one is allowed the opportunity to state their thoughts freely.

2. Relationships and Affinity of Thought: Within any organization there are clusters of ideas and thoughts shared across a workforce.  These clusters identify the culture, beliefs and assumptions of a workforce and predict areas of weakness and strength within the organization.

3. Emotions and Feelings: Worker perceptions are colored by emotion, feelings, and evaluations, which serve to motivate workers to behave or work in a particular way, for either the benefit or detriment of the company.

The STORM Index incorporates an inferential approach, developed to study the perceptual-representational system (i.e., what people really perceive and think about).  The STORM Index research strategy and rationale follows the work of Deese (1965), Whorf (1956), Noble (1952), and Szalay (1978, 1982, 1992).

The STORM Index defines the stimulus word as the key unit in the perceptual-representational system, and analyzes hundreds and thousands of free verbal associations, thereby determining the vertical and horizontal structure of the belief system (e.g., how good or poor the organization is across a strategic set of organizational variables).  Various assessments of the construct and content validity indicate that it is a viable measure of meaning and evaluation.  With regard to construct validity, the STORM Index relates directly to the perceptual-representational theory of belief systems.  With regard to content validity, the method has been compared to five other widely accepted measures: scaling, substitution, grouping or classification, judgement of relationship, and semantic-differential.  It has also been reviewed by a panel of independent researchers and found to be a valid instrument in the assessment of organizational factors, especially culture and proclivity for performance

The STORM Index method of measurement has been assessed for reliability through content analysis of meaning components by specific assessment of interjudge reliability; the psychocultural similarity measure by split-half assessment; the dominance hierarchy measure by a test-retest assessment, the measure of affinity structure by split half comparison, and the evaluative attitude index by the interjudge method.  Statistical analyses of reliability produce correlation coefficients r ( 0.86.  Assessment of the method’s accuracy in identifying change over time (i.e., comparing perceptual/attitudinal information with actual behavior) is 85%.

Until the STORM Index was developed, no systematic, theoretically coherent methodology existed to explore the many dimensions of a workforce’s belief system. Studies incorporating the methodology indicate the quality of results match or are superior to those measures that have attempted to address organizational culture, workplace stress, and organizational performance.  The STORM Index permits intensive in-depth empirical assessment where previous assessment was either highly qualitative or cursory and partial.

HOW IT WORKS

Rather than providing a question that asks a person to rate their job from a scale from 1 to 10, a workforce would be asked to verbally free-associate with a strategically identified stimulus themes, e.g., “MY JOB.”  Instead of obtaining only a numerical score (“7”), each person would also provide a list of words and phrases that reflect what s/he really thinks and feels about his/her job. 

This unstructured open-ended approach allows each respondent to state whatever he or she would like, thereby removing research bias and “categorical paralysis.”  A common complaint of many companies about traditional survey approaches is that questions often do not pertain to them, “create” problems where none existed in the past, or are not even relevant to their industry.  The STORM Index proves superior because employees can state what they like. And since they are in the specific industry and business, what they state is more relevant, real, and meaningful.  In addition, when you take what they state as a whole, it provides an in-depth analysis of the strengths, weaknesses, and culture of the organization.

MORE DETAIL

The free-associations provide a group’s or workforce’s subjective perceptions and evaluations.  Each response has a score value.  These values reveal how important and relevant a particular idea or attribute is as an element of the group’s perception of the stimulus word (e.g., MY JOB—which is one of a dozen strategically developed stimulus words). The responses would indicate the major concern workers have about their jobs, what their level of satisfaction is, what the positive attributes of their jobs are, and indications as to how their jobs could be better, more productive, or efficient. The responses provide a rich information source and detail that is frequently unverbalized and below their level of awareness.  These responses have significant implications for worker communication and behavior (i.e., will I quit and look for another job, work harder, be creative and innovative, be cooperative, etc.), the health of the worker (e.g., stress, illness, absenteeism, etc.), and the health of the company (i.e., profit, productivity, quality, performance, etc.).  

Since responses have a score value, they can be compared and tracked over time.  This makes it easy to evaluate change in workforce perceptions of their jobs, organization, product or service, etc.   Application of responses to validated and reliable measures of behavior (also included in the STORM Index) provides a more thorough and accurate measure of organizational behavior and why that behavior is occurring.  This information ensures more effective development of strategies to help the organization improve, learn, or change.

In practical terms, the STORM Index is able to analyze what people really think and feel about a particular issue, person, event, circumstance, etc. in the workplace, toward a social issue, or a corporation.  For example, rather than asking them to rate their job on a scale from 1 to 10, the respondents would be asked to verbally free-associate with a strategically identified stimulus theme, e.g., “MY JOB.”  

This unstructured open-ended approach allows the respondent to state whatever they would like about a stimulus theme (e.g., MY JOB).  This methodology prevents research bias and “categorical paralysis” because the respondents are free to state what they really think, feel, and perceive rather than be limited to a particular response to a specific question, or be pressured (via focus groups) by others to respond in a socially acceptable manner.  The result is greater accuracy and deeper meaning and analysis.  

The STORM Index works to reconstruct a group’s (not an individual’s) psychological predisposition based on the distribution of thousands of free-associations to a series of strategically selected stimulus themes.  Through extensive computer-assisted analyses, the STORM Index is used to identify behavioral, managerial, cultural and systemic dispositions to organizational weaknesses and strengths evasive to more direct methods of assessment.  The STORM Index also identifies the culture of an organization because its methodology allows for accurate assessment of a group’s words and perceptions toward the organization.  The true culture becomes evident through the group’s responses.

To illustrate, based on the responses, a workforce may actually like stress and feel high stress is necessary for their performance while another workforce may perceive it very differently.  Or, one department may perceive “quality” as very salient while another department may not view it that way at all.  The responses provide incredible insights into how and what a group is perceiving, and why they are thinking and feeling that way (including relevance and importance to them).  

This unstructured open-ended approach allows each respondent to state what they would like, thereby removing research bias and “categorical paralysis.”  A common complaint of many companies about traditional survey approaches is that questions often do not pertain to them, or “create” problems where none existed in the past, or are not even relevant to their industry.  The STORM Index proves superior because employees can state what they like. And they are in the specific industry and business, what they state is more relevant, real, and meaningful.  In addition, when you take what they state as a whole, it provides an in-depth analysis of the strengths, weaknesses, and culture of the organization.

For Example:

In one company, it was found through the STORM Index that workers, although highly stressed, actually sought after and created stress in their workplaces because that is what they wanted to help them perform.  Result:  Create programs that educate workers to channel their stress more constructively.

In another company, it became apparent that their “real” values and assumptions about success were at odds with the way they had structured themselves.  The result was worker frustration, turnover, and decreasing morale.  After using the STORM Index, they modified job designs and incentive systems to fall in line with their core values and culture.  Result: increased productivity, and lowered turnover.

None of these findings or changes could have been foreseen through standard methods of analysis, but through the STORM Index’s in-depth and proprietary analysis, more useful information emerged that each organization could use to address its specific culture, needs, and goals.

Other Validity and Reliability Issues

Studies of the stability of responses and reliability in general suggest that it is best to have at least 50 subjects for each group being studied.

The STORM Index produces essentially group-based scores and data.  The results, therefore, are not readily applied to individuals unless it is the individual to which the group is responding.

The STORM Index is quite flexible in terms of the measures developed and the scope of the analysis. That is, the organization has some control over what is incorporated into the Index.  

The procedure does not work with illiterate populations unless it is done in an interview format.  However, this introduces response bias into the results.

QUESTION:  How much detail are you willing to obtain about your company and workers?  Effective change requires good and honest research, not “feel good” research.

WHY IS THIS IMPORTANT?

If management is to effectively lead and motivate its workforce it is imperative that they understand what their workers really think and feel.  This is especially important to industries that must lead and manage the KNOWLEDGE worker as Peter Drucker and other leading management experts have expressed.  Research is consistent in the finding that employee attitudes and perceptions are the best predictors of corporate success.  If you do not know what your work force thinks, believes, and feels you are at a disadvantage strategically.  Not to mention risk for worker unrest, strike, intellectual capital loss, ill-health, and worker retaliation.  

The STORM Index, is an in-depth, innovative, and effective assessment instrument that is based on valid and reliable scientific research.  It is the only known instrument that provides trackable verbal data (along with quantitative data) that can be statistically analyzed and compared, and easily applied to corporate change strategies.

To arrange for the implementation of the STORM Index contact:

Workplace Consultants, Inc.

114 Ridgewood Drive
Landenberg, PA  19350

610-255-3986

info@stormindex.com
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