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IN TODAY’S COMPETITIVE JOB MARKET, ORGANIZATIONS ARE CONSTANTLY SEEKING EFFECTIVE STRATEGIES TO ATTRACT TOP
TALENT. W/HILE ESTABLISHING A CLEAR CODE OF CONDUCT IS ESSENTIAL FOR MAINTAINING ORGANIZATIONAL INTEGRITY AND
SETTING BEHAVIORAL STANDARDS, RELYING SOLELY OR HEAVILY ON CODES OF CONDUCT AS A MEANS TO ATTRACT POTENTIAL
EMPLOYEES CAN BE COUNTERPRODUCTIVE. MANY PROSPECTIVE CANDIDATES VIEW OVERLY RIGID OR PUNITIVE CODES OF
CONDUCT AS RED FLAGS, SIGNALING A WORKPLACE THAT MAY PRIORITIZE RULE ENFORCEMENT OVER EMPLOYEE WELL-BEING,
CREATIVITY, AND AUTONOMY. THIS ARTICLE EXPLORES WHY CODES OF CONDUCT ARE INSUFFICIENT—AND SOMETIMES
DETRIMENTAL—IN ATTRACTING THE RIGHT TALENT AND OFFERS INSIGHTS INTO MORE EFFECTIVE STRATEGIES FOR BUILDING AN
APPEALING ORGANIZATIONAL CULTURE.

UNDERSTANDING THE PURPOSE OF A Cobe oF CONDUCT

WHAT Is A Cobe oF CoNDuCT?

A CODE OF CONDUCT IS A FORMAL DOCUMENT THAT OUTLINES THE ETHICAL PRINCIPLES, EXPECTATIONS, AND BEHAVIORAL
STANDARDS THAT MEMBERS OF AN ORGANIZATION ARE EXPECTED TO FOLLOW. |T SERVES AS A GUIDE TO PROMOTE INTEGRITY,
COMPLIANCE, AND A POSITIVE WORKPLACE ENVIRONMENT.

THe RoLE oF A Cobe oF ConpucT IN AN ORGANIZATION

- ESTABLISHES CLEAR BEHAVIORAL EXPECTATIONS

- ENSURES COMPLIANCE WITH LEGAL AND ETHICAL STANDARDS
- PROTECTS THE ORGANIZATION’S REPUTATION

- PROVIDES A FRAMEWORK FOR ADDRESSING MISCONDUCT

- REINFORCES ORGANIZATIONAL VALUES AND CULTURE

W/HILE THESE ARE VITAL FUNCTIONS, THE PERCEPTION AND IMPLEMENTATION OF A CODE OF CONDUCT CAN INFLUENCE HOW
POTENTIAL EMPLOYEES VIEW AN ORGANIZATION’S CULTURE.

W HY ReLYING oN Cobpes oF ConbucT MAY NoT ATTRACT ToP TALENT

1. PeErCePTION OF RIGIDITY AND LACK OF FLEXIBILITY

A STRICT, OVERLY DETAILED CODE OF CONDUCT MAY GIVE THE IMPRESSION THAT THE ORGANIZATION IS INFLEXIBLE, RIGID, OR
OVERLY CONTROLLING. POTENTIAL EMPLOYEES, ESPECIALLY MILLENNIALS AND GEN Z/ OFTEN SEEK \WORKPLACES THAT VALUE
AUTONOMY AND TRUST.

KEY ISSUES INCLUDE:

- FEAR OF PUNITIVE MEASURES FOR MINOR INFRACTIONS

- LIMITED ROOM FOR INDIVIDUAL JUDGMENT OR CREATIVITY
- PERCEPTION OF MICROMANAGEMENT



2. SIGNALING A CULTURE OF PUNISHMENT RATHER THAN GROWTH

ORGANIZATIONS THAT EMPHASIZE RULES OVER INNOVATION MAY APPEAR PUNITIVE, DISCOURAGING CANDIDATES WHO VALUE
LEARNING OPPORTUNITIES AND A SUPPORTIVE ENVIRONMENT.

CONSEQUENCES INCLUDE:
- ATTRACTING RISK-AVERSE INDIVIDUALS RATHER THAN INNOVATIVE THINKERS
- DETERRING CREATIVE PROBLEM-SOLVERS WHO MIGHT FEAR HARSH REPERCUSSIONS FOR MISTAKES

3. OVEREMPHASIS ON CoMPLIANCE OVER EMPLOYEE WELL-BEING

A FOCUS SOLELY ON COMPLIANCE CAN OVERSHADOW THE IMPORTANCE OF EMPLOYEE ENGAGEMENT, MENTAL HEALTH, AND
W ORK-LIFE BALANCE, WHICH ARE KEY FACTORS FOR MANY JOB SEEKERS.

IMPACTS INCLUDE:
- POTENTIAL CANDIDATES PERCEIVING THE ORGANIZATION AS STRESSFUL OR UNFRIENDLY
- REDUCED APPEAL TO CANDIDATES SEEKING A POSITIVE, NURTURING ENVIRONMENT

4. LACK OF AUTHENTICITY AND TRANSPARENCY

IF A CODE OF CONDUCT IS PERCEIVED AS A SUPERFICIAL DOCUMENT AIMED ONLY AT LEGAL COMPLIANCE OR PR, IT MAY SEEM
INSINCERE, REDUCING TRUST AMONG PROSPECTIVE EMPLOYEES.

RESULTING ISSUES:
- CANDIDATES MAY QUESTION THE ORGANIZATION’S TRUE VALUES
- MISSED OPPORTUNITY TO SHOWCASE GENUINE CULTURE AND ETHOS

WHAT CANDIDATES REALLY W ANT IN AN ORGANIZATION

UNDERSTANDING WHAT ATTRACTS INDIVIDUALS TO A WORKPLACE IS KEY TO DEVELOPING EFFECTIVE STRATEGIES BEYOND JUST
A CODE OF CONDUCT.

1. A PosITIVE AND INcLUSIVE CULTURE

CANDIDATES LOOK FOR ORGANIZATIONS THAT PROMOTE DIVERSITY, EQUITY, INCLUSION, AND PSYCHOLOGICAL SAFETY.

2. OPPORTUNITIES FOR GROWTH AND DEVELOPMENT

LEARNING OPPORTUNITIES, MENTORSHIP, AND CLEAR CAREER PATHS ARE HIGHLY ATTRACTIVE.

3. FLEXIBILITY AND AUTONOMY

REMOTE WORK OPTIONS, FLEXIBLE HOURS, AND TRUST IN EMPLOYEE JUDGMENT ARE INCREASINGLY IMPORTANT.

4. ETHICAL AND PURPOSE-DRIVEN W ORK

ORGANIZATIONS ALIGNED WITH SOCIAL RESPONSIBILITY OR SUSTAINABILITY TEND TO ATTRACT INDIVIDUALS SEEKING
MEANINGFUL \WORK.



5. TRANSPARENT COMMUNICATION

OPEN DIALOGUE ABOUT ORGANIZATIONAL GOALS, CHALLENGES, AND EXPECTATIONS FOSTERS TRUST.

ALTERNATIVE STRATEGIES TO ATTRACT T ALENTED INDIVIDUALS

1. CULTIVATE A STRONG ORGANIZATIONAL CULTURE
|NSTEAD OF RELYING SOLELY ON A CODE OF CONDUCT, ORGANIZATIONS SHOULD FOCUS ON BUILDING A CULTURE THAT EMBODIES

SHARED VALUES, PURPOSE, AND TRUST.

STRATEGIES INCLUDE:

- CLEARLY ARTICULATE ORGANIZATIONAL VALUES

- DEMONSTRATE THESE VALUES THROUGH LEADERSHIP ACTIONS
- CELEBRATE DIVERSITY AND INCLUSION

2. SHOWCASE AUTHENTICITY AND EMPLOYEE STORIES

HIGHLIGHT REAL EMPLOYEE EXPERIENCES, SUCCESS STORIES, AND ORGANIZATIONAL INITIATIVES TO GIVE PROSPECTIVE
CANDIDATES A GENUINE VIEW OF THE \WORKPLACE.

3. EMPHASIZE EMPLOYEE DEVELOPMENT AND WELL-BEING

OFFER PROGRAMS THAT SUPPORT CONTINUOUS LEARNING, MENTAL HEALTH, AND WORK-LIFE BALANCE TO ATTRACT CANDIDATES
WHO PRIORITIZE GROWTH AND WELL-BEING.

4. ProviDE COMPETITIVE BENEFITS AND PERKS

Bevonp SALARY, BENEFITS SUCH AS FLEXIBLE SCHEDULING, WELLNESS PROGRAMS, AND PROFESSIONAL DEVELOPMENT
OPPORTUNITIES MAKE ROLES MORE ATTRACTIVE.

5. FosTeER TRANSPARENT AND OPEN COMMUNICATION

REGULAR UPDATES, OPEN-DOOR POLICIES, AND TRANSPARENT LEADERSHIP BUILD TRUST AND DEMONSTRATE A HEALTHY
ORGANIZATIONAL CLIMATE.

THE RoLE OF LEADERSHIP IN ATTRACTING T ALENT

LEADING BY EXAMPLE

LEADERS SET THE TONE FOR ORGANIZATIONAL CULTURE. LEADERS WHO EMBODY INTEGRITY, TRANSPARENCY, AND EMPATHY
INFLUENCE BOTH CURRENT EMPLOYEES AND POTENTIAL RECRUITS.

BuUILDING TRUST AND CREDIBILITY

TRUSTWORTHY LEADERSHIP FOSTERS A POSITIVE ENVIRONMENT THAT NATURALLY ATTRACTS TALENT, REDUCING THE NEED FOR
OVERLY PRESCRIPTIVE CODES OF CONDUCT.



ENCOURAGING INNOVATION AND AUTONOMY

ALLOWING EMPLOYEES TO TAKE OWNERSHIP OF THEIR WORK AND MAKE DECISIONS DEMONSTRATES CONFIDENCE IN THEIR
ABILITIES, WHICH IS MORE APPEALING THAN SIMPLY HAVING RULES TO FOLLOW.

Concrusion: MovinG Beyond THE Cobe oF CONDUCT

W/HILE A WELL-CRAFTED CODE OF CONDUCT IS ESSENTIAL FOR SETTING BEHAVIORAL STANDARDS, IT IS NOT A STANDALONE
TOOL FOR ATTRACTING TALENTED INDIVIDUALS. CANDIDATES SEEK ORGANIZATIONS THAT DEMONSTRATE INTEGRITY THROUGH
ACTIONS, FOSTER INCLUSIVE AND GROWTH-ORIENTED CULTURES, AND PRIORITIZE EMPLOYEE WELL-BEING. INSTEAD OF RELYING
SOLELY ON RULES AND REGULATIONS, ORGANIZATIONS SHOULD FOCUS ON BUILDING AUTHENTIC, TRANSPARENT, AND
SUPPORTIVE ENVIRONMENTS THAT NATURALLY DRAW IN MOTIVATED, INNOVATIVE, AND COMMITTED PROFESSIONALS.

BY EMPHASIZING VALUES, LEADERSHIP, DEVELOPMENT, AND OPEN COMMUNICATION, ORGANIZATIONS CAN CREATE A COMPELLING
EMPLOYER BRAND THAT RESONATES WITH TOP TALENT——SOMETHING A STATIC CODE OF CONDUCT ALONE CANNOT ACHIEVE.
ULTIMATELY/ ATTRACTING THE RIGHT INDIVIDUALS REQUIRES A HOLISTIC APPROACH THAT COMBINES CLEAR STANDARDS WITH
A VIBRANT, ETHICAL, AND INSPIRING WORKPLACE CULTURE.

FREQUENTLY ASkeD QUESTIONS

\W/HY MIGHT RELYING SOLELY ON CODES OF CONDUCT DETER POTENTIAL JOB
APPLICANTS?

STRICT OR OVERLY RESTRICTIVE CODES OF CONDUCT CAN CREATE AN INTIMIDATING OR UNWELCOMING IMPRESSION, MAKING
POTENTIAL APPLICANTS BELIEVE THE ORGANIZATION LACKS FLEXIBILITY OR A POSITIVE WORKPLACE CULTURE.

How CAN A RIGID CODE OF CONDUCT IMPACT AN ORGANIZATION'S ATTRACTIVENESS
TO INNOVATIVE CANDIDATES?

[T MAY STIFLE CREATIVITY AND AUTONOMY , DETERRING INNOVATIVE INDIVIDUALS WHO SEEK WORKPLACES THAT FOSTER OPEN
COMMUNICATION AND FLEXIBLE POLICIES.

ARE CODES OF CONDUCT EFFECTIVE IN COMMUNICATING AN ORGANIZATION'S VALUES TO
PROSPECTIVE EMPLOYEES?

\W/HILE THEY CAN OUTLINE EXPECTED BEHAVIORS, OVEREMPHASIS ON RULES MAY OVERSHADOW THE ORGANIZATION'S CORE
VALUES AND CULTURE, MAKING IT LESS APPEALING TO POTENTIAL HIRES SEEKING AUTHENTICITY.

\WHAT ALTERNATIVE STRATEGIES CAN ORGANIZATIONS USE TO ATTRACT TALENT
INSTEAD OF RELYING HEAVILY ON CODES OF CONDUCT?

ORGANIZATIONS CAN SHOWCASE A POSITIVE COMPANY CULTURE, EMPLOYEE TESTIMONIALS, GROWTH OPPORTUNITIES, AND
INCLUSIVE POLICIES THAT HIGHLIGHT A SUPPORTIVE WORK ENVIRONMENT.

CAN A FOCUS ON CODES OF CONDUCT CREATE A PERCEPTION OF RIGIDITY THAT
DISCOURAGES DIVERSITY?

YES/ OVERLY STRICT CODES MAY BE VIEWED AS INFLEXIBLE, POTENTIALLY DISCOURAGING DIVERSE CANDIDATES WHO VALUE
INCLUSIVITY, OPENNESS, AND ADAPTABILITY IN THE \WORKPLACE.



How DO ORGANIZATIONAL VALUES AND CULTURE INFLUENCE POTENTIAL EMPLOYEES'
INTEREST MORE THAN CODES OF CONDUCT?

A COMPELLING ORGANIZATIONAL CULTURE AND SHARED VALUES RESONATE MORE WITH CANDIDATES, DEMONSTRATING HOW THE
ORGANIZATION SUPPORTS THEIR GROWTH, WELL-BEING, AND ALIGNMENT WITH PERSONAL PRINCIPLES.

\WHAT ARE THE RISKS OF EMPHASIZING CODES OF CONDUCT IN EMPLOYER BRANDING?

OVEREMPHASIS CAN SUGGEST A FOCUS ON CONTROL AND COMPLIANCE RATHER THAN EMPLOYEE WELL-BEING AND DEVELOPMENT,
POTENTIALLY MAKING THE ORGANIZATION LESS ATTRACTIVE TO PROSPECTIVE TALENT.

How CAN ORGANIZATIONS BALANCE NECESSARY CONDUCT STANDARDS WITH CREATING
AN APPEALING WORKPLACE?

BY INTEGRATING CLEAR CONDUCT STANDARDS WITHIN A BROADER NARRATIVE THAT HIGHLIGHTS POSITIVE CULTURE, EMPLOYEE
EMPOWERMENT, AND GROWTH OPPORTUNITIES, ORGANIZATIONS CAN MAINTAIN STANDARDS WITHOUT DETERRING POTENTIAL
APPLICANTS.

ADDITIONAL RESOURCES

Cobes Or ConbucT ARe NoT A Goob WAY For AN ORGANIZATION To ATTRACT INDIVIDUALS WHO MIGHT WANT To
W ork

IN THE MODERN LANDSCAPE OF ORGANIZATIONAL MANAGEMENT AND CORPORATE CULTURE, THE EMPHASIS ON ETHICAL
STANDARDS AND BEHAVIORAL EXPECTATIONS HAS LED MANY ORGANIZATIONS TO ADOPT FORMALIZED Cobes OF CONDUCT.
THESE DOCUMENTS ARE INTENDED TO DELINEATE ACCEPTABLE BEHAVIORS, PROMOTE INTEGRITY, AND SAFEGUARD
ORGANIZATIONAL REPUTATION. HO\X/EVER, A CRITICAL EXAMINATION REVEALS THAT RELIANCE ON Copes OF CONDUCT AS A
PRIMARY STRATEGY FOR ATTRACTING POTENTIAL EMPLOYEES MAY BE MISGUIDED OR EVEN COUNTERPRODUCTIVE. THIS ARTICLE
EXPLORES THE MULTIFACETED IMPLICATIONS OF THIS APPROACH, DISSECTING WHY Cobes OF CONDUCT MAY NOT SERVE AS AN
EFFECTIVE TOOL FOR RECRUITMENT AND HOW ORGANIZATIONS MIGHT INSTEAD FOSTER ENVIRONMENTS THAT NATURALLY
ATTRACT INTRINSICALLY MOTIVATED, INNOVATIVE, AND ETHICALLY ALIGNED INDIVIDUALS.

THE MYTH oF THE CoDE AS A MAGNET FOR T ALENT

ORGANIZATIONS OFTEN ASSUME THAT A WELL-CRAFTED CobE OF CONDUCT SIGNALS A COMMITMENT TO ETHICAL STANDARDS,
THEREBY ATTRACTING CANDIDATES WHO PRIORITIZE INTEGRITY AND PROFESSIONALISM. W/HILE SUCH CODES CAN BE PART OF A
BROADER ETHICAL FRAMEWORK, RELYING HEAVILY ON THEM AS A RECRUITMENT TOOL CAN BE PROBLEMATIC FOR SEVERAL
REASONS.

SUPERFICIAL SIGNALS VS. AUTHENTIC CULTURE

MANY ORGANIZATIONS PRESENT THEIR Cobes OF CONDUCT PUBLICLY, HOPING THAT TRANSPARENCY WILL ATTRACT LIKE-
MINDED APPLICANTS. HO\X/EVER, CANDIDATES INCREASINGLY SEEK AUTHENTIC ORGANIZATIONAL CULTURES RATHER THAN
SUPERFICIAL COMMITMENTS. A Cobe OF CONDUCT DISPLAYED PROMINENTLY ON A WEBSITE CAN BE INTERPRETED AS A
PERFORMATIVE GESTURE, ESPECIALLY IF IT IS DISCONNECTED FROM ACTUAL PRACTICES. \W/HEN ORGANIZATIONAL BEHAVIORS DO
NOT ALIGN WITH THE IDEALS OUTLINED IN THE CODE, PROSPECTIVE EMPLOYEES MAY PERCEIVE THE ORGANIZATION AS INSINCERE,
LEADING TO DISILLUSIONMENT AND MISTRUST.



LeGALISTIC AND RIGID PERCEPTIONS

CODES OF CONDUCT ARE OFTEN WRITTEN IN LEGALISTIC LANGUAGE THAT EMPHASIZES RULES, COMPLIANCE, AND PENALTIES. THIS
APPROACH CAN INADVERTENTLY CREATE PERCEPTIONS OF RIGIDITY, BUREAUCRACY, AND LACK OF FLEXIBILITY. SuUcH
PERCEPTIONS MAY DETER INNOVATIVE OR ENTREPRENEURIAL-MINDED INDIVIDUALS WHO VALUE AUTONOMY AND TRUST OVER
STRICT ADHERENCE TO RULES. INSTEAD OF ATTRACTING DYNAMIC TALENT, A HEAVY FOCUS ON CODES CAN SUGGEST A CULTURE
OF CONTROL RATHER THAN CREATIVITY.

LimTATIONS oF Cobes OF CONDUCT IN SHAPING ORGANIZATIONAL IDENTITY

WHILE Copes OF CONDUCT CAN SERVE AS FORMALIZED STATEMENTS OF VALUES, THEY ARE LIMITED IN THEIR CAPACITY TO
SHAPE ORGANIZATIONAL IDENTITY COMPELLINGLY OR ATTRACT INDIVIDUALS WHO ALIGN WITH A COMPANY'S TRUE ETHOS.

SURFACE-LEVEL ENGAGEMENT

A Cope OF CONDUCT OFTEN RESIDES IN POLICY DOCUMENTS OR WEBSITES, MAKING IT SUPERFICIAL AND STATIC. IT RARELY
CAPTURES THE LIVED EXPERIENCES OF EMPLOYEES OR THE DAY-TO-DAY REALITIES OF ORGANIZATIONAL CULTURE. AS A RESULT,
CANDIDATES MAY BE DISILLUSIONED WHEN THEY ENCOUNTER A DISCONNECT BETWEEN THE CODE AND ACTUAL PRACTICES,
LEADING TO HIGH TURNOVER OR DISENGAGEMENT.

ONE-SIzE-FITS-ALL APPROACH

GENERIC OR BOILERPLATE CODES ARE COMMON, OFTEN FILLED WITH BROAD PRINCIPLES THAT LACK SPECIFICITY OR RELEVANCE TO
PARTICULAR ORGANIZATIONAL CONTEXTS. SUCH GENERIC CODES DO LITTLE TO DIFFERENTIATE ORGANIZATIONS OR APPEAL TO
INDIVIDUALS SEEKING A UNIQUE, MEANINGFUL W ORKPLACE.

ReacTIVE RATHER THAN PROACTIVE

MANY CODES ARE CRAFTED AS REACTIVE MEASURES TO LEGAL AND PR CONCERNS, RATHER THAN PROACTIVE EXPRESSIONS OF
CORE VALUES. CONSEQUENTLY, THEY ACT MORE AS COMPLIANCE TOOLS THAN AS GENUINE EXPRESSIONS OF ORGANIZATIONAL
IDENTITY, MAKING THEM LESS EFFECTIVE IN ATTRACTING ALIGNED TALENT.

PoTenTIAL NEGATIVE CONSEQUENCES OF OVEREMPHASIZING CoDES OF
CoNpUCT IN RECRUITMENT

FocusiNg Too HEAVILY oN Copes OF CONDUCT CAN HAVE UNINTENDED NEGATIVE EFFECTS ON AN ORGANIZATION'S ABILITY
TO ATTRACT THE RIGHT TALENT.

DETERRING INNOVATIVE AND AUTONOMOUS T HINKERS



HIGHLY PRESCRIPTIVE CODES MAY SIGNAL TO POTENTIAL APPLICANTS THAT THE ORGANIZATION VALUES CONFORMITY OVER
CREATIVITY. INNOVATIVE INDIVIDUALS OFTEN SEEK ENVIRONMENTS WHERE THEY ARE TRUSTED AND EMPOWERED RATHER THAN
CONSTRAINED BY RULES, POTENTIALLY LEADING TO A NARROWER POOL OF APPLICANTS.

CreATING A CULTURE OF FEAR

IF A Cope OF CONDUCT EMPHASIZES PUNISHMENT AND SANCTIONS, IT MAY FOSTER A FEAR-BASED ENVIRONMENT RATHER THAN
ONE ROOTED IN TRUST AND MUTUAL RESPECT. SUCH AN ATMOSPHERE CAN BE UNATTRACTIVE TO PROSPECTIVE EMPLOYEES WHO
PRIORITIZE PSYCHOLOGICAL SAFETY AND POSITIVE REINFORCEMENT.

OVERLOOKING CULTURAL FIT AND PERSONAL V ALUES

A FOCUS ON COMPLIANCE THROUGH CODES CAN OVERSHADOW THE IMPORTANCE OF CULTURAL FIT AND SHARED VALUES.
CANDIDATES MAY FIND THEMSELVES QUESTIONING WHETHER THE ORGANIZATION’S ACTUAL PRACTICES ALIGN WITH THEIR
PERSONAL ETHICS, LEADING TO MISALIGNMENT AND DISSATISFACTION.

ALTERNATIVE STRATEGIES FOR ATTRACTING ETHICAL AND MOTIVATED
TALENT

GIVEN THE LIMITATIONS oF Cobes OF CONDUCT AS A RECRUITMENT TOOL, ORGANIZATIONS SHOULD CONSIDER ALTERNATIVE
OR COMPLEMENTARY APPROACHES TO ATTRACT INDIVIDUALS GENUINELY ALIGNED WITH THEIR MISSION AND VALUES.

BUILDING AUTHENTIC ORGANIZATIONAL CULTURE

- LEADERSHIP EXAMPLE: LEADERS SHOULD EMBODY ORGANIZATIONAL VALUES THROUGH THEIR ACTIONS, SETTING A TONE OF
INTEGRITY AND TRANSPARENCY.

- EMPLOYEE ENGAGEMENT: CULTIVATE A PARTICIPATORY ENVIRONMENT WHERE EMPLOYEES FEEL VALUED AND EMPOWERED TO
UPHOLD SHARED PRINCIPLES.

- STORYTELLING: USE NARRATIVES AND STORIES TO COMMUNICATE THE ORGANIZATION’S CORE PURPOSE AND ETHICAL
COMMITMENTS AUTHENTICALLY.

CLARIFYING CorE V ALUES AND MissION

INSTEAD OF RELYING SOLELY ON FORMAL CODES, ORGANIZATIONS SHOULD ARTICULATE THEIR CORE VALUES AND MISSION IN
WAYS THAT RESONATE EMOTIONALLY AND PRACTICALLY WITH POTENTIAL APPLICANTS. CLEAR ARTICULATION HELPS ATTRACT
INDIVIDUALS WHOSE PERSONAL VALUES ALIGN NATURALLY WITH ORGANIZATIONAL PRIORITIES.

FOSTERING INTRINSIC MOTIVATION

ENCOURAGE ENVIRONMENTS THAT PROMOTE PURPOSE, MASTERY, AND AUTONOMY —ELEMENTS KNOWN TO ATTRACT MOTIVATED
INDIVIDUALS. W/HEN EMPLOYEES FIND MEANING IN THEIR WORK, THEY ARE MORE LIKELY TO ADHERE TO ETHICAL STANDARDS
VOLUNTARILY.



PRIORITIZING TRANSPARENT RECRUITMENT PROCESSES

- CONDUCT INTERVIEWS THAT EXPLORE CANDIDATES’ MOTIVATIONS AND ETHICAL PERSPECTIVES.
- SHARE STORIES OF HOW THE ORGANIZATION HANDLES ETHICAL DILEMMAS.
- BE OPEN ABOUT CHALLENGES AND HOW THE ORGANIZATION ADDRESSES THEM.

ConcLusion: MoviING Beyonp THE CoDEe

W HILE Copes OF CONDUCT CAN BE VALUABLE TOOLS FOR ESTABLISHING FORMAL STANDARDS AND LEGAL COMPLIANCE, THEY
SHOULD NOT BE THE PRIMARY MEANS FOR ATTRACTING TALENT. OVEREMPHASIZING CODES RISKS SUPERFICIALITY, MISALIGNMENT,
AND DETERRING THE VERY INDIVIDUALS WHO COULD CONTRIBUTE TO A VIBRANT, ETHICAL, AND INNOVATIVE ORGANIZATION.
|NSTEAD, ORGANIZATIONS SHOULD FOCUS ON CULTIVATING AUTHENTIC CULTURES ROOTED IN SHARED VALUES, TRANSPARENT
PRACTICES, AND MEANINGFUL ENGAGEMENT. By DoING SO, THEY WILL NATURALLY ATTRACT INDIVIDUALS WHO ARE MOTIVATED
NOT MERELY BY RULES BUT BY A GENUINE COMMITMENT TO SHARED PURPOSE AND ETHICAL CONDUCT. ULTIMATELY/ ATTRACTING
THE RIGHT TALENT REQUIRES MORE THAN A WELL-CRAFTED CODE—IT DEMANDS A LIVING, BREATHING CULTURE THAT EMBODIES
INTEGRITY AT EVERY LEVEL.

Codes Of Conduct Are Not A Good Way For An Organization To
Attract Individuals Who Might Want To Work

Codes Of Conduct Are Not A Good Way For An Organization To Attract Individuals Who Might Want
To Work
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