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A B S T R A C T

The purpose of this paper is to prove possibility of the 
application of the sociometric method in human resources 
management with the aim of appointing managers in one 
organization. Based on the some results, published in the 
scientific papers, authors established general and particular 
hypothesis about applying sociometry as a research method 
in human resources management. The concrete research 
of the applications of sociometry for appointing managers 
was conducted in one company in Serbia. Sociometric 
research shows real relations in a social group, as well 
as the projection of the position of individuals, mutual 
attraction and rejection within the group. Presented 
research is one of the “pioneering” attempts of broader 
application of the sociometric method in human resources 
management with the aim of appointing managers in one 
organization, especially in Serbia.
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Introduction

Sociometry is a method for describing, revealing and estimating the social status, 
structure and development by measuring the level of acceptance or rejection among 
individuals within groups (Maheshwari, 2011). It is a methodology which allows us to 
study choices, communication and models of interaction among individuals in a group 
which is performing a certain task. The basis of this methodology is the procedure 
that requires each member of a work team to choose, according to some determined, 
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established criteria, one or more persons with whom they think they could cooperate 
successfully. Sociometry practically represents a study of connections – affinities 
among individuals in a work team. Sociometric research gives us results which enable 
us to intervene in a work team in order to increase creativity, leadership and innovation 
and thus increase the satisfaction of work team members and achieve better results. 
It shows patterns of the way in which individuals in a work team associate with each 
other, and when they act as a group in order to achieve a certain goal – finding a 
solution to a problem.

Sociometry has two main domains: research sociometry and applied sociometry 
(Hoffman, 2000; Maheshwari, 2011; Bansal, 2014). Research sociometry represents 
research activity conducted with groups with the goal of discovering socio-emotional 
connections in relations by using criteria defined in advance, for example which 
members of the group does one want as a work partner. Applied sociometry uses a 
series of methods which help people and groups to perceive, expand and develop their 
own existing psycho-social networks in relationships. 

The concept of sociogram was introduced  by (Moreno, 1978) and it represents, in the 
form of a diagram, corresponding relations among individuals within a group. The 
data from a sociogram can also be represented in a matrix called sociometric matrix. 
Sociogram is a very important tool in sociometric research. Its goal is to reveal group 
structures and the relationship each individual has with the group as a whole.

The broadest application of sociometry has been in pedagogy, sociology and 
psychotherapy. Cillessen, Jiang, West and Laszkowski, 2005, used this method in 
the study of friendships among children. Fredrickson and Furnham, 2004, used the 
sociometric technique in order to estimate the quality of life of children with difficulties 
in learning and in relations with their family members. Blatner , 2010 sees many 
advantages of this method, considers sociometry a relatively new field and thinks that 
what we have learned so far about the use of this method is probably just a part of what 
we still have to learn.

Some authors question the validity of this method because they think it does not measure 
anything useful. However, based on research conducted by a number of researchers, 
Mouton, Blake and Fruchter, 1995, concluded that the sociometric choice represents 
a useful method for measuring characteristics of individuals and groups. The authors 
(Campion, Medsker, Higgs ,1993) analyzed a significant number of applications of 
sociometry and concluded that the number of sociometric choices tends to predict 
criteria of efficiency such as productivity, the efficiency of the efforts made, the training 
ability and leadership. 

The sociometric results can be applied when dealing with real problems in the practical 
domain (Hathaway, 2017). Sociometry as a methodology can provide all the necessary 
and important factors for appointing a work team or an individual – manager – by 
measuring the levels of acceptance or rejection among the individuals of a given group 
(Kurzman, 2008; Maheshwari, 2011).
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In the last few years, numerous scientific papers have dealt with the problem of 
appointing a work team made up of members capable of cooperating while dealing 
with joint problems (Ballesteros-Pérez, P. et al., 2012). In that sense, it has been 
stressed that organizational behavior and industrial and organizational psychology are 
very important factors for a team’s functioning (Hollenbeck et al., 2004).

Unlike Team Formation Problem (TFP), a new term was defined (Gutiérrez et al., 2016) 
– a problem named Multiple Team Formation Problem (MTFP). It was developed 
based on TFP by expanding its dimensions and taking into account more projects and 
people’s devotion to certain parts. Also, an optimization model was suggested for the 
posited problem.

Some authors have dealt with the problem of individual members of work teams, which 
is also very important for successful functioning of a work team as a whole (Campion 
et al., 1993).

In Ballesteros-Pérez, González-Cruz, Fernández-Diego, 2012, a new, original method, 
based on sociometry, is suggested for choosing members of a work team among the 
workers in the company in which the projects work tasks should be done. 

Materials and methods

The subject of the research is the identification of strategic management’s new 
approach in the process of selecting managers in the service industry organizations of 
smaller scale and of entrepreneurial type, and a presentation of a case study of applying 
sociometry as a research method with that objective.

The problem of the research is practical application of the sociometric method in 
human resources management of an organization with the goal of appointing managers, 
and including this research method in the arsenal of methods for choosing managers 
from an organization’s internal resources.

The goal of the research was to identify the employee who represented ‘the favorite 
person’, that is, in the terminology of sociometry, ‘a leader’, in the sector of retail 
stores, who already had the integrity and respectability in the eyes of the workers and 
who positively influenced forming of relationships among the people within the group, 
and to appoint them manager.

General hypothesis (H) is: “By applying sociometry as a research method in human 
resources management we obtain precise data about potential choices for managers 
from internal resources, and about appointing them to a certain managerial function 
within the organization.

Also, particular hypotheses arise from the research: H1 – “By using the sociometric 
method it is possible to identify the state of interpersonal relationships within the 
researched social group, to precisely determine its cohesion or expansion, as well as 
the affective atmosphere index and group tension index, and to present the results 
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quantitatively.” H2 – the sociometric method gives the top management a clear picture 
of the subjects’ individual statuses within the researched group, based on which the 
top management can have the level of interpersonal relationships raised and group 
cohesion index improved.

During the research, analytical-synthetic method and the sociometric method were 
applied. An example of sociometric questionnaire as a technique for gathering data, 
and statistical method of data analysis in the form of calculating individual sociometric 
indices, quantitative presentation of results and graphic model of sociogram were 
presented.

The concrete research of the applications of sociometry for appointing managers was 
conducted in the one company in  Serbia which has five (5) agricultural pharmacies.

Candidate recruiting for management functions

The company where the research was conducted has five (5) agricultural pharmacies. 
The total number of employees is 42 direct executors. Mentioned company has a simple 
organizational structure.  Due to the increase of workload, a need for appointing a 
manager in the sector of retail stores (agricultural pharmacies) – 5 in total, with the total 
of 10 workers – arose. The entrepreneur wanted to appoint a manager (recruitment) 
chosen from the internal resources within the organizational unit. At the request of the 
entrepreneur, is conducted sociometric research as the primary method for choosing the 
manager, surveying 10 female workers, and the results were then used for appointing 
the manager.

The filling of vacancies begins with the process which is usually called recruiting 
(providing, attracting) human resources. It is the process of identifying and attracting 
candidates whose abilities, professional and personal skills meet the requirements of 
the currently filled vacancies or future jobs (Pržulj, 2011; Arsenovic et al., 2017).

When recruiting candidates, organizations must also take into account the factors 
which can influence a candidate’s job choice (White , 1961). For each individual, it is 
a very important life decision. In that situation, the individual is under the interactive 
influence of personal aspirations and characteristics (professional values, personal 
characteristics, needs, attitudes and similar) as well as under the influence of their 
impressions about the job and organization (real characteristics, the way in which the 
job has been presented, previous experience and the knowledge about the organization) 
(Pržulj, 2011). Candidate recruitment represents direct expression of the organization’s 
employment policy and strategy, and this activity reflects the management’s basic ideas 
and orientation regarding human resources. This is particularly visible in the answers 
to the following questions (Pržulj, 2011):

•	 What kind of people does the organization need?

•	 Which resources have the priority, internal or external?

•	 What is of primary importance when it comes to estimation?
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•	 Is the organization ready and how ready is it to invest in the future development 
of the employees, or is it looking for ‘readymade’ personnel; is the priority given 
to specialists or generalists?

•	 Which criteria will be used in the selection?

The advantages of choosing job candidates from internal resources over choosing them 
from external ones are:

•	 Knowing the candidates; motivational effect of the given chance for promotion;

•	 Candidates know the organization and its way of work well;

•	 Better use of the employees’ potentials due to using their abilities on other jobs 
as well;

•	 Higher reliability of estimation;

•	 Speed and lower costs;

•	 Feeling of belonging, and feeling that the company takes care of good workers.

Special attention is required when choosing and appointing a manager within a 
functional social i.e. organizational group, considering the newness of the position, 
power and authority, power to make decisions and assume responsibility for achieving 
the organization’s planned goals. The bearer of this ‘new role’, who was until yesterday 
at the same organizational level as others, assumes leadership under the hypothesis of 
having highly ranked personal skills and authority over workers, which should guarantee 
good relations among the people and the platform for achieving the organization’s goals.

However, it is hard to claim with certainty that choice will be ‘the right one’ if the relations 
among the members of the group, the existence of cliques, desirable and undesirable 
individuals, a potential ‘leader’ etc. are not identified. Conducting sociometric 
research in a social group provides, with precisely these results, thus also giving clear 
directions for identifying ‘the right manager’ within a group (organization), as well 
as showing the range of the existing interpersonal relations, attitudes and aspirations 
of individuals  (with their first and last name)  within a group, which represents a 
‘scanner’ of an organizational unit, and is the base for further study and redistribution 
of employees’ tasks and jobs, with a high degree of guarantee of company’s efficiency 
and effectiveness.

Sociometry is usually applied to social groups consisting of up to 40 members 
(subjects), where it can be successfully identified the socio-emotional relations within 
a group, as well as harmony or potential disharmony of interpersonal relations within 
a social group.

Great importance for this paper have the results obtained by sociometric research in 
terms of identifying a ‘leader’, individual suitable for a managerial position, person 
seen as a role model and similar (Rostampoor – Vajari, 2012). Results differentiated 
in this way give the ‘top’ management a clear picture enabling them to choose 
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candidates for positions in higher and middle management levels from the existing 
internal resources, with a high degree of approval among the subordinates of the newly 
appointed manager, which is an important precondition for successful functioning of an 
organization and achieving the set goals. Equally important are the findings about the 
sustainability and state of interpersonal relations within the social group (organization) 
that is being studied, which are also clearly presented by sociometric research and are 
an important constituent of employees’ organizational behavior.

The primary postulates of each sociometric research are considerations of methodological 
requirements in terms of defining (Maheshwari, 2011):

•	 sociometric criteria;

•	 choice of sociometric technique and instruments;

•	 distribution (display) of results obtained by sociometric research.

Selection of sociometric criteria

Depending on the goals and purpose of the sociometric research that is being conducted, 
one of the two kinds of criteria (social or intellectual) will be dominant. Considering 
the fact that the purpose of this paper is to present sociometric research whose goal is 
identifying the status of candidates for managerial positions in a functional organization 
or company with a smaller number of employees (up to 40 workers), most of the criteria 
will be from the domain of social criteria (about 70 %), and the rest from the domain of 
intellectual criteria (team work on certain tasks).

According to Jacob Moreno (Moreno, 1966), in order for sociometry to be fair it must 
satisfy the following conditions:

•	 data confidentiality – the data will not be publically disclosed because it is 
important for the subjects’ motivation,

•	 subjects’ motivation – the data can be used for the reorganization of the group in 
accordance with its members’ wishes,

•	 limited size of the group – if the group is too big, the relationships within it are not 
close enough and subjects exclude some members from their choice only because 
they do not know them well enough. Sociometric research only makes sense in a 
group that has a size of a class (about 30 and not more than 40 individuals),

•	 selection criteria must be utterly explicit. Questions must be clear and concrete, 
not ambiguous and multidimensional. 

When selecting sociometric criteria, it is necessary to make sure they are logical and 
that they apply to the activities which are important for the individual and for the group 
(organization) itself. In order for the results to be valid it is also necessary to meet 
the necessary preconditions when selecting sociometric criteria, first and foremost the 
following ones:

•	 the members of the group must share working space in real time (presence of 
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permanent communication and perception within the organization);

•	 the researcher or interviewer must be trusted by the entire group, and discretion 
must be guaranteed;

•	 the members of the group must know each other (at least for several months);

•	 when defining the criteria it is obligatory to precisely say how many individuals 
will be chosen and which population will be subjected to the research.

Considering the methodological  requirements,  it is clear that the sociometric criteria 
play the essential role in each sociometric research. They are a unique core, and 
choosing or rejecting group members depend on them (Ilic, 2013).

Sociometric research for the needs of the ‘top’ management of an organization will first 
serve to obtain the relevant results regarding appointment of managers in a functional 
work unit, as well as regarding the level of interpersonal relations in it. Sociometric 
criteria will be defined according to the context of that goal and presented through the 
following directions and questions (Petrović, 2015):

•	 questions concerning team work in some group activity (walk in nature, gardening 
tasks),

•	 questions for identifying the leader (“Under  whose leadership would you like 
to perform your activities at work?”. An example for the selection of manager 
in a financial sector: “Who would you like to do the company’s annual financial  
statement with?”.  An example for shop assistants in a shop: “Who would you like 
to work with in your shift?”),

•	 group members can make positive and negative choices for certain activities,

•	 the number of choices can be limited to the number of members (example: two 
positive ones and one negative).

Selection of sociometric techniques and instruments

Banđur & Potkonjak, 1999 say that sociometric method includes the use of testing 
and surveying techniques and the use of the following instruments: sociometric test, 
sociometric questionnaire and role-playing.

Moreno (Moreno, 1978) says that while conducting sociometric research the following 
methodological requirements should be taken into account:

•	 the group must be well defined and choosing and rejecting limited to the group 
members only;

•	 the subjects should be provided with unlimited number of choices and rejections;

•	 the criteria activities should be clearly defined so that they are understandable to 
all group members;

•	 the results obtained by sociometric questionnaire should be used for the group’s 
restructuring;
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•	 the subjects should be allowed to anonymously choose and reject, the other group 
members should not be informed about the answers (Ilic, 2013).

Sociometric questionnaire should contain questions that all the group members will 
be asked, each member should be asked to give opinion about everyone, to make their 
personal choice (giving first and last name), to say with whom they would like to 
participate in a real or imagined activity, but also to say with whom they would not like 
to. Also, two modified questions can be added to these questions, asking the individual 
to say who they think chose them in a positive sense and who chose them in a negative 
sense regarding the participation in the activities mentioned in the first two questions. 
These questions enable us to see if the subject knows their social status within the 
group.

The data regarding interpersonal relations within a group allows the “top” management 
to take adequate steps and measures for improving or consolidating interpersonal 
relations within the surveyed organization, which is also a benefit obtained by 
sociometric technique.

Distribution of the results obtained by sociometric research

In sociometry, there are two ways of distributing the obtained results (Moreno, 1996; 
Maheshwari, 2011):

•	 graphic (sociogram)

•	 quantitative (sociometric matrix)

Graphic display of the results obtained (Zakharchyn & Kosmyna, 2015) is a visual 
representation of all subjects on a sociogram, with marked  affinity directions (positive 
and negative) among the members of the group (organization) surveyed. Each member 
of the surveyed group is displayed with a specific mark (first and last name initials, 
numbers etc.). The direction of the choice made is represented by an arrow, a solid line 
with an arrow representing a positive choice, and a broken line with an arrow a negative 
choice, or rejection, of that group member. Graphic representation is only applicable 
in smaller organizations or organizational units with a smaller number of employees, 
because the results on a sociogram must be clear and easy to perceive.

Quantitative display of results is actually a mathematical model of sociometric matrix  
making, where the use of defined formulae gives us three types of results:

•	 individual sociometric index (the status of each subject within an organization);

•	 group sociometric index (it shows interpersonal relations and the status of a group 
within a bigger unit);

•	 the state of social relations and the level of their disharmony within an organization.

When making a sociometric matrix, positive answers are marked by (+), plus sign 
inside brackets, and negative ones by (-), minus sign inside brackets, after the mark 
designating a subject.
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The status of each individual within the group surveyed represents the Individual 
Sociometric Index, and it can be:

•	 positive selection status IS (+), and it is calculated using the formula: Do(+)  N-1

•	 negative selection status IS (-), and it is calculated using the formula: Do(-)  N-1

•	 positive expansion IE (+), and it is calculated using the formula: Da(+)  N-1

•	 negative expansion IE (-), and it is calculated using the formula: Da(-)  N-1

The meaning of the symbols in the formula:

N= the number of subjects within a group, Do(+) = the total number of the positive 
choices that the subject received, Do(-) = the total number of the negative choices that 
the subject received, Da(+) = the total number of the positive choices that the subject 
made, Da(-) = the total number of the negative choices that the subject made.

The indicators of the structure of relations within a group or a group’s position within 
a bigger unit represent the Group Sociometric Index, which can be expressed in the 
following way:

Group Expansion Index (GEI) = sum (+) / N,

where sum (+) = the sum of all positive votes, and N= the number of subjects, and

Group Cohesion Index (GCI) = R /Rm,

where R= the number of mutual choices within a group; N = the number of subjects; 
Rm = the number of possible mutual choices (Rm = N(N-1) / N (Petrović 2015).

The state of a group’s (organization’s) social relations and the level of their disharmony 
can be expressed in the following way:

Group Tension Index (GTI) = sum (-) / N,

where sum = the sum of all negative votes, and N = the number of subjects, or:

Affective Atmosphere Index (AAI) = sum (+)  (sum (+) + sum (-));

Where sum (+) = the sum of all positive votes, and sum (-) = the sum of all negative 
votes.

Higher value of GEI indicates better interpersonal relations within a group. Higher 
value of GTI indicates higher intolerance and unfavorable socio-emotional climate 
within a group. The value of AAI, if all the votes are negative, is zero.

Making a sociometric matrix is a far more complex process of analysis of the data 
obtained by sociometric research (Moreno, 1996), but it is necessary for a precise 
insight into the results which the ‘top’ management needs when making a decision 
regarding appointment of a manager. The best solution, if a surveyed group is not big, 
is to accompany a sociometric matrix with a graphic display in the form of a sociogram, 
which completes the picture regarding results.
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Research results

The sociometric research surveyed 10 female workers in 5 retail stores - agricultural 
pharmacies. The instrument used  for gathering data was a sociometric questionnaire 
containing two questions, i.e. sociometric criteria, adjusted to the goal of the research, 
those questions being:

•	 With whom would you like to work in the store? (write their first and last name) 
Give a reason.

•	 With whom would you not like to work in the store? (write their first and last 
name) Give a reason.

It was possible to give maximum two positive and two negative answers. 

The sociometric questionnaire was filled in individually, and the subjects were 
explicitly told that the results would not be disclosed to anyone but to the person who 
had requested the research.

In the sociogram, the subjects are marked by the initials of their first and last names, 
and they are marked by circles containing their initials (Figure 1.). The solid lines 
with arrows represent positive answers (desirable), and the broken lines with arrows 
represent negative choices. It is necessary to be very careful when it comes to making 
a sociogram and to how and with whom to use it (Jones, 2006). A sociogram should 
be simple and easy to use. Then it can be used successfully for estimation of different 
relations within a group – work team (Leung et al., 2006; Rostampoor – Vajari, 2012).

Figure 1.  Sociogram

Source: Own authors research

After the graphic display in a sociogram, the obtained results were represented in a 
sociometric matrix (Table 1.).
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Table 1. Sociometric matrix
CHOSEN

Initials of respondents A.P. S.M. P.N. J.O. M.I N.D. G.R. C.Lj. B.S. P.D.
A.P.      -      +      -
S.M.      -      +      
P.N.     -      +
J.O.      -      +
M.I.     -      +
N.D.      -      +
G.R.      +
C.Lj.     -      +      +
B.S.     -     +
P.D.       -     +      +

CHOOSES
COLLECTIVE RESULTS

Got positive Do(+) 0 0 1 1 2 0 1 0 6 1
Got negative Do(-) 1 1 2 2 1 1 1 0 0 1
Give positive Da(+) 1 1 1 1 1 1 1 2 1 2
Give negative Da(-) 2 1 1 1 1 1 0 1 1 1

Leadership index Lx 1 1 2 2 3 1 2 2 7 3
Rejection index Ex 3 2 3 3 2 2 1 1 1 2

Lx = Do(+) + Da(+)       Ex = Do(-) + Da(-)

Source: Own authors research

Based on the data obtained  from the sociometric matrix, the subjects can be grouped in 
sociometric status groups (Table 2.).

Table 2. Classification of respondent in groups of sociometric status

Groups of sociometric 
status

Score of positive 
choice

Score of negative 
choice

Score of social 
preference

Score of social 
influence

Popular > 0 < 0 > 1
Rejected < 0 > 0 < -1

Controversial > 0 < 0 > 1
Neglected < 0 < 0 < -1
Average

- not belong to the specified scores

Source: authors adapted by (Ilic, 2013)

The quantitative representation of results gives us the values of the Individual 
Sociometric Index (Is) – positive Is (+) and negative Is (-) – and the values of the Group 
Sociometric Index, i.e. the Group Expansion Index (GEI), the  Group Cohesion Index 
(GCI) as well as the indexes indicating the state of interpersonal relations and the level 
of their disharmony within a group: the Group Tension Index(GTI) and the Affective 
Atmosphere Index (AAI). The results obtained are represented in Table 3.
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Table 3.  Results of sociometric indexes

Initials of 
respondents

Positive elective 
status
Is(+)

Negative elective 
status
Is(-)

Positive 
expansiveness

Ie(+)

Negative 
expansiveness

Ie(-)
A.P. 0,11 0,11 0 0,11
S.M. 0 0,11 0,11 0,11
P.N. 0,11 0,22 0,22 0,11
J.O. 0,11 0,22 0,11 0,11
M.I. 0,22 0,11 0,11 0,11
N.D. 0,11 0,11 0,11 0,11
G.R. 0 0 0,11 0,11
C.Lj. 0 0 0,22 0,11
B.S. 0,67 0 0,11 0,11
P.D. 0,11 0,11 0,11 0,11

Source: Own authors research

Based on the results obtained it can be concluded that the values of the sociometric 
indexes are:

GEI = 1.10, GCI = 0.22, GTI = 1, AAI = 0.55, R = 2; Rm = 9; N = 10; sum (+) = 12; sum (-) = 10

Discussion

Considering the goal of the research, it can be concluded that the subject B.S. is the best 
person to be appointed manager in the company. Based on the research, the subject gets 
the title of a ‘leader’ or a popular person. Reasons: the value of the Leadership Index 
(Lx)  for  B.S. is 7,  which is a far higher index value than the index value of the person 
immediately after them (3), and the rejection index (Ex) is 1, which does not surpass 
the average Ex of other subjects within the group.

We also identified undesirable (rejected) subjects, who got two negative points, P.N. 
and J.V., but considering the small index value it can be concluded that it is not a 
prominent characteristic of the individuals within the group nor of the group itself.

Based on the mutual choices, we revealed ‘cliques’: J.O. and B.S.; and P.N. and P.D. 
Considering the fact that according to the results B.S. should be appointed manager, it 
is to be expected that, if she can personally name them, her assistant or her substitute 
will be J.O.

There are no ‘abstainers’ within the group. The results show that there are no persons 
whom the others chose and who did not choose others.

Mutual rejection or mutual hostility was identified between P.N and J.O. because they 
gave each other negative votes.

Unreciprocated choice was revealed between B.S and A.P. A.P. chose B.S. but B.S. 
rejected her. The conclusion is that B.S. has had some negative experience with and has 
some negative opinions concerning A.P., and A.P is not aware of that.
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Conclusion

Some of the forms of expressed classifications according to the sociometric results can 
be presented in the following way:

•	 The popular ones (leaders) – members who have at least 13 or more positive 
votes. This information is the most important for the “top” management and for 
this paper.

•	 The rejected ones – they choose others, but for others are a negative choice;

•	 The unpopular ones – members who have 13 negative votes;

•	 The abstainers – they do not choose others, but others choose them;

•	 The lonely ones – nobody chooses them and they do not choose anyone;

•	 Mutual attraction or mutual rejection – when two members choose each other as 
a positive choice (attraction) or as a negative choice (rejection).

•	 Unreciprocated choice – when one of the subjects chooses another as a positive 
choice but the other one chooses them as a negative choice.

Based on the conducted research, personal experience and data from literature 
(Rostampoor – Vajari, 2012) it can be concluded when it is necessary to use sociometry:

•	 When it is necessary to study group relations which could disable people from 
achieving good work results,

•	 When it is necessary to move one’s own organization from isolated work units to 
collaborative groups,

•	 When we want to strengthen work teams working in specific situations,

•	 When it is necessary to identify and solve the problems of group conflict, trust 
and identity,

•	 When we want to develop behavior suitable for our ideal work culture,

•	 When it is necessary to integrate consideration, feeling and action in business 
relations,

•	 When it is necessary to free informal leadership abilities within one’s own 
organization.

The results presented in this paper and their description represent the starting base 
and directions for a possibility of a broader application of sociometric research in the 
service of appointing managers in each organizational unit by the “top” management 
whose philosophy is to choose personnel from internal (their own) resources. In this 
way the established hypothesis is confirmed. 

The conducted research and the obtained data confirm the general hypothesis (H) and it 
can be concluded that “by applying sociometry as a research method in human resource 
management we get precise data about the potential choice for managers from internal 
resources”.  The implementation of sociometry as a scientific method which modern 
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strategic management should use to see the level of interpersonal relationships in their 
organizations and organizational units in order to improve them (which is the basic 
precondition for achieving goals and increasing the organization’s efficiency) represents 
the confirmation of both particular hypotheses (H1 and H2). Quantitative representation 
of the results concerning individual and group indices gives us a clear picture about each 
individual and about the group as a whole and all relationships that function within it.

It should be also mentioned that the research presented in this paper is one of the 
‘pioneering’ attempts at a broader application of the sociometric method in human 
resources management with the aim of appointing managers in an organization, 
considering the fact that this technique is very often used in pedagogical research. In 
Serbia, as well as in the wider region, this is the first research of this kind.
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