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Connectivity isn't one-size-fits-all! 
Relying on a single data point, like email 
or calendar data, won't give you the 
complete picture to make informed 
decisions on network insights.

People naturally seek out different 
people for different needs. And that's 
what you can see in these three 
different leadership teams. There is 
limited overlap of connections between 
three specific networks: current 
collaboration, potential collaboration, 
and innovation.

One significant insight to mention is the 
small overlap between current 
#collaboration and future or potential 
collaboration. Leaders recognize 
opportunities for collaboration, but fail 
to act on them!

So, to truly drive impact with network 
insights, ignore single data points!

 what other significant network 
insights do you observe in these three 
leadership teams?
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In which phase of #innovation should 
you intervene to discipline 
#connectivity using network insights? 
This was a question posed by one of the 
Organizational Network Club members.

My answer: focus on latent and 
disruptive innovation. 

For #latentinnovation, the focus is 
bringing the people together who see 
the potential for collaboration but 
haven't yet worked closely. Give them 
the time and space to build stronger 
relationships - as was the case for the 
leaders in the professional services 
company

For #disruptiveinnovation, the focus is 
connecting people who don't know 
each other yet. They need to collaborate 
on solving a specific business challenge 
as was the case for the leaders in the 
manufacturing, or the case of a pharma 
company who needed to accelerate 
product innovation: 
https://lnkd.in/gpqPREZk 
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Who do you turn to when you're 
stuck at work and need to get it 
fixed?

Is the ideal fixer a competent 
colleague, a sympathetic one, or 
both?

Interestingly, in this company, the 
most sought-after fixers were the 
sympathetic. 

 In this case, #empathy and 
#approachability make a 
difference when solving problems! 
But does this give you the right 'fix' 
to the problem?
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Have you ever heard of the 'iceberg of 
ignorance'? It's a powerful metaphor 
that shows just how disconnected 
things can get within a hierarchy.

And I was reminded of the 'iceberg of 
ignorance' when I saw how a 
management team interacted at a 650-
person transportation company.

Top management was often the go-to 
for help and advice. But get this: 81% of 
their help-seeking interactions 
happened within their own group! Talk 
about a bubble.

Recognizing this invisible barrier is 
essential for building a united 
management team that can quickly 
detect signals inside and outside the 
company. 

It's all about helping everyone "stay 
tangled" in particular "when the heat 
rises", as Naomi Adams recently wrote 
about in her article: 
https://lnkd.in/daEKZ4Zr 
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When new employees join, they're 
immediately part of the network, 
but it takes up to two years for 
peers to seek their help and advice. 

That’s two years of untapped 
potential and lost value 
You must accelerate #trust and 
#visibility to close this gap!

Not by looking at an organizational 
network visual, but by 
understanding the analytics 
behind people's networks. This is 
where evidence-based decisions 
are made, enabling you to 
integrate newcomers more 
effectively from day one. 
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"Isn’t what you do only relevant for big 
corporations?”

That’s a question I hear often when I talk about 
how understanding informal networks can 
transform company culture and structure. But 
here’s the truth: It’s just as crucial for start-ups 
and scale-ups! 

Take this energy start-up as an example. In just 
six years, they scaled from 2 to 400 people! As 
they grew, they knew that gaining insights 
into their informal networks was essential to 
avoiding #growth barriers.

A key challenge? The management team!

New managers —onboarded within the last 
year— were 75% less integrated compared to 
those who had been with the company since 
the early days. Without addressing this, they 
risked not only creating silos but also losing 
essential support and commitment.

Their proactive approach paid off! By focusing 
on building a more connected, collaborative 
management team, they ensured sustainable 
growth

They've built a more connected, collaborative 
management team. That's how you scale 
smart! 

https://www.linkedin.com/posts/richardsantoslalleman_growth-startupgrowth-scaleupsuccess-activity-7246604427820716032-b0Ha
https://www.linkedin.com/posts/richardsantoslalleman_growth-startupgrowth-scaleupsuccess-activity-7246604427820716032-b0Ha


Direct link:
https://www.linkedin.com/posts/richardsantoslalleman_wfh-hybridwork-change-
activity-7246866694197940225-hLHU 

It's 2013. A management team was grappling 
with how their excessive meeting patterns 
were impacting their ability to connect and 
collaborate.

It's also 2013. #WFH and #hybridwork weren't 
even on their radar. The entire team worked in 
one country, spread across three offices. So, 
when I talk about "meetings," I mean the 
traditional, in-person kind—not the virtual 
meetings we're so familiar with today.

When asked how much time they spent in 
meetings, a surprising 29% of the 
management team (18 people) revealed they 
were spending four to five days a week locked 
in "fishbowl" rooms, war rooms—or simply, the 
office's meeting rooms.

Were they isolated from collaboration because 
of this?  Surprisingly, NO! 

The more time they spent in these meeting 
rooms, the better integrated they became. 
What’s more, people outside the fishbowl were 
eager to collaborate with them. 

So, what does this tell us about the dynamics 
of collaboration?

I'd love to hear your thoughts!
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The hierarchy can be so ingrained 
that it sometimes even shows up 
in our informal interactions. In this 
case, when leaders were asked 
where they saw the potential for 
collaboration, they instinctively 
looked wards ... forgetting the 
leaders of others .... better known 
as the frontline leaders!

#barrier #collaboration 
#leadership

Direct link:
https://www.linkedin.com/posts/richardsantoslalleman_barrier-collaboration-
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At Innovisor, we know when your 
leadership team is in the Win, 
Worry, or Woe Zone. 

With over 15 years of benchmark 
data, we don’t just tell you when to 
worry—we show you exactly what 
steps to take to move into the Win 
Zone! 

 Curious about where your team 
stands? Let’s talk!

#leadership #leadbyexample 
#organizationaldevelopment
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As Obi-Wan Kenobi once said: “Your eyes can 
deceive you. Don’t trust them.” 

So, if you think that people who are on the 
periphery of a #networkvisual are those who 
are less integrated and therefore are the ones 
who potentially leave, you are wrong. 

Being less integrated, however, plays a critical 
role for people to leave. 

#NetworkAnalytics will tell you the real story! 
While the purple dots in this network visual - 
those who left - appear scattered across the 
network and not on the periphery, they were 
23% less integrated than those who stayed.

And did you notice this network spans two 
locations? Probably not!

In Location 1, where there were 78 people, a 
staggering 35% of them left, while in location 2, 
with 255 people, they only saw a 16% turnover. 

And here comes the critical insight that 
network visuals alone wouldn't reveal: those 
who left in location 1 were 32% less integrated!

When it comes to networks, their ‘looks’ can be 
deceiving — but analytics don’t lie! Take this 
into consideration next time when you want to 
succeed with #OrganizationalNetworkAnalysis 
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In a 12-person team, the dynamics 
of connectivity are already clearly 
visible through analytics.

Let me introduce the Gini Index for 
Connectivity.

This index measures inequality on a 
scale from 0 to 1, where a low 
number indicates a more equal 
distribution of connections. 
Therefore, it's crucial to keep the 
index from rising too high to avoid 
bottlenecks and/or burnout. 

This case shows that the social 
connections among team members 
are more evenly distributed, 
highlighting greater equality. On 
the contrary, professional 
connections tend to depend on a 
smaller group of individuals, 
indicating a higher concentration 
and less equitable sharing of 
professional connections.
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When I see in this particular case 
that managers are sought out for 
help 17x more than employees, 
which is one of the highest I have 
ever seen, a few things come to 
mind:

• Manager Overload and 
Burnout

• Bottlenecks in Decision-Making 

• Disengagement and 
Underutilization of Employees 

What challenges do you see when 
they almost always look at those 
with stars-and-stripes on the 
shoulder in this specific company?

Direct link:
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Let me show you the impact (and 
success) an  organizational development 
leader achieved by utilizing insights from 
Innovisor's Organizational Network 
Diagnostic for a structural transformation 
aimed at enhancing  collaboration.

In just 12 months, 50% of the people 
entered the "win zone" -- experiencing 
enhanced collaboration thanks to the 
structural changes 

However, 34% the organization 
experienced weakened collaboration. 
Interestingly, this group as a whole had 
the highest tenure - meaning they had 
been with the company the longest.

 This serves as a wake-up call for  
change and  transformation leaders! 
Changing the mindsets and behavior of 
certain groups of people just take longer. 
And that is not because they don't want 
to change!Direct link:
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