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Introduction

Social and Organizational Network Analysis Reports (SONAR)

SONAR is the next generation of psychometric assessment – the sociometric that offers an x-ray view 
of your organization and the employee relations within. 

By monitoring your organization’s informal employee network, SONAR can provide actionable results 
and  suggestions for policy change to improve the efficiency of your organization.

Formal structure

✓ Org. chart
✓ Hierarchy
✓ Seniority
✓ Job Titles
✓ Static

Informal Structure

✓ Network map
✓ Collaboration
✓ Leadership
✓ Informal roles
✓ Dynamic



Introduction

▪ Map your organization’s informal 

influence network.

▪ Find hidden influencers and key 

opinion leaders.

▪ Identify top change agents.

▪ Find barriers and bottlenecks in 

information flow.

▪ Build and strengthen critical 

connections.

▪ Align interactions to reach the full 

potential

SONAR Can provide an x-ray into the inner workings of an organization - a state-of-the-
art tool of making invisible patterns of information flow and collaboration in strategically 
important groups visible.

Social and Organizational Network Analysis Reports (SONAR)



Introduction

The Organizational Map, how does work really get done?

On the SONAR maps, the circles, called 
‘nodes’, represent a particular 
employee. The arrowhead lines 
between nodes, called ‘edges’ represent 
the relationship strength and direction 
between two employees. 

The position of employees on the map 
and their relationship are based on a 
variety of network and individual level 
metric scores relevant to the aims of 
your organization. 

The result is a visually intuitive, 
insightful and statistically robust tool; 
that makes critical connections, gaps, 
and important employees immediately 
apparent. 



These are the individuals who get noticed first on the SONAR organizational map due to their highly 
centralized positions. They possess a large number of connections to their colleagues, and are the 
people everybody talks to. 

They are not usually the formal leaders in the organization, but they are acknowledged and respected 
by their colleagues as informal leaders. Due to their advantageous position, they have greater 
awareness of which employees supply critical information, expertise and connections for efficient 
work.  They therefore exert a great deal of influence over the informal network and the associated 
work outcomes. 

The Key Players

Also called social ‘Connectors’, ‘Hubs’ or ‘Anchors’ 

If a Key Player isn’t acknowledged by his or 
her superiors, or is overworked, they can 
become a ‘Bottleneck’ in the network, by 
stifling information flow and disrupting 
connections critical for work. It is therefore 
essential to ensure central connectors are not 
unduly stressed and don’t leave the 
organization. 



These individuals connect otherwise disconnected sub-groups of employees within a network. 
Without these Brokers, the informal network would fragment into smaller less efficient working 
segments. Brokers sit in a position where they have access to a greater breadth of information, and 
are therefore more likely to demonstrate entrepreneurial or innovation potential. 

Whereas a Broker connects groups within a specific employee network, the similar Boundary Spanner, 
or ‘Gate Keeper’, is an individual who connects two different employee networks (for example, HR and 
IT departments). Boundary Spanners are therefore able to access and control the entry and exit of 
information from an informal network. 

The Brokers

Also called ‘Bridges’ 

Like Key Players, both Brokers and Boundary 
Spanners have the potential to become 
Bottlenecks of information and connection 
Grid-Lockers inadvertently, or intentionally; if 
they don’t utilize their role to achieve 
objectives of the organization. 



The Peripheral Specialist

Also called ‘Experts’ 

Peripheral Specialist is an employee who other employees can turn to for expert and 
specialized information. They may be peripherally situated by preferential factors, such as a 
desire to work alone, or esoteric and specialized knowledge in a particular field. It is also 
possible that they are situated peripherally due to environmental factors, such as being 
newly employed in the organization. 

Often, Peripheral Specialists have to spend 
more time researching their field to remain 
on the cutting edge, rather than developing 
valuable connections with their colleagues. If 
this is the case, these Peripheral Specialists 
are untapped reservoirs of knowledge and 
expertise that could be critical to an 
organization’s efficiency. 



SONAR is a collection of 

mathematical and 

visualization tools with 

its roots in analytical 

sociology, psychology 

and graph theory.

Typically, SONAR follows 

five stages to 

completion: Objectives, 

Surveys, Data 

Processing, Analysis, 

and Solutions.

How does SONAR work?



What is SONAR used for?

SONAR can be of use for any organization where employee interactions are pivotal for business strategy and profit.  

In particular, over the past few years, organizational network analysis has proven useful in the following:

Talent Identification 
and Management

Innovation

Team 

Performance and 
Collaboration

Knowledge 
ManagementChange 

Management



Change 
Management

Reveal your organization’s 
informal influence 

network

Discover the influential 
key players and change 

agents

Identify the resistors and 
gridlockers of change

Support the change agents 
to maintain and develop 

connections critical to 
change 

Conduct ‘what if’ 
scenarios regarding 

restructuring or 
organizational change

Team 
Performance and 

Collaboration

Reveal your organization’s 
team structure and 

working relationships

Identify the main 
contributors, key players 
and hubs of information

Improve communication 
and collaboration between 

people, teams and 
departments

Benchmark and replicate 
communication and 

connectivity patterns of 
the best performing teams

Make informed decisions 
on team composition and 

project allocation

Talent 
Identification and 

Management

Map the talent embedded 
in your organization

Find hidden talent, key 
players and influencers

Discover skill-set clusters 
and hubs

Make better talent 
development and mobility 

decisions and programs

Improve the 
connectedness of your 

leaders

Knowledge 
Management

Map the knowledge 
sharing network of your 

organization

Find individuals or groups 
with access to specific 

areas of knowledge

Improve knowledge 
sharing between 

individuals, teams and 
departments 

Breakdown silos, remove 
bottlenecks and bridge 

fragmented groups.

Identify the informal 
experts, knowledge hubs 
and information brokers

Innovation

Identify your innovators 
and brokers

Leverage your employee 
network to facilitate 

innovation

Identify innovative 
individual and group 

collaboration

Discover bottlenecks to 
creativity and innovation

Create a workplace 
conducive to innovation

What is SONAR used for?



SONAR 
REPORT
SAMPLE OUTPUT



SONAR Report Overview

What does SONAR provide?



SONAR Report Overview

What does SONAR provide?



SONAR Management Report

Click here to download full sample report.

https://www.dropbox.com/s/6h90bdchyq9ai8v/SONAR_Management Level_Sample Report.pdf?dl=0


SONAR Participant Report

Click here to download full sample report.

https://www.dropbox.com/s/4p5c3bzbuplhsxe/SONAR_Individual Level_Sample Report.pdf?dl=0


GLOBAL 
INSURANCE & 
FINANCIAL 
SERVICES



Background

▪ The ONA/SNA program was part of a senior leadership 
development program run by a global business school;

▪ The purpose of the program was to demonstrate power dynamics, 
politics, influence and collaboration.  Participants were allocated 
to four syndicate project groups.

▪ 37 participants completed a network survey exploring three 
topics:  Communication, Innovation & Leadership.

▪ This was completed six months following the first program event. 



A. COMMUNICATION



A1: Communication – ‘betweenness’

Six Degrees of Separation

How often do you communicate with the following individuals about learning topics on the program? 
1 = Not often, 7 = Very often)

Four syndicate/project
groups were clearly 

shown.



A ‘what if?’ scenario where the top 5 Brokers 
are removed, the overall graph density drops 
from 17.9% to 9.8%. Meaning that those 5 
individuals contribute around 45% of the total 
strong communication
relationships.

The scenario groups are now more distinctly 
separated, especially groups 2 and 1, who are 
completely disconnected (i.e., without the 
brokers, these two groups would have no 
strong communication relationships). 

Diameter also increases from 6 to 8, suggesting 
that without these individuals, it would be 
harder for individuals on the periphery to 
reach individuals in the network center and 
other side of the network

A1: Communication – ‘betweenness’

Removing the top 5 brokers



B. INNOVATION



B1: Innovation – ‘betweenness’

How powerful or influential are the ideas put forward in the program by the following individuals? 
1 = Not at all, 7 = Very much so



Demonstrates ‘strong’ ties, i.e. communication 
relationships 5 or above. 

Demonstrates betweenness (brokers) by 
increased node size.

Density = 19.4%;  Diameter = 7

INTERPRETATION: 

With the removal of the top 5 Brokers, the 
overall graph density drops from 25.1% to 
19.4%. 

Meaning that those 5 individuals contribute 
around 22.71% of the total strong innovation 
relationships. Clustering by scenario grouping 
is now more apparent.

B2: Innovation

What if scenario – removing the top 5 brokers



C. LEADERSHIP



C1: Power/Leadership – ‘receptivity’

How much leadership is demonstrated by the following individuals based on what you have observed in the program? 
1 = Not much, 7 = Very much



C1: Power/Leadership

What if scenario – removing the top 5 brokers

▪ Density = 21.6%
▪ Diameter = 8

INTERPRETATION: With the removal of the 
top 5 Receptors/informal leaders, the overall 
graph density drops from 27.8% to 21.6%.

Meaning that those 5 individuals contribute 
around 22.30% of the total strong perceived 
leadership relationships. 

Clustering by scenario grouping is now more 
apparent for groups 2 and 3. Group 1 is 
particularly fragmented now. Very few clear 
informal leaders in the overall network now.

How much leadership is demonstrated by the following individuals based on what you have observed in the program? 
1 = Not much, 7 = Very much



CONCLUSIONS 
AND DEVELOPMENTAL 
RECOMMENDATIONS 
FOR THE GROUP



Network Building & Maintenance

Individual Practices

Make “accidents” happen. 
Look for “serendipity”.

Seek small wins that make 
the big world a small one.

Track frequency of appointments 
with people of potential value to 

you and/or your business.

Special effort in keeping 
infrequent contacts active.

Develop strategies and 
tactics for creating new 
ties.

Start listening.



Network Building & Maintenance

Individual Practices

Small Talk is necessary: 
do not be snobbish.

Always try to be 
introduced by a common 
friend.

Do the “trite stuff” - be 
prepared, do your 
homework, learn about the 
other person. Write thank-
you notes, forward 
clippings, make invitations.


