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Transparency is about more than compliance; more and more companies are openly sharing 
information about their company with workers and other stakeholders as a means to promote 
accountability, engagement, and trust. 

This guide will outline steps your company can take to become more transparent and highlight 
companies that have reaped the benefits of transparency. Specifically, you will:

1. Learn about the value of transparency and how to communicate it to (potentially 
hesitant) decision-makers

2. Identify the options and right fit for with what, to whom, and how to be transparent, 
including how to communicate information effectively to relevant stakeholders

3. Implement financial transparency with your employees as a way to drive engagement 
4. Get the most out of your transparency efforts
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There are a number of benefits to becoming a more transparent company, although many companies and 
individuals will be initially hesitant to do so. The first step in considering how to become more 
transparent is to understand both the benefits and potential risks of doing so. This can be used to lead any 
conversation with key decision-makers when thinking about a transparency initiative.  

Transparency on particular issues is regulated by law in some circumstances; in others, it is 
dictated by business norms or done as a voluntary method of differentiation for a company.  

The types of information that an organization decides to make transparent could include, but is 
not limited to: financial information and performance, ownership and related entities, product 
ingredients or input materials, corporate social and/or environmental impact, workforce 
demographics and data (satisfaction / retention), supply chain info, or charitable partners.

Organizations may also choose to make information selectively transparent only to certain 
stakeholders, such as to employees or shareholders. 

 An Introduction to Transparency

Transparency
(noun)

the open disclosure of information, rules, plans, processes, and actions to relevant 
stakeholders (Source: Transparency International)1

Getting Buy-In: The Value of Transparency
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Our take on radical transparency is definitely something that 
people here in Indonesia aren't used to and don't know how to 
react to. We've been working within our industry to try and 
encourage other agencies—and individual workers in the 
industry—to embrace transparency. It's something that we talk 
about with clients, too, because it creates a sense of trust and 
accountability in all of our relationships.”

- Samantha Barrett, Managing Director at Percolate Galactic (Certified B 
Corp since 2016)

“
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Identifying the benefits.

Depending upon the information your organization makes transparent, the specific benefits will vary. 
There are however, a few common themes, both in terms of business value and impact. It can lead to 
increases in: 

Transparency Type Common Benefits

Financial Information Can be shared directly with employees to drive productivity and a sense of 
shared responsibility

Ownership Can prevent company corruption issues by demonstrating who owns, and thus 
who benefits financially, from the company

Social or Environmental 
Impact 

Can be used to solicit feedback from interested stakeholders to identify 
priorities on most material issues 

Workforce Diversity and 
Retention 

Can be used to attract a talented workforce and demonstrate the values of the 
company to other stakeholders

Suppliers Can be used to acknowledge and minimize supply chain risks and create more 
authentic and informed connections between customers and the products 
they purchase

In a 2016 study focused 
on transparency in 
product labelling, 94% 
of American 
consumers indicated 
they are likely to be 
loyal to a transparent 
company, and 73% 
indicated they would 
be willing to pay more 
for transparency.2

Altogether, companies that pursue a policy of transparency can differentiate themselves from companies 
who are less transparent, demonstrating leadership in a growing business trend and a commitment to 
quality, ethics, and inclusivity.

For a list of more specific benefits derived from different types of transparency, see the chart below. 

● Trust. Companies who openly share information 
can be regarded as more trustworthy and having 
“less to hide.”

● Inclusion. Making information accessible to a 
wider array of stakeholders demonstrates that a 
company values and considers its impact on 
these stakeholders.

● Engagement. Sharing information can be used to 
engage relevant stakeholders, including workers, 
to improve learning opportunities for the 
organization and potentially enhance 
productivity.

● Accountability. When information is shared, both 
workers and leaders within the organization can 
hold themselves more accountable to produce 
positive performance.
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Managing the risks.

There’s no doubt that, despite the benefits, transparency comes with certain risks as well, mostly 
around the sensitivity (and legality) of sharing certain information and the reputational concerns of 
sharing outcomes that might not be ideal. It is critical to address these concerns prior to implementing 
transparent practices. 

In order to identify and manage the risks of transparency:

● Have an understanding of what you might be required to make transparent, as well as what you 
might not legally be allowed to share. For example, some companies in the United Kingdom are 
required to make a “strategic report” available to stakeholders, but may not be allowed to collect 
certain workforce demographic information. Consult a lawyer or another expert in your 
jurisdiction to help navigate the particular rules that might apply to your company if you are 
unsure. 
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Impact Snapshot: Approaches to Transparency

Rivanna Natural Designs
(Certified B Corp Since 2011)

Rivanna Natural Designs, a small manufacturer of sustainable plaques and awards, makes 
their governance structure available on their website, including their corporate form, and the 
individual owners of the company. They also include a statement about why transparent 
governance is important to them and encourage other businesses to do the same.3

Etsy
(Certified B Corp Since 2012)

Etsy, an online marketplace that operates globally and is based in New York, has prioritized 
diversity and inclusion efforts within the organization and its industry. In order to do so, they 
have made their workforce demographic information transparent, as well as updates on their 
policies and practices in order to improve their performance over time.4

Patagonia
(Certified B Corp Since 2012)

Patagonia, the outdoor apparel company, makes the source of all their manufactured goods 
transparent through its “Footprint Chronicles.” Each product on their website links to 
information about the suppliers that were involved in the production of that product, 
including a description of the company, their size and location, as well as their gender mix.5

https://www.bcorporation.net/community/rivanna-natural-designs-inc
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● Ensure confidentiality. If information is being shared with employees, they should always be made 
explicitly aware of sensitive or confidential information and trained on the expectations 
surrounding this information. If your company grants access to records electronically, editing 
abilities should be limited to the appropriate personnel (and consider frequently updating 
passwords). 

● Get permission. Prior to making anything transparent, consider the people involved and in the case 
of sensitive information, always be sure to receive consent. This might be particularly relevant when 
it comes to workforce demographics or salaries, as well as supplier information. 

● Be authentic and accurate. When it comes to reputational concerns about sharing information that 
might not always be “good news”, keep in mind that people are generally more lenient when a 
company recognizes its mistakes voluntarily. In order to manage this, consider sharing plans of 
action and other targets to address the potential concerns proactively or using the information to 
start a dialogue to solicit ideas, feedback, and potential solutions]. 

● Provide context. In order to avoid information being misused or misinterpreted, be sure to provide 
the additional context around why the company is being transparent as well as what the 
information itself might actually mean. 

In this light, transparency is an opportunity to improve long-term stakeholder satisfaction and demonstrate 
that your company is trustworthy. Potential concerns about transparency can in fact be turned into an 
advantage. 

Finally, it needs to also be recognized that transparency is often a matter of degree, and that companies do 
not necessarily need to share information on every subject, to all stakeholders, all of the time. Instead, a 
company can manage their own risk and appetite for transparency by identifying the best and most 
relevant approach that makes sense for their own company.  

Building Engagement and Accountability Through Transparency

Reflection Questions: 

What are your reasons for implementing transparent practices?

What other values might you get out of being transparent?

Can you anticipate particular risks or concerns that others in your company might have about being 
transparent?  

When you run into challenges and problems, address them 
publicly and then share your plans for how to fix the issue. Be 
proactive rather than reactive when it comes to impact.”

- Kelsey Haling, Director of Impact at Thread International 
(Certified B Corp since 2013)

“
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Finding the Right Degree: Implementing 
Transparent Practices
Of course, getting buy-in for more transparency really depends on what type of transparency is under 
discussion. There are three questions to ask when determining the different options for transparency: 

What is being shared?

As indicated above, there are many different pieces of information about a company that can be made 
transparent. Different types of information will vary in relevance to stakeholder groups as well as in risk. 
This list includes:

❏ Financial Information and Performance
❏ Ownership and Related Entities
❏ Governance and Governing Bodies
❏ Corporate Social and Environmental Impact
❏ Workforce Demographics and Data (Satisfaction / Retention)
❏ Decision Making Processes
❏ Supply Chain Information
❏ Product Ingredients and Input Materials

Who is it being shared with? 

A company can choose to share information to a subset of stakeholders, both internal or external. Possible 
stakeholder subsets include:

❏ Investors
❏ Employees
❏ Customers
❏ Local Community Members or Organizations
❏ General Public

The stakeholder groups that are the most relevant to your company will depend largely on who is affected 
the most by your operations. For example, a manufacturing company might choose to focus on 
transparency with employees and environmental advocacy groups, while an investment advisor might 
focus on transparency with customers.

How is it being shared? 

There are a variety of different ways to make information available that you can choose between 
depending on what you’re sharing and who you are sharing it with. Options include, but are not limited to:

❏ In-person gatherings or town halls with community members or employees
❏ Online access, including either internal drives and intranets for employees or public-facing 

websites and reports
❏ E-mails or other direct communications

 

Building Engagement and Accountability Through Transparency
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When considering how information should be shared, it’s useful to think about the frequency of reporting, as well 
as the accessibility and depth of the content that is to be shared. It is important to aim for consistency, in order to 
create expectations around when and how information will be shared, enable comparisons of the information 
over time, and to maintain the trust and engagement that are intended to result from transparent practices. 

Putting it Together: Determining What, Who, and How

But how should a company figure out what makes sense for them? Here are some recommended steps:

● Clarify your primary objectives. Creating a more productive workforce might be a key objective—sharing 
company impact performance with community members doesn’t necessarily contribute to that.

● Identify what information is most relevant to your company and its stakeholders. For small service 
companies, for instance, supply chain information is probably less relevant to stakeholders and may not 
be worth the resources to track and make transparent. 

● Be realistic about what resources you have available. The amount of time and money you can spend on 
transparency initiatives will inevitably limit the degree to which you can be transparent, as well as the 
frequency of your updates to stakeholders. 

● Know your risk threshold and have a plan to mitigate those risks. Companies will frequently have 
different risk appetites, so discuss risks with your leadership team, be clear about how to minimize them, 
and make sure you understand your organization’s comfort level.  

● Know your audience and their needs. Your objectives can’t be achieved if your targeted audience neither 
accesses nor understands the information you are making transparent. Depending upon the profiles of 
the individuals that are in your audience, the method of delivery of information needs to be customized as 
there may be limitations to in-person meetings or a need to cater the content to make it understandable 
and relevant. 

Catering the Message to Your Audience

When you are determining the best way to be transparent with your information, consider the 
following aspects of your target audiences to make sure your delivery and content are accessible:
 
❏ Native language
❏ Traditional working hours
❏ Geographic location/time zone
❏ Access to transportation
❏ Level of education
❏ Access to Internet/computers
❏ Size of workforce
❏ Accessibility of physical spaces
❏ Pay implications for hourly workers

In order to be even more directly responsive to the interests of your stakeholders, you might be interested in 
conducting a “materiality assessment” to plot your transparency efforts. See the exercise below on 
“Conducting a Materiality Assessment” for more details. 

Building Engagement and Accountability Through Transparency



8

Exercise: Conducting a Materiality Assessment

A materiality assessment and matrix helps determine the priorities of an initiative by considering the 
individuals affected, their overall influence, and their needs. 

1. Create a list of stakeholders. Consider which internal and external stakeholders are most affected 
by your company’s operations.

2. Create a list of information your company might consider making transparent. Categorize the 
types of information that are valuable resources for management when making business 
decisions.

3. Evaluate each type of information based on the following questions:

● How much value would the information create for these stakeholders? (low, medium, 
high)

● How much business value would transparency create for your company? (low, medium, 
high)

Visualize your answers in a materiality matrix to compare the results of your materiality assessment. For 
each stakeholder group, create an X-Y chart. For the X axis, list Value for Business. For the Y axis, list 
Value for Stakeholders. Plot different points based on how much value would be created by being 
transparent about different types of information. See the example from Nielsen below.6

After conducting a materiality assessment, you should have a better idea of what transparency 
means for your company and for your stakeholders. By comparing the placement of different types 
of transparency, you can assess which will create the most value for the most groups.

Building Engagement and Accountability Through Transparency
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The following section will provide some practical guidance on these questions for one particular 
dimension of transparency—sharing financial performance information with employees—which will serve 
as both a broader example of how to think about your transparency efforts as well as a tangible starting 
point for your own company.  

Reflection Questions:

● What of your company’s stakeholder groups might be most important to be transparent to?

● What other factors would your company want to consider when determining the what, who, and 
why of transparency?

● What particular needs might your stakeholders have to both understand and engage with the 
information you want to share? 

● What would your materiality matrix look like?

Impact Snapshot: Conducting A Materiality Assessment

Tony’s Chocolonely
(Certified B Corp Since 2013)

Tony’s Chocolonely, a chocolate company based in the Netherlands, produces an annual 
sustainability report on their social and environmental impact. In order to identify what to 
report on, Tony’s engages with its stakeholders to identify what matters to them and 
develops a materiality matrix. In the case of their 2015 report, they learned that information 
about their workforce was not as material to external stakeholders, and therefore reduced 
that content in their report, but learned that their environmental impact as well as the health 
impact of their product are material issues that they need to report on.7
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In Depth: Implementing Financial 
Transparency in the Workplace
Financial transparency in the workplace can be implemented by all types of businesses and can be 
tailored to a company’s particular needs and circumstances regardless of industry or size.

For most companies, the value of implementing financial transparency in the workplace is in fostering a 
culture of inclusion and shared objectives, which can improve not only employee satisfaction but 
engagement and productivity as well. 

Deciding What Information to Share

While there isn’t as significant a concern as when sharing financial information externally, there are still 
some risks and concerns about sharing financial information internally, which can include: 

Perceptions of performance: if the company is underperforming, then employees might be concerned and 
could even consider leaving. If the company is performing well, employees might be dissatisfied with 
their own compensation. While these issues can create risk, they can also create valuable opportunities to 
collect employee feedback.

Confidentiality: Some information might be inappropriate to share even among other employees, such as 
compensation data that reveals individual salaries. There may also be concerns that confidential data 
shared with employees could be shared outside of the company. 

The first step in implementing financial transparency is to determine which information you wish to 
share. Start by making a checklist of financial information that your company has readily available, or 
could easily compile. This might include:

❏ Profit and Loss Statements
❏ Sales Reports
❏ Financial Goals and Forecasts
❏ Company, Team, and/or Project Budgets
❏ Compensation Information
❏ Balance Sheet (particularly for companies with significant amounts of illiquid assets and/or debt). 

To narrow your list, reflect on your organization’s goals. For example, keeping employees up-to-date on 
the company’s financial health would require less transparency than if your goal were to involve all 
employees in the financial planning process. In fully transparent organizations, all financial information 
that drives executive and management decisions should be available to employees.

To manage risks, consider the following:

● Have employees with access to the information sign nondisclosure or confidentiality agreements 
to protect information that is shared with them.

● Redact or remove information that is deemed too sensitive, such as compensation data that is too 
small of a sample to preserve anonymity

3. Engaging and Retaining a Diverse Workforce
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3. Engaging and Retaining a Diverse Workforce

● Clarify the objective behind sharing the financial information to make sure employees do not misinterpret 
the intent and to focus on the benefit of transparency

● Provide context to results—an underperforming year was caused by x and is being addressed by y, while a 
successful year was caused by z and might not be expected to be maintained

● Solicit feedback and ideas on how to improve

There were initial concerns about sharing information like 
the company profit and loss statement. They were concerned 
that sharing the P&L would be received as a tactic to push 
cost cutting onto the employees. They had some thoughts of 
it not being relevant or important to the employees and some 
worry the employees would not understand or care about the 
P&L. Your employees are smarter and care more than you 
may think. Sharing knowledge makes your employees feel 
more included.The employees have a stronger sense of what 
goes into the business and have taken more personal 
responsibility for behaviors within the workplace.

- Julie Hurlbert, Consultant, Clean Solar 
(Certified B Corp since 2014)

“

Determining How to Share Information

After you’ve decided what information to share, it is equally important to consider how to effectively 
communicate this information with your employees. Once again, choosing how to share information depends 
largely on your organization’s goals.

Frequency

Financial information is typically reported on a weekly, monthly, quarterly, or annual basis. Annual reports are 
useful for communicating general updates on your company’s financial health. If your objective is for employees 
to use this information on a day-to-day basis, a more frequent reporting period would be appropriate. To determine 
the frequency with which you might be interested in providing an update to employees, consider:

● How frequently your own management reviews and updates budgets and financial reports
● Other employee engagement events/gatherings that could be well timed to share financial information 

(staff meetings, staff retreats, etc.)
● What reporting periods best capture your business cycles and trends across time.

Building Engagement and Accountability Through Transparency



Communication Method

There are a number of different ways in which financial information can be shared, which will affect the 
level of engagement with your employees.
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3. Engaging and Retaining a Diverse Workforce

Engagement Level Communication Methods

Low Online access to reports (through 
Google Drive, Quickbooks, etc.

Email / newsletter communications

Moderate Team or company-wide meetings

High Town hall meetings

While mechanisms like e-mails or online 
access to information may require the 
least amount of planning and 
preparation, they are also likely to 
produce the greatest amount of potential 
risk compared to the potential benefit. 
As a means to engaging employees, 
simply sharing information is frequently 
insufficient. Engaging them with the 
content and allowing them to 
understand the context, ask questions, 
share ideas and feedback, and engage 
with their fellow employees and 
managers around the same content is 
more likely to produce a more inclusive 
and engaged workforce and avoid the 
risks of “misunderstood” information, 
lack of confidentiality, and potential 
employee frustration with the results.
 

Just as when considering frequency, think about the scheduling of other employee engagement 
opportunities to find an efficient way to share information. If, for instance, you have a quarterly staff 
meeting, that might be the best frequency and forum to share financial information as well.  

You also may want to solicit feedback directly from your employees about their preferred reporting 
frequency and communication method. Consider using an anonymous survey tool, like SurveyMonkey, 
or hosting a town hall style meeting to solicit feedback.

We provide information about company financial goals at the 
beginning of the year, then monthly updates on progress toward 
these goals. The updates specifically focus on areas where 
employees have agency so that they can see how their actions save 
the company money or grow revenue. Explanations are given as to 
how each month's progress plays into the bigger picture, so that the 
information presented makes sense to employees regardless of skill 
set/financial experience.

- Tracy Puhl, President GladRags (Certified B Corp since 2012)

“

Building Engagement and Accountability Through Transparency
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3. Engaging and Retaining a Diverse Workforce

Q&A with Harris Cheng, Cofounder and CEO at Greenvines 
(Certified B Corp Since 2015)

We checked in with Harris Cheng, CEO of Greenvines, a consumer product company based 
in Taiwan, on how they’ve made transparency a priority at the company. 

How have you provided transparency into the business for your employees?

For financials, weekly sales and operations report, monthly income statements, social 
initiatives progress, and product margins are accessible to everyone. Colleagues received 
formal trainings about the financial basics and workshops regarding business analytics, 
problem-solving and goal-setting. Simultaneously, colleagues are also encouraged to 
comment on decisions and numbers.

What benefits have you seen?

We learned and benefited a lot. The transparency policy gives our colleague a better sense 
of business judgment and how to measure their contributions to the company. They’ve 
become more result-oriented and engaged, and its created opportunities for 
cross-functional team conversation and collaborations.

Did you experience any challenges with making more information transparent?

The main challenge was to engage colleagues with non-business backgrounds. What we 
had to do was (1) include business/ financial basics during employee orientations, (2) 
simplify indicators to be as straightforward as possible, (3) assign team heads to be the 
owner for internal education, (4) empower colleagues to actively propose what to include 
in their team statistics, and (5) keep improving and improving

Language and Accessibility

Employees should not only be able to view your company’s finances—they should be able to understand 
what they mean. A substantial barrier to financial transparency is the fact that records are often full of 
financial jargon and complex quantitative reports. To make the most of your transparency efforts, your 
company should consider the level of financial knowledge of your employees when determining the best 
way to share financial information. 

Here are some tips for sharing financial information in a helpful, informative way:

❏ Provide comparisons to previous time periods and report consistently
❏ Use visual representations of data, such as charts and graphs, to illustrate key trends
❏ Rate financial metrics based on their progress towards goals (e.g. exceeding, meeting, not meeting)
❏ Identify how employees’ daily work affects key financial metrics like revenues and costs
❏ Use the opportunities as professional development by providing a glossary, other resources, or even 

trainings on financial literacy

Building Engagement and Accountability Through Transparency
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3. Engaging and Retaining a Diverse Workforce

To give you a better 
sense of how all of these 
considerations can be 
combined for financial 
transparency, the below 
chart demonstrates 
different “sample levels” 
of transparency that a 
company could 
implement:

Basic Financial Transparency

Goal: Ensure all employees have a general 
understanding of your company’s financial health

What to Share: A summary of sales, expenses, and profits/losses

How to Implement: Send a company-wide email at regular intervals 
that summarizes the company’s financial 
performance from the previous reporting period

Establish a point of contact for employees to 
request financial information about the company

Intermediate Financial Transparency

Goal: Allow employees to ask questions and contribute 
ideas about company financial performance

What to Share: Profit and loss statements, sales reports and 
projections, budget

How to Implement: Grant employees electronic access to annual or 
quarterly financial reports

Present company finances during company-wide 
meetings at least annually with time for questions 
and answers

Advanced Financial Transparency

Goal: Provide the tools for employees to use financial 
information as a resource and use employee 
suggestions

What to Share: Profit and loss statements, sales reports, 
company-wide budgets, financial forecasts

How to Implement: Grant employees access to key financial 
information to reference on a day-to-day basis

Present financial information in company-wide 
and department meetings

Providing context to how employees’ individual 
work affects the company’s financial metrics, and 
encourage suggestions for how to improve these 
metrics

Solicit questions from all employees about the 
company’s financials at least annually

Building Engagement and Accountability Through Transparency



Hopefully, this guide has assisted your company as you identify the value of transparent practices, 
communicate that value internally, and choose the right way for your business to share information with 
stakeholders. Once your new transparency programs are in place, consider how to go further.

Frequently, transparency is just one piece in a broader puzzle towards achieving trust and accountability. 
To that end, sharing information is the first step in a process that is complemented and amplified by 
broader engagement. This not only ensures that the transparency of a company is authentic, but also 
ensures that the initial objectives of a transparency initiative can be met. 

In the previous section, we explored the example of financial transparency. Continuing that example, the 
next step for a company with transparent financials might be to develop Open Book Management..
 

To fulfill the objective of engaging employees and creating a shared accountability over the company’s 
performance, open book management takes financial transparency to a higher level and traditionally 
combines transparency with distributed decision-making and aligned incentives including employee 
ownership, profit sharing, performance bonuses, etc. 

Open Book Management creates a fully transparent workplace culture that enables employees to 
participate in the company’s financial planning and strategic decision making by giving them access to 
all financial information. Any decisions made by company’s leadership are shared with all employees, 
including a rationale for the decision along with the information that was used to arrive at it. All financial 
information that drives executive and management decisions should be available to employees.
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Getting the Most Out of Transparency: 
Open Book Management and Next Steps

Open Book Management
(noun)

A management system in which the company has full transparency of relevant financial information 
and formally empowers all employees to use this information in their daily work.8

We are seeing the benefit of practicing an open book style of 
management regarding our financials. Westwood was able to 
significantly reduce overhead costs in 2016 due to a higher level of 
visibility and financial transparency with our employees, resulting in 
a better bottom line.”

- Kim Steinfeld, COO Westwood International (Certified B Corp since 2016)

“

Building Engagement and Accountability Through Transparency



If you are interested in implementing Open Book Management:

❏ Make all financial information and other company metrics accessible to employees on a 
day-to-day basis.

❏ Formally train employees in all departments in how to use company-level financial information in 
their daily work. This should be included in both onboarding and ongoing trainings.

❏ Hold a company-wide training on how to read and interpret financial documents.

❏ Engage all full time and part time employees through reward systems that align their work with 
the company’s overall performance. This can be accomplished through a variety of mechanisms, 
including:

➢ A bonus plan linked to specific company performance metrics
➢ A formal profit-sharing program
➢ Employee ownership structures, such as ESOPs*
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Impact Snapshot: Open Book Management 

Rhino Foods
(Certified B Corp Since 2013)

Rhino Foods has implemented Open Book Management in order to link employee 
decision-making with the company’s overall financial performance. In addition to transparency 
of key financial metrics, the company attached bonuses that linked employees to the company’s 
broader operational goals that impact financial results. As a result, Rhino Foods has seen real 
improvements in company performance, such as increased production efficiency, safety and 
improved customers service levels.9

For more information on how Rhino Foods implemented Open Book Management, see here.

.

*For more information on implementing an employee 
ownership structure, see our Best Practice guide for 
Employee Ownership. For more information about Open 
Book Management, The Great Game of Business provides a 
variety of resources.

Building Engagement and Accountability Through Transparency
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Other Steps In Transparency

Financial information is just one type of information that your company can make transparent to 
employees, or to broader stakeholders. But the lessons of how to go about making financial information 
transparent, as well as to get the most out of your transparency efforts (like in the case of Open Book 
Management), can be applied in other circumstances as well. 

After you’ve gone through the above processes to identify the what, to whom, and how of your 
transparency initiatives, revisit your why. With a clear understanding of what your objective is, you will be 
able to recognize how to couple transparency with other practices, like adopting a mission aligned 
governance structure to formally consider stakeholders in your decision making, beginning a dialogue 
with stakeholders, or developing specific targets and strategies to improve the practices and performance 
of whatever it is you are being transparent about. 

Reflection Questions :

● How could open book management, or the principles of open book management, be used to create 
value for your company? 

● What other types of information about your company are not readily available, but of interest to 
your employees or other stakeholders? 

● What other ways could you “get the most” out of your transparency?

● How would you go about improving your performance on the topics you are being transparent 
about? 

3. Engaging and Retaining a Diverse Workforce

B Lab is a non-profit organization dedicated to using 
the power of business as a force for good. 
Learn more at:
www.Bcorporation.net
www.Bimpactassessment.net
www.B-Analytics.net
www.Benefitcorp.net
www.Bthechange.com
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3. Engaging and Retaining a Diverse WorkforceBuilding Engagement and Accountability Through Transparency

Did you find this resource guide useful? Do you have feedback on how it can be 
improved, or ideas for other resources we can provide? Let us know what you 
think at inclusion@bcorporation.net. 
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