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Introduction

Org Charts Can Be More Than Name and Title

We're not being dramatic: The org chart is the bane of many HR
leaders’ tasks. The thought of creating a simple org chart with accurate
names, titles, and reporting lines can be enough to send your HR

team into a spiral. This is because the vast majority of HR teams are
spending hours manually creating their org charts by drawing boxes
and connecting lines in presentation software like PowerPoint or Visio.

Although many HR teams have historically struggled to create org
charts, they undoubtedly serve a purpose. By visually representing your
organization in an org chart, hiring managers can spot gaps on their
team, lower-level employees can chart career plans, and leaders can
strategically plan for the future.

In recent years, software solutions like OrgChart have come to market
to help automate org chart creation so you can have a real-time,
accurate visualization of your structure and employees. However, a
chart with names and titles is just the beginning. With the right org
chart software, you can customize your org charts to display important
information, such as salary, span of control, employee performance,
and more. Given that 91% of professionals believe visuals communicate
better than text according to Canva’s report, “Ihe state of visual
communication 2025 viewing critical HR information in a visual org
chart can help audiences better digest and analyze data and ultimately
make better strategic decisions.

OrgChart

In this report, we've compiled 10 examples of powerful org charts that
go beyond name and title to communicate HR information traditionally
represented in difficult-to-understand charts or spreadsheets. These
org charts, which were all created in OrgChart, visually represent critical
business information so users can easily grasp complex topics and
make informed choices.

“The company org chart has evolved. Today’s HR leaders
want org charts that give them access to detailed
employee and position data so they can shape tomorrow’s
organizational strategy.”

Tom McCarty
OrgChart CEO


https://theorgchart.com/
https://www.canva.com/visual-communications-report/?lid=4vvqnb6rb93h&utm_source=braze&utm_medium=email&utm_campaign=email_schedule_engagement_sovcreport_250910&utm_content=b2b_dg_global-gen_acquisition_pro_rep_2025-state-of-visual-communication
https://www.canva.com/visual-communications-report/?lid=4vvqnb6rb93h&utm_source=braze&utm_medium=email&utm_campaign=email_schedule_engagement_sovcreport_250910&utm_content=b2b_dg_global-gen_acquisition_pro_rep_2025-state-of-visual-communication

Chart 1: Location

Plan for RTO, Office Visits, and Expansion

An org chart that shows employee location may seem
straightforward. However, when you consider return-to-

office planning, expanding to a new office location, or

simply planning for an executive to visit a different office,

the location org chart is incredibly effective.

Here, we've color-coded employees in different office
locations with flags, and highlighted employees in the
London office, where an executive may be visiting or

where you might be considering opening a new office.

Org

Kris Kendall

Director, Information
Systems




Chart 2: Headcount

Keep Track of Target and Actual
Headcount Numbers

It may come as a surprise that many HR leaders don't
know how many employees are in each department.
They may know their organization’s total headcount,
but they aren’t aware of how many employees are in

marketing, for example.

This chart shows an organization’s people leaders, how
many employees are in their current headcount, and
how many are in their target headcount. Any manager
that is below their target headcount has this field
highlighted in green while managers that are above
their target headcount have this field highlighted in red.
These simple red and green visual cues allow readers

to easily focus on areas that may need attention.

Lori Greener
Director, Operations

Headcount: 12

Target 6

O

Chris Dunn
CcFO

Headcount: 12

Target 30

1 9
<«»

Stephen Harris Amanda Wagner
Associate Manager Sr. Manager, US Payroll
Headcount: 4

Target 5

Simone Dufour
Manager, Accounting
Services
Headcount: 6
Target 7

OrgChart

s

Martin Sullivan

Chairman & CEO
Headcount: 89
Target 170

Exec Secretary

Cameron Rogers

@« P

Lisa Weil Penelope Parker Gary Finley
SVP, International VP, Human Resources SVP, North America VP, Marketing
Headcount 21 Headcount: 6 Headcount: 28 Headcount: 20
Target 30 Target 12 Target 38 Target 35
Samuel Peers Glen Jacobson Clair Patricks Lori Greener Jeet Merchant
Associate Manager Manager, Product Manager Benefits Director, Operations Manager, Marketing
Headcount 7 Headcount: 12 Headcount: 9
Target 10 Target 6 Target 5
Kris Kendall Ana Spiridonova
Director, Information Director, Benefits
Headcount 4 Cheryl Drake Patrick Monroe
Headcount: 12 Target 15 Director, Purchasing Director, Marketing
Target 22 Headcount: 15 Headcount: 10

Target 20 Target 14



Chart 3: Span of Control & |

Analyze Efficiency by Highlighting
a Manager’s Direct Reports

Headcount is not the only metric that should matter to
an organization. Today, leaders are being pressured to
run lean organizations. This means they need to ensure
that no manager has too many or too few direct reports

in their control.

McKinsey has published guidance that the ideal span of
control is between 3 and 15, depending on a manager’s
role. It is not recommmended for a people manager to
have a span of control of two or fewer employees.
Based on that, in this chart, we have called out any
manager that has a span of control of two or less in red.
However, we have also included their target headcount
SO we can accurately assess whether this metric is
likely to stay red in the future. Additionally, we have
highlighted any manager with a span of control of five
or more in yellow because they may be at risk of being

overburdened.

Patrick Monroe
Director, Marketing
Marketing

Span Of Contro 2

Headcount: 11

Target Headcount : 14

_

Martin Sullivan
Chairman & CEO
Executive

Span Of Control:
Headcount:
Target Headcount :

Jessica Brando

OrgChart

Exec Secretary
Executive
[ I I ]
Chris Dunn Penelope Parker Cameron Rogers Gary Finley Lisa Weil
CFO VP, Human Resources VP, Marketing SVP, North America SVP, International
Finance Human Resources Marketing Operations Technology
Span Of Control: Span Of Control: 4| | 'span Of Control: 4| | 'Span Of Control: 4| | Span Of Control: 4
Headcount: 27 | | Headcount: 12| | Headcount: 36 Headcount: 39 | | Headcount: 2
Target Headcount : 30 | | Target Headcount : 12 | | Target Headcount : 35 | | Target Headcount : 38 | | Target Headcount : 30
Glenda Frampton Anna Nishanova Patrick Monroe Cheryl Drake Craig Badger
Corporate Controller Manager, Recruiting Director, Marketing Director, Purchasing Director, Engineering
Finance Human Resources Marketing Operations Technology
Span Of Control: 7| | span Of Control: 3 Span Of Control: 7| | span Of Control: 3 Span Of Control: 2
Headcount: 16 | | | Headcount: 4 || | Headcount: 1 Headeount: 15 Headcount: 8
Target Headcount : 14 | | | Target Headcount : 0 || | Target Headcount : 14 | | | Target Headcount : 20 | | | Target Headcount : 10
Simone Dufour Clair Patrick Tom Chang Jim Kris Kendall
Manager, Accounting Services Manager, Benefits Director, Public Relations Director, Facilities Director, Information Systems
Finance Human Resources. Marketing Operations Technology
Span Of Control 5 2 Span Of Control: 3 | || span Of Control: 3 Span Of Control: 2
Headcount 6| |Headcount: 3 Headcount: 14 | | | Headcount: 10 a :
Target Headcount : 7 || | Target Headcount : 3 Target Headcount : 15 | | | Target Headcount : 15 | | | Target Headcount : 2
Amanda Wagner Ana Spiridonova Jeet Merchant Lori Greener Glen Jacobson
Sr. Manager, US Payroll Director, Benefits Manager, Marketing Director, Operations Manager, Product
Finance Human Resources Marketing Operations Technology
Span Of Control: B3 Il [5pan Of Control: Span Of Control: 3 | || span Of Control: 3 Span Of Control: 2
Headcount: 4| | Headcount: 4 Headcount: 9| | Headcount: 12 Headcount: 7
Target Headcount : 5| | Target Headcount : 15 Target Headcount : 5| | Target Headcount : 6| | Target Headcount : 10
Amanda Wagner Vacant Vacant Ned McDougal
Sr. Manager, US Payroll Marketing Manager Manager, Purchasing Analyst
Finance Marketing Operations Marketing
Span Of Control: 3
Headcount:
‘Target Headcount :



https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/how-to-identify-the-right-spans-of-control-for-your-organization
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Chart 4: Employee P

Visualize Your Team’s Performance

Glenda Frampton
Corporate Controller

Imagine being able to look at a team’s performance

metrics with their faces next to their data. It's wonderful Leadership Potential: Flyer

to be able to analyze 9-box metrics alongside o Promotability: Possible

engagement scores, but putting a face next to this Engagement Score: 2
data reminds you of the people who sit behind the

scores. Human resources is becoming an increasingly

. —
data-driven role, but you never want to forget about the e
oS
N,
. A . 4 Leadership Potential: Flyer
individuals who contribute so much more than numbers S bomowbiy:  Possile
Engagement Score: 2
to your team.
Alison Fireside @ o Ai Su @
Manager, Finance Recruiting | Manager, Corporate Finance
Leadership Potential: Climber ¥ _ Leadership Potential: Flyer
Promotability: High Promotability: High
Engagement Score: 1 Engagement Score: 2
Gary Feeney H = Manish Sehgal HH ' Janet Porter H
Senior Analyst - Analyst & @ Budget Analyst
Leadership Potential: Flyer - Leadership Potential: Climber i Leadership Potential: No
Promotability: Immediate Promotability: Immediate Promotability: High
Engagement Score: 3 Engagement Score: 5 Engagement Score: 3
\ Casey Cox @ A Manish Merchant @ Ren Kong @
| *, Senior Analyst be Budget Analyst il Budget Analyst
AN  Leadership Potential: Flyer N Leadership Potential: No Leadership Potential: No
Promotability: Immediate Promotability: Immediate Promotability: Immediate
Engagement Score: 2 Engagement Score: 2 Engagement Score: 4
Carla Hefner @
| Analyst
Leadership Potential: No
Promotability: Low

Engagement Score: 4
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Chart 5: Employee Details

Display All Your Team’s Information
in One Chart

Andy Cunningham

To truly analyze a team’s dynamic, you must gather Analyst

Analyst

all of your team’s information in one central location

This chart includes a team’s performance information Promotability: Immediate Headcount: 1
Risk of Loss: Medium Low Span of Control: 0

alongside headcount and span of control information. Engagement Score: 4 Salary Grade: 18

We have also indicated which employees are
consultants and part-time employees with respective

flags in the upper right hand corner of their boxes. ® e

Directo, Operatons.

Director, Operations
Promotabity: Low. Headcount 12
Risk of Loss: Low Span of Control: 3
Engagement Score: 3 Salary Grade: 20

If this is an example of a successful team, a good use o ——— =

for this is to show this chart to other managers as e e - A o

ik of Loss: N/A ‘Span of Control: 2. Risk of Loss: High ‘span of Control: 3 Riskof Loss: High Span of Contro

g u |d ance fo r h ow to structure th e| r teams. EngagementScoe: 2 Saay Grade: 19 Engugement e 5 Saary Grade: 19 Ergogement Seore 4 fiaviet

Lena Sedova
Christopher Lee Andrew Bessonov Jacob Doucet: ‘Andy Cunningham Continuous Improvement
Analyst Analyst Analyst Analyst Lead
Analyst Analyst Analyst Analyst Continuous Improvement Lead
Promotabity: Possivle Headcount: Promotabity: High Headcourt: 1 Promotabity: High Headcount: 1 Promotabity: Immediate Headcount: 1 Promotabity: High Headcount:
Risk of Loss: Medium High  Span of Control: 0 Risk of Loss: Low Span of Control: 0 Risk of Loss: Medium Low  Span of Control: 0 Risk of Loss: Medium Low  Span of Contro: 0 Risk of Loss: Medium Lo Span of Contro: 0
Engagement Score: 3 Salary Grades 18 Engagement Score: 1 Salary Grade: 18 Engagement Score: 5 Salary Grade: 18 Engagement Score: 4 Salary Grades 18 Engagement Score: 1 Salary Grades 18
Danny Farman Lori Black Sarah Shroff
Analyst Coordinator Analyst
Analyst Coordinator Analyst
Promotabity: Possitle Headcount: 1 Promotabity: Possible Headcount: 1 Promotabity: High Headoount: 1
Risk of Loss: Medium Span of Controk: 0 Risk of Loss: Medium Span of Control: 0 Risk of Loss: Medium High  Span of Control: 0
Engagement Score: 1 Salary Grade: 18 Engagement Score: 3 Salary Grade: 18 Engagement Score: 3 Salary Grade: 18
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Chart 6: Pay Equity

Break down DEI Metrics by Manager ( )

Chris Dunn

CFO
Viewing diversity, equity, and inclusion metrics on an Finance

org chart can provide HR leaders with additional context Average Female Salary: $96,000
Average Male Salary: $61,250
Average Nonbinary Salary: -
threshold to highlight any manager whose team is

made up of more than 60% of one gender — either Percentage Male : 36.4%
Percentage Nonbinary: 0%

to their team’s makeup. On this chart, we have set a

male or female. We have also calculated the average
female and male salaries of managers and colored the

text of the average salary for any manager that is more

than 40% higher than the company’s average salary. oo to.

Executive

Average Female Salary: $59,356
In this case, this department has a large percentage of A e i

Percentage Male : 50.0%

females in leadership positions, so the average female At -

Executive

salary is higher than the company’s overall average. { e Seoeony ’

Chris Dunn Penelope Parker Cameron Rogers Gary Finley
cFo VP, Human Resources VP, Marketing SVP, North America
Finance Human Resources Marketing Operations
Average Female Salary: 595,000 | | | Average Female Salary: $58,800 | [ Average Female Salary: $48,333 Average Female Salary: $54,100
Average Male Salary: $61,250 | Average Male Salary: 438,000 | | Average Male Salary: $55,526 || Average Male Salary: 451,529
Average Nonbinary Salary: - | | | Average Nonbinary Salary: $59,765 | | Average Nonbinary Salary: $58,000 | | Average Nonbinary Salary: $56,379
Percentage Female: 41.7% | | Percentage Female: 41.7% Percentage Female: 513%
Percentage Male : 36.4% Percentage Male : 50.0% | | Percentage Male : 52.8% Percentage Male : 43.6%
Percentage Nonbinary: 0% Percentage Nonbinary: 8.3% | | Percentage Nonbinary: 5.5% Percentage Nonbinary: 5.1%
Lisa Weil
SVP, International
Technology
Average Female Salary 560,818
Average Male Salary: $52,125 )
Average Nonbinary Salary: -
Percentage Female: 39.3%

Percentage Male : 60.7%
Percentage Nonbinary: 0%
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Chart 7: Position Budget

Identify Employees Above Their Position’s
Cost Band

Director of Treasury
$ 186,970 USD

Another way to analyze salary is by position. For
example, you likely have data for employee salaries and Anthony Martin
also have salary bands for your positions. This chart $ 213,000 USD

shows all this data in one place— individual employee

salaries and what the maximum salary is for each
position. We have highlighted any positions where

employees are above the salary band in red and we ° ememm

W Over Cost Band Mid

have highlighted any positions where employees are

above the midpoint of the salary band in yellow. The M m m
. . . . Ruth White 2o 000USD) John Andersson Kavita Yang ‘William Jackson
yellow positions indicate that employees are reaching om0 D sbaono s = oo o s

the threshold. : istic FY——

Science
$ 192,039 USD

Lisa Weber Anthony Martin

Yuki Thomas $ 165,000 USD $ 213,000 USD.
. e . . $ 155,000 USD
In this position-based chart, you will also notice that we T —
$ 184,944 USD Director of Marketing & Growth eople Ops
H +i i i Engineering $ 186,469 USD 87 USD
Ingrid Martin
have included the max salary for a vacant position, and tid Marin $ 19497 USD S— gy T
Ingrid Gonzalez $ 222,000 USD $168,000 USD $ 180,000 USD
. .y . $ 181, S|
grouped employees with the same position title, Data VP Business Sl
> Operations Data Analyst VP Financial Director of Learning
. $199,029 USD Director IT $ 412,441 USD Planning $ 19, ISD
Analyst, into one box. Monika Martines Christopher Lee 5 206962 USD PeE—
4 149,000 USD Priya Persson $ 137,000 USD $167,000 USD
$ 156,000 USD

$ 154,000 USD
Gerhard Dubois

Director of Legal $194,000 USD
195,708 USD Director Security

s i 5D i Angali Nilsson

Linda Wu : $147,000 USD

$ 255,000 USD

Paul i
§ 213,000 USD
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Chart 8: Time i

Surface Relevant Position Data 0/1 11
Manager - Data Science Director Security

If an employee is beyond their position’s salary threshold,

it may be a good indicator that they are ready for a don Paul Schneider

new role. Another indicator is how long they have been Vacant " Time in Position: 6.5

CTO

in their current position. In this chart, we have added a

calculation for how long each employee has been in
17 17 17

thelr pOSlthﬁ and hlghllghted any tha-t ha\/e been |n thell’ Director of Data Science Director of Engineering Director IT Director Security

Yuki Thomas Ingrid Gonzalez Priya Persson Paul Schneider
Time in Position: 7.6 Time in Position: 7.1 Time in Position: 6.5

position for more than 3 years. We have also highlighted

any position vacancies to see if there is a position that 10 10 10 10
Big Data Architect Senior Mgr - Engineering Principal - IT Infra Mgr - Product Security
One of these employees Can eas”y move ”’Tto Takeshi Nakamura Carol Reddy Liv Martin Richard Mueller
0/1 17 1M 1M
Manager - Data Science Manager - Engineering Lead - IT Infrastructure Lead - Product Security
208 Juana Mueller Francisco Davis Heinz Kumar
Vacant

171
Principal - Prod Secu...

17 1M
Manager - Data Science Manager - Engineering

Erika Meyer Kenji Lee Liu Gupta Maj Hernandez
Time in Position: 5.6

Time in Position: 5.5

1n 1M 1M 1M
ML Team Lead Manager - Engineering Lead - IT Infrastructure Sr Mgr - Prod Security
Huang Taylor Sven Clark Erik Johansson Manuel Petit
117 1M 1M

LLM Team Lead Senior Mgr - Engineering Principal - IT Infra
Gisela Zhang Chen Lopez Arjun Liu

1M 1M
Al Product Manager Principal - Engineering

Francisco Robert Daniel Nair
Time in Position: 4.9
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Chart 9: The M&A Plan

View Your Combined Structure

Org charts don't have to be limited to information
that is in your HRIS. If you are planning a merger or an
acquisition, it is useful to view the structure of your joint

organization.

In this example, we color-coded each company.
Employees in purple boxes work for the parent
company while employees from the acquired company
are in green boxes. We have the CEO of the acquired

company reporting to the CEO of the parent company.

Taking a look at this chart, we can see the parent
company has a decent amount of contractors indicated
by a yellow flag. With the acquired company, we may
want to move some of their employees into those
positions. A joint chart like this can streamline planning

for that process.

Eliot Metzger

GM/SVP, Content & Services

Abigail Brando
Exec Secretary

Gary Finley
SVP, North America

[ SRy

HR Generalist IIl 1

Direx ‘ Pb\ RH

Va unl(Op n) 2

Charles Iceland
Jeet Merchant

Manager, Marketing

Executive Assistant

Clair Patrick
Manager, Benefits

Kris Kendall
Director, Information Systems

Glenda Frammon

Cheryl Drake

Pauline Dinh
SVP, SW Engineering

L_JL__J L

Ana Spiridonova
Director, Benefits

I
1
1

Glen Jacobson
Manager, Product

Alisor Flrnld

Manager, Finance Recruiting

Jim
Director, Facilitie:

Vacant
Marketing Manager
Andi Chang

VP HW Engin

Marga ms.n
GM/SVP, Devi

Metzger

GM/SVPC ntent & Sen

Ellnbmna h -Ahern

Ariana Alisjahbana
Chief Marketing Officer

Ronald Esposito
SVP & General Counsel

Amanda Wagner

i
| Sr.Manager, US Payroll2 | 7}
i i

i
L

M J L J L

Ned McDougal
Analyst

- |
]
o

Lori Greener
Director, Operatior

Amanda Wagne: <
Sr. Manager, uspyuz [

|
L
I
i
L

l
|
|
-]
e )
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Chart 10: Yo

Stay Equipped for Strategic Change

Manager - Data Science

Org charts are a wonderful tool to gain insight into Data Science

a3

your current structure, but they can also be used to
visualize your future plans. Today, 97% of HR leaders

use spreadsheets for future organizational planning,

. Spreadsheets are useful for data analysis, but

not necessarily for visualization. You can use an org

chart like the one below to experiment with different

organizational structures.

In this chart, we have used icons to indicate positions

that have been removed in this plan (red X), positions

that have been added (green+), positions edited (yellow

pencil), and positions with a new employee (blue

arrows). With these visual cues, it is easy to see what

has changed from the status quo and analyze if this is a

good move for your organization before it is committed

to record.



https://theorgchart.com/resources/state-of-hr-visibility-report-2025/
https://theorgchart.com/resources/state-of-hr-visibility-report-2025/
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Conclusion

Your organization has a wealth of HR data across a Here are some ways your team can leverage org charts to enhance
multitude of platforms. Instead of viewing this data in your decisions, however, with all of your HR data in one place, your
text-heavy tables or complicated graphs, you should possibiliies are truly endless.

view it in a structure you understand: The org chart. ' Strategic Planning Exercises + DEI Planning and Analysis
With the right org chart software, you can bring your people and v gr?én:r?;f/:iion Planning /' Employee Onboarding
position data together in one place and analyze trends that impact +/ Succession Planning

your organization’s present and future performance. The examples v ge?/?sv%zr Performance

shown in this guide were all created in OrgChart, the leading org chart
automation solution. OrgChart integrates with 50+ HR systems, so you
can automate your org chart creation and always keep it up to date.

In OrgChart, you can connect multiple data sources, such as your
Applicant Tracking System or Performance Management System, “We chose OrgChart because of the ability to easily get

and color-code, highlight and filter information. our employee data into the system and not just create

. S o _ a simple org chart but also create a set of functional
With accurate visualizations of your organization, your teams will be

reporting org charts that provide valuable insights into
our employees. This allows us to easily track gender ratios
and salary breakdowns for each department.”

empowered to take decisive strategic actions.

Jay Requarth
Director of IT,
Makino
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About OrgChart

OrgChart is the leading org chart automation
and workforce planning solution built for HR .
professionals.

@  CompanyOrgChart i &

Standard Photo v

With direct integrations to more than 50 HR systems, OrgChart
enables you to instantly create org charts using employee and
position data fromm multiple sources. Enhance your organizational
visibility with an always-accurate org chart and strategically plan for
the future with position-based planning capabilities that track KPIs
and surface key insights. Visit www.theorgchart.com to learn more.

Ready to Enhance Your Org Charts?
Book Your Personalized Demo Today »


https://theorgchart.com/get-started/?utm_campaign=35066382-oc_engagement_case-studies_marketing_2026&utm_source=product-guides&utm_medium=shared-docs&utm_term=get-started-demo-page&utm_content=beautiful-design-product-mtk-guide

