
Lenox: Welcome to another episode of The Acceleration Partners 
Outperform podcast. On today's episode, we're discussing 
transparency in the workplace, what that means, and my it's 
essential to a healthy work environment. Here to speak to this 
topic is Emily Tetto. Emily is the Director of Talent and Culture 
here at Acceleration Partners, and has been a strong advocate 
for ensuring AP as a transparent place to work. So, welcome 
Emily.

Emily Tetto: Thank you, Lenox. Glad to be here.

Lenox: To start us off, what does it mean to have transparency in the 
workplace?

Emily Tetto: For us, transparency really means a free flow of information. 
Being able to, in a transparent way, share information of what 
the leadership team or the operation team is working on out 
with the teams, and also have the teams and the people that 
are on the ground really have full access to the leadership 
team or the operations team that's behind the scenes.

Lenox: So, what's an example of that?

Emily Tetto: Well first of all, let's set the stage. We're a remote company, so
we're not all in the office every day. We don't have that same 
ability to just grab information from somebody while seeing 
them in the hallway or grabbing a coffee in the morning. So for 
us, we have to be very diligent and thoughtful about our 
communication.

So for us, a weekly example of that would be our bi-weekly 
company calls. We have very structured bi-weekly company 
calls. They happen at the same day, at the same time, every 
other week. Everyone knows when to expect them, and the 
agenda is the same every time. Everyone knows what to 
expect. We go through in a very specific way, making sure that 
we're sharing the information from all of the different 
departments, everyone has an opportunity to ask questions, 
and that is a way for us to make sure that we're always 
disseminating information out to all of our employees that live 
in multiple locations.

Lenox: And I know, 'cause I'm on those calls, but our listeners don't 
know ... what kind of information are we disseminating on 
these calls to be transparent?

Emily Tetto: Yeah, everything from, we start with employee comings, 
goings, and happenings, just highlights, what is happening 
within the team. We might talk about anniversaries. We will 
give shout outs for great work that people have done. If the 
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client has given a shout out to somebody or somebody has 
done something really great with our core values, we really 
focus on the people first. Then we'll dig into sales and 
marketing updates. We also give financial updates. We give a 
lot of transparency to our employees to know exactly how we 
are doing as a business. Then we'll also roll into any corporate 
development or operational updates, anything that's good for 
people to know, if there's updates with benefits, or anything 
from an operational talent perspective.

And then we'll also go through, on a weekly basis, we also use 
another tool for feedback, where we're asking everyone 
questions about how the business is doing as a whole. And we 
could ask questions that range from how happy are you at 
work to what is something that we can be doing better in our 
recruiting process to sell AP to our future talent. So, the 
questions can range and vary. What we do is we take that 
feedback, we're looking at it on the backend, we might be 
taking action or we might be replying to somebody on 
comments or suggestions that they've made, but to the 
broader group we use this bi-weekly company call to briefly 
just summarize that, so people know not only are we asking for
this feedback every week from you, but now here's our 
opportunity to share it back with you, let you know how we're 
taking action on it, if we are taking action on it, and what our 
next steps are. So, it's a constant feedback loop as well.

That's a really important piece of what we also do on our 
company calls.

Lenox: One thing that you had noted that I think is really important is 
comings and goings. That could be someone leaving AP to go 
on a new career venture, that could be someone in one 
position transferring to another position within the company, 
new as employees coming on board ... but I think that's so 
unique. In so many situations and organizations, it's oh this 
person left to go work somewhere else, or oh, someone's new 
and half the company doesn't know who they are. So, it's not 
purposefully cloaked, it's just kind of a lot of times companies 
don't think about communicating that across the whole 
company, and that is something that I have always been 
impressed with AP that we do. It's front and center.

Emily Tetto: Absolutely. Our people are our most important asset here. 
We're a client services business, and 80% if not more of our 
employees are working for our client, so the face of our 
business all the time. So, we always want to put them front and
center. It's always the way we kick off our calls, and we always 
make sure that we're welcoming all the new faces, and 
everybody has a chance to take a look at them on the video 
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screen, know who they are, know what they look like. We'll ask 
them a couple of questions, and so everyone has that 
opportunity to be able to feel like they can reach out to that 
new team member, or that new team member has an 
opportunity to see and know what's going on and start to know
who the people are around them, because again, we're not in 
the office every day, so we need to make sure that we're 
talking about our people.

And then secondarily as you mentioned, if people are leaving 
AP, if they're either transitioning to a new position or if they're 
moving on to another career outside of AP, we always like to 
talk about that too, and we'll tell people about that as soon as 
we can.

Lenox: So from your perspective, why is transparency important in an 
organization? Why is it important to share the company's 
financials and to share who the new team members are, who 
might be leaving, or what new clients we're reaching out to or 
bringing on? Why is that important to be transparent in that 
way?

Emily Tetto: Because everyone wants to be involved. Everyone wants to 
know what's going on. You want to be and feel like you're a part
of the bigger picture, whether you're in an office or whether 
you're working remotely. Nobody wants to work in a silo. Well, 
maybe some people want to work in a silo, but the people that 
we have that are working here, they don't want to be just one 
person on an island. They are a part of a team. They are a part 
of a broader company. So, let's make sure that everyone feels 
like they're a part of that.

And everything down to just feeling comfortable, feeling really 
excited about what you're working in every day, motivated to 
come to work, because you're not just working on a couple of 
clients, you're a part of a team. You're a part of a company. You 
know what's going on. You're invested in the future of the 
business. You know financially how the company is doing. It's 
just feeling as though you're a part of the bigger picture.

Lenox: Do you think this concept of transparency is more important 
today than it was say 10 years ago? And I kind of am referring 
to the millennial generation or kind of the new wave or workers
coming into our workforce. There is some studies that have 
shown that that generation really wants more transparency, 
but from you, you've had experiences on all ends of that 
spectrum. What do you think about that?

Emily Tetto: Absolutely. I think you're right, studies have shown that, that 
they are craving more transparency, more feedback, more 
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open communication. I tend to argue that a lot of the studies 
that are out there that say all millennials want this, a lot of that
stuff, you don't necessarily have to be a millennial to want 
those things.

Lenox: True. Yeah, very true.

Emily Tetto: So, it's really about just letting people ... there's no reason to 
leave people in the dark. If something great is going on, let 
them know about it, just as much that if somebody's working 
on a really cool project or ... it's just good to know because it 
could spark an idea for somebody else about a project they're 
working on. Or for me, a lot of times actually, I'm talking to 
new employees that maybe are working on a smaller team, so 
we're working from home, and they might be working on a 
smaller team, and they don't necessarily have organic access 
to other team members in other departments. They just don't 
have a reason to talk to them.

So, I might say, "Hey, you're an expert in paid marketing. Why 
don't you, if you're working on your next project, and you come
up with some really great insights and things that you think 
other people might be interested in, ask for five minutes on the
company call to share your insights." Now, on the company 
call, they've been exposed to 60 people, their expertise and 
their insights. That might spark ideas, it might spark 
conversation in other people, but now it also gives them all 
reason to reach back out to our paid marketing expert to ask 
them questions. So, it's a way for them to not only share 
information, but to also build relationships with one another.

Lenox: And I think that's great thought sharing and thought leadership
in sharing those ideas across the board. I also think though, 
with transparency, 'cause I mean, who would argue with that? 
Yeah, it's great for people to share ideas and collaborate, but 
then there's a whole other level of really opening up the 
kimono, right? Really being transparent of this is our P&L report
from this past month, or this is what our financial goals are. I 
mean, really getting into, for a lack of another way to say it, is 
how the sausage is made within a company. And I know from 
working here at AP, we are so transparent about all of those 
things.

When really tough decisions are made, it's addressed and it's 
talked about. That's just part of our culture. So we're like, yeah,
of course there's a lot of benefits. But what's the flip side of 
that? I mean, there's a lot of companies, I would argue that 
most companies are not this transparent.

Emily Tetto: It's hard. I definitely wouldn't say it's an easy thing, especially 
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when there are difficult things that are needing to be 
communicated, but it also builds a certain level of trust. And if 
it is something that, for example, if there was a financial 
update that wasn't necessarily very promising, but you're 
always trusting your employees and you're always giving them 
the information, and you're telling them, "Yes, this is the 
information, but here is the positives, and here's everything 
that's coming down the line, and here's what we're doing." The 
people that trust you and want to ... they're feeling they're still 
a part of the company. You've made them a part of the 
company, you've made them feel as though they are motivated
to see everything succeed right from the start, because you've 
always been so transparent and had everyone feel as though 
they had ownership in the business.

So, they're not gonna jump and think that the ship is sinking, 
right? So, there is something to be said about always being 
consistently transparent versus picking and choosing when you
want to be, because there's a sense of trust. So, when you did 
give information that is negative, is it really negative? Or is it 
really, really, really bad, but they're just not telling me the 
truth? Then people are going back and thinking things, and you
just don't want them to think that. Hey, it's an open book. 
We're just gonna tell you how it is.

I think we're lucky that we haven't had to share any 
significantly scary information, but it's trusting your 
employees. We want them to be on board.

Lenox: With a remote culture, having worked in both ... I know you 
have as well. You've worked in, obviously working in a remote 
culture now, but you've also worked in an office culture, as 
have I, and I know that our culture is so much more transparent
on so many different levels, from these company calls that we 
have to our Slack channels, to using Tinypulse. Everything's an 
open book. Everybody, the leadership team really tries to make
sure that as you said, everyone is knowing what's going on and
there's not these kind of whispers behind the scenes, the 
gossip mill starts to get cultivated if people don't know what's 
going on.

That's so different, I think, in most office cultures. I almost think
it's easier to be more transparent in a remote work culture.

Emily Tetto: It is, and I think we might be a little bit exacerbated in our push
to always be transparent because we are remote, and we really
want to make sure that everyone feels that they have full 
access to what is going on at the company, even though there 
is not sort of information in the hallways. And we also want to 
make sure that the right information is being communicated. 
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So if something, a strategic shift were to happen in one 
department, for example, and if we were not to communicate 
that to the company as a whole as to what was happening, and
people were just to see changes being made and people 
shifting teams, there's chatter and assumptions that can get 
made, and sometimes the wrong assumptions and chatter that 
can happen. And we want to avoid that. We never want that to 
have to happen, so it's always an open book.

If there's a strategic shift, "Hey guys, we're making a strategic 
shift. Here's why we did it, here's how we're doing it, and does 
anyone have any questions?"

Lenox: Yeah, and we're able to use, leverage technology. We use Zoom
for our company calls. In an office culture, you'd have to have 
some, depending on the size of it, some big room where 
everybody gets together every week to make this big 
company-wide announcement. I don't think that happens very 
often. A lot of leadership teams would find, oh, that's not really 
an effective ... that's not efficient or that's not effective. Where 
for us, we can just hop on a Zoom call and the entire company 
can get updated weekly, where in an office culture, it's almost 
easier to just have it be either small team information, or as 
you said, kind of passing each other in the hallway. But it's just 
not dispersed in the same way across the board.

Emily Tetto: Yeah, I would agree with that. I think there's way to do it in an 
office though too, and some might argue that an hour out of 
everyone's week every other week is also an ineffective use of 
time. So it depends on how you look at it, and I think it 
depends on what you're talking about.

I've been at some large companies in the past where we've had
monthly town halls, and our bi-weekly company meetings are 
similar to a monthly town hall. We do them more frequently, 
again because we are remote, but the same situation could 
happen in an office. Just once a month, a large town hall 
meeting. This is what's going on, and everyone knows it's at 
the same time, at the same place every month, this is what 
they're gonna talk about, and I want to be there. I think that's 
also really important, the cadence and also knowing exactly 
when it's gonna be and where it's gonna be, and following 
through on that once a month.

So, it could be that, it could be really effective communication 
via an email platform, whether it's an internal internet or 
internal email communications, however that might work best 
for that company. I think there's also other avenues of ways to 
disseminate the information.
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Lenox: So, we've kind of talked a little bit about this on even some of 
our previous podcasts and even in our blog posts and in 
industry articles, but to recap for this call, what are some 
things that we do, that AP, being a remote company that helps 
us be transparent, that fosters this transparent work culture?

Emily Tetto: Our bi-weekly company calls are a big part of that. We also use 
a platform called Tinypulse, where we again, I think I 
mentioned this at the beginning, we ask for feedback from our 
team members every week on different questions about the 
organization, how we're doing. That feedback we're not only 
asking for and taking it, but we're also then sharing it back with
everyone as to what we're doing with it. I think that's another 
big part of our transparency.

We also do a lot of just reaching out to employees at different 
points in their tenure with us. So, 90 days in I try to make a call
with all of our new hires. It's just a, "Hey, how are you doing? 
How are you acclimating? How are things going? What can I 
help you on?" Just some general questions that I like to ask 
everyone about 90 days in. There's different cadence for 
different departments. Training might reach out to new hires at 
a certain point in time. Their manager's manager might reach 
out to them at a certain time. Bob, who's our founder 
managing director, likes to try to do coffees with everyone on 
the team, no matter what their job is, what their title is, where 
they are in the company. He tries to schedule coffees with 
everyone at least once a year.

And so he's asking for feedback. How are things going? What 
are you working on? What can we be doing differently? What 
are your ideas? So we always are trying to give access to other 
people in the business throughout somebody's employment 
with us and making sure that that access and flow of 
information happens both ways. I think all of those things are 
really important, whether it's a specific tool or something that 
you specifically do once a week or once a month, and it's just 
those sort of natural smaller group conversations that are 
happening as well.

Lenox: And just to clarify for people who ... they're like, "Wait a 
minute, you guys are a remote culture. How is Bob doing 
coffees with everybody?" They're virtual. For the most part, 
they're virtual coffees. But still, incredibly effective.

Emily Tetto: Absolutely. Absolutely. Yes, and there are small group coffees, 
and it's just a really nice way for people to be able to chat with 
Bob and give them their ideas, to also just ask him questions 
that they might have lingering ... and Bob wants to hear from 
everybody, so I think that's also really important to have at a 
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leadership level, is that transparency can't sort of start in the 
middle. Transparency has to start from the top, and it has to 
roll all the way down. It has to be something that everyone 
believes in and everyone wants to share in, because if 
somebody along the chain doesn't want to be transparent and 
wants to hold everything in, it just breaks the flow of 
communication. Everybody has to have the same belief and 
has to be working in the same direction.

Lenox: One of the things that we just started doing, which I'm 
guessing you and the leadership team spearheaded, which I 
think is brilliant, is the 360 feedback loop with regard to our 
check-ins. So, for those of you listening, for every quarter, we 
do check-ins with those we report to. We fill out a check-in doc 
and we essentially have a one-on-one check-in or an evaluation
every quarter.

What AP has started doing is 360 feedback, where we are able 
to also give feedback to those that we are accountable to, 
those that we report to. I think that's really good because it's 
not just top down, one way feedback. It's feedback now going 
the other way. Okay, people report to you, how are they 
thinking that you're doing? So, can you share a little bit about 
how that process came about, like the idea of it and how it was 
implemented?

Emily Tetto: Yeah, absolutely. So, it's been something we've been talking 
about for a really long time, and prior to just ... you know, 
within the last six months, we have implemented a more 
formal platform for us to organize our check-in cycle. So prior 
to that, it was just a little bit logistically difficult to formally 
grab 360 feedback. People were still asking the questions, but 
it wasn't as formalized.

So now, within the last six months, us being able to move to a 
platform, it's really been able for us to open the door to grab 
360 feedback, which has been fantastic. So, it's something 
we're just beta testing now as to how it will work, but it's 
something that many companies have been doing for years, 
and it allows us, like you said, to grab feedback from direct 
reports, to grab feedback from peers that people are working 
with quite often, and for the managers to be able to see how 
somebody is doing, not just from their own eyes, but from the 
eyes of the people that they're working with.

And one of the reasons it came about, and there were many, 
but one of them really was the fact that we are doing so much 
promotions from within. We do a lot of focus on training and 
development, and we do that so that we can continue as we 
grow to be able to foster growth from within our existing team 
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to fill more and more of our positions, versus always having to 
look at the outside to hire in some of our senior manager, 
manager level positions.

So for us, adding this 360 component in is really, really 
important as we're considering so many people for elevation 
throughout the year, to know that what we're seeing is also 
what other people are seeing around them. So that one's a 
really big component.

Lenox: Any other final thoughts about what companies can do, if 
they're remote or even if it's an office environment, of what 
companies can do to be more transparent within their 
workplace?

Emily Tetto: I really think it's all just about having respect for the employees
and having trust in your teammates, and just airing on the side
of sharing something. I'd be hard pressed to find a lot of things 
that we wouldn't want to share. I would have to say that I think 
it really just comes down to respect and trust for your 
teammates and your employees, and feeling free to share with 
them information as things happen.

It's hard to share every single little nugget of things that 
happen, and sometimes that just doesn't even make sense, 
especially in our industry. Things are changing so often that 
information that might have been right by 8:00AM in the 
morning could be totally not a correct anymore by 5:00PM in 
the afternoon. So, when we choose to share information, it's 
usually things that are pretty well-developed, to the point that 
we're not feeling that they're gonna change again in the next 
12 to 24 hours. So, my only advice is to just think about what 
you're not sharing, maybe, and what are the cons to start 
sharing it? And what are the pros? Maybe the pros are that 
there could be some really good ideas that might come out of 
it, and other people might have opinions that can be helpful, or
maybe it will help your employees to invest more in the 
outcome.

So, I might just pose that question, to just think about maybe 
what you're not sharing, and ask yourself why, why aren't you 
sharing it?

Lenox: Definitely. That's really, really great advice. At AP, there is a 
healthy level of respect and trust within teams, which is what 
makes us able to be confident about sharing ideas and also 
being transparent with our clients. And people feel comfortable
and empowered to give their feedback, which is a really 
wonderful thing.
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So, thank you for leading the charge to help make us such a 
transparent organization. To our listeners out there, we have a 
lot more cultural topics, leadership topics, entrepreneurial 
topics to share with you, and I will include some references to 
some of the articles and blog posts we've written about 
transparency in the show notes for this podcast. Until next 
time, thank you for listening.
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