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August 2003
13 Basics of Loan Documentation (1/2 day),

Tulsa
14 Basics of Loan Documentation (1/2 day),

Oklahoma City
17-22 Compliance School, Stillwater
26 OBA Board Meeting, Oklahoma City
26 Advanced New Accounts,

Oklahoma City
27 Advanced New Accounts, Tulsa
28 IRS Compliance, Oklahoma City
30-Sept.2 117th Assembly for Bank

Directors, Banff, Canada

September 2003
1 Labor Day
14-17 OBA Annual Washington Visit,

Washington, D.C.
16 Branch Manager seminar, Tulsa
17 Branch Manager seminar,

Oklahoma City
18 Bankruptcy seminar, Oklahoma City
20-24 ABA Convention, Hawaii
24-26 Analyzing Financial Statements Level I,

Oklahoma City

October 2003
1 Regulation B seminar, Tulsa
2 Regulation B seminar, Oklahoma City
5-10 Consumer Lending School,

Stillwater
13 Columbus Day
14 Frontline Security, Lawton
15 Garnishments/Levies, Tulsa
16 Garnishments/Levies, Oklahoma City
16 Frontline Security, Enid
23 OBA Golf Tournament, Oak Tree CC,

Edmond
28 UCC Update (Checks),

Oklahoma City
29 UCC Update (Checks), Tulsa
30 HMDA seminar,

Oklahoma City

November 2003
4 Frontline Security, Tulsa
5 Frontline Security, Oklahoma City
6 Human Resource seminar,

Oklahoma City
9-12 ABA Ag Conference, San Antonio
11 Veterans Day
12 Security seminar, Oklahoma City
13 Real Estate seminar, Tulsa
14 Real Estate seminar, Oklahoma City
16-21 Operations School, Stillwater
25 OBA Board Meeting,

Oklahoma City
27 Thanksgiving

■ OBA Calendar of Events

Dress codes can be difficult instruments to
both implement and enforce at the office.

Most banks have an employee handbook or a policies and
procedures manual to provide guidance to employees. But it’s
not uncommon for the manual to leave some questions
unanswered — for both employees and their supervisors —
when the topic is proper dress on the
job.  Clearly, preparing and implement-
ing dress code policies appropriate for
the banking industry is a challenge.
And, our tendency to dress more
casually during the heat and humidity
of our Oklahoma summers can make a
difficult policy even harder to adminis-
ter.

It may be surprising to know that,
as employers, we have flexibility when
establishing a dress code policy. However, it’s also important
that a highly restrictive dress code, which is not well justified
by the business need, can negatively affect employee morale.

In general, employment discrimination laws do not limit
your ability to establish a dress code. The exception is that
discrimination laws do apply when the dress is related to
an employee’s religious preference. And, it’s important to
note that some comments made to an employee about
appearance or dress may be construed as sexual harass-
ment, which is prohibited by discrimination laws. If you
have a dress code, it must apply to all employees and not a
particular group of employees, such as women or minori-
ties.

When preparing a dress code policy, employers have a
wide range of choices. Many employers will implement a
policy that is broad, such as, “Employees are asked to dress
in a professional manner, and use common sense when
choosing attire for work.” However, others may want to
develop a more restrictive dress code, which defines what
can and cannot be worn to the work environment. Others
have a dress code that is more restrictive until the summer
months, when more casual attire is appropriate. Still others
choose a dress code for most days, with special days on
which employees may wear jeans or special shirts. Depend-
ing on the size and structure of the organization, some
dress codes may vary according to department or branch
location.

If you do prepare a dress code policy, the best approach
is to restrict dress and appearance in ways that you can
justify for legitimate business reasons. Even though it’s
difficult, it’s important that we don’t inject our own values or
opinions into this policy – if you can’t explain the business
reason for the dress code, then it may not be appropriate for
your policy.

Here are some key points for developing a dress code
policy:

• Describe the attire that is appropriate for work, as
well as the attire that is not appropriate. This portion
of the policy can be as detailed as you prefer. Many
policies are specific about details of clothing that is
appropriate. If you have different requirements for
Fridays or “casual days,” you may want to include a list
of appropriate and inappropriate attire for those days.

• Some policies are very detailed and may state length of
skirts, the types of shoes to be worn and whether
stockings for ladies are to be worn. Many policies will
state that “logo” attire is not acceptable, along with T-
shirts, jeans, etc.

• Don’t forget about shoes — in some cases, the type of
shoe worn can be a safety hazard. Tellers wearing flip-
flops can certainly experience serious injury if they
drop a bag of pennies on their feet.

• Some policies include the highly sensitive discussion

of personal hygiene, and encourage employees to not
wear strong perfume or cologne out of respect for co-
workers and customers who may have allergies to
perfume. Along with this, some policies include a
discussion of appropriate jewelry to be worn.

It’s very important, as with any HR policy, that you
outline the consequences of not complying with the dress
code. It’s common practice to send an employee, who is

dressed inappropriately, back to his or
her residence to change clothes. If so,
is the employee paid during this time,
or is the time away charged against
vacation or other paid time off leave?
And, if the employee continues to
violate the policy, what are the steps for
progressive discipline? Is an employee
who repeatedly fails to comply with the
policy subject to termination?

As mentioned earlier, an overly restrictive or inequitably
administered dress code policy can cause low morale among
employees. Here are some suggestions for gaining employee
support of a dress code policy:
• Accept the reality that some employees will question your
dress code.
• Be prepared to be challenged! Always be prepared to
explain the business case for the dress code requirement,
such as safety. The phrase, “our customers don’t like that type
of dress,” will not likely solicit support.
• Be prepared to provide justification and explanations for
the policy, based on business reasons. Employees tend to
support a policy once they understand the rationale, even
though they may not fully agree with the policy.
• Be clear about your policy.

Regardless of the level of detail for your dress code, be
clear and descriptive. Avoid being overly general or vague by
making statements such as “employees should avoid wearing
the latest fashions or fads.” Again, without substantiating a
business case for dress requirements, employees may not
support the policy.

Be consistent
Consistent enforcement of all HR-related policies is

important, but it is especially important when enforcing a
dress code policy. The reality is that some of us appear to
be dressed suitably, while others of us wearing the same
type of clothing item do not appear to be dressed as
suitably. If, for example, your dress code prohibits ladies
from wearing Capri pants, then make sure no one is
allowed to wear them.

Avoid imposing your own values or tastes into the
policy. It is human nature to expect others to have similar
values and tastes, but that is not always the case, especially
with regard to tastes in appearance and dress. The dress
code policy is about appropriate attire for the business
atmosphere, not about whether we would necessarily
choose the same attire. This is a difficult line to walk, but
continually asking, “What is the business reason for this
dress or appearance requirement?” will help keep our tastes
and values in check.

Developing and administering a dress code is one of the
most challenging aspects of human resources management in
today’s banking environment. By realizing the significance of
the policy for employees and its relationship to good
employee relations and morale, we can develop an appropri-
ate policy to present our best appearance to our customers.

Gayla R. Sherry, SPHR, CMC, is President, Gayla R. Sherry
Associates, Inc., which is an Oklahoma City based consulting firm
specializing in human resources consulting, training, workplace
conflict resolution and workplace mediation. She can be reached at
405-755-0597 or grs@grsainc.com. She is on the Web at
www.grsainc.com.
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