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Transparent and two-way communication improves 
relations and trust between management and employees, 
improves morale, reduces work-related stress, leading to 
increased satisfaction and higher performance.

It is extremely important to avoid bias and exclude no one 
when communicating information, decisions and 
opportunities within the company that come from 
management or leaders. If we build an inclusive work 
environment, we build equal chances and opportunities 
for everyone.

Some companies ensure transparency in recruitment by 
standardised tests and interviews to avoid bias. 
Transparent communication is also achieved by regularly 
informing the staff about development plans, realised 
income, salaries. Some companies use different online 
communication platforms (e.g., Slack) to regularly inform 
about decisions and opportunities, but at the same time 
provide space for questions and ideas exchange. Notice 
boards in companies can be used for regular 
communication of plans, decisions and opportunities, but 
it is noteworthy that transparent communication is a two-
way process and that space for feedback and equal 
participation must also be ensured.

Recruitment, employment 
and the process of 
organisational 
socialisation
Setting clear goals that lead to diversity and inclusion 
together with active management engagement can 
generate measurable improvements in recruitment and 

In the recruitment process, the job ad should include an 
invitation to the candidates to indicate whether they have 
special needs or need accommodation to enable them to 
participate in an interview or other assessment task. The 
job ad can emphasise that this is “an employer of equal 
opportunities that wants to enable all applicants to 
participate in the selection process on equal footing. 
Please let us know if you have any special requirements if 
you are invited for an assessment/interview or which you 
would like us to take into account when considering your 
application”.

Example:

Selection and recruitment constitute a critical exercise 
for all companies, regardless of size or scope, and an 
opportunity to attract and retain the best available talent. 
It is in the company's interest to ensure that vacancies are 
carefully designed to meet the needs of its business, while 
avoiding obstacles that may reduce the number of 
qualified job candidates.
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promotion practices in all companies.

A good example of employment can be many non-
governmental organisations (NGOs) in Bosnia and 
Herzegovina. Diversity and inclusion policies attract many 
people to work in the NGO sector, and, on the other hand, 
organisations know that their success and sustainability 
directly depend on their staff. This leads to success in 
talent acquisition and retention, as NGO management 
sees diversity and inclusion as essential to an inclusive 
culture that supports engagement, empowerment and 
authenticity.
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