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There are more than 23 million workers in low-wage
jobs (that is, jobs typically paying $10.50 per hour or
less),t and two-thirds of these workers are women.?
Low wages aren't the only problem in these jobs; they
are also often marked by work scheduling policies and
practices that pose particular challenges for

workers.® Workers in these jobs often face schedules
that are rigid, unpredictable or unstable, which can
make it impossible to successfully juggle
responsibilities on and off the job.*

When workers have a voice in the workplace — either
through a union or other forms of worker

organizing — many have chosen to negotiate for the
kind of schedule fairness that allows workers and their
families to plan and manage their lives. Collective
bargaining agreements and other organizing
strategies have often successfully addressed the
problems of schedule unpredictability and instability,
lack of worker control over schedules, and involuntary
part-time work.> This fact sheet provides examples of
collective bargaining agreements and other
organizing solutions to abusive scheduling practices.
These examples of fair schedules achieved through
worker organizing provide models of workable
solutions for workers and employers.

Unpredictable work schedules

Providing notice of work schedules a week or less in
advance is common in many industries. This leaves
workers with little or no notice about whether and
when they will be scheduled for shifts, making it
difficult or impossible to arrange child care, schooling,
or a second job, or for a worker to manage his or her
own serious medical condition.®

The examples below describe policies providing for
advance notice of work schedules that workers have
achieved through collective bargaining and other forms
of worker organizing.

 Except in cases of emergency, the City of Oakland
must post changes to work schedules, including shift
starting times, at least ten working days in advance
for members of Service International Employees
Union (SEIU).”

* Members of Local 3 United Storeworkers Retail,
Wholesale and Department Store Union who work
at Bloomingdale's flagship store on East 59th Street
in New York City receive their schedules twenty-one
days in advance and must be notified of any changes
to the schedule at least one week in advance.®

« In its contract with City of the Fraternal Order of
Police, the City of Delaware, Ohio, recognizing “the
benefit to be achieved from advance notice of
scheduling,” posts the work schedule for collective
bargaining unit members at least six weeks in
advance. If changes must be made, the effected union
members must be notified as far in advance as
possible.®

« OUR Walmart, a grassroots organization of Walmart
workers, recently won an organizing victory when
Walmart announced that it would provide its
workers with two weeks' advance notice of their work
schedules. And, by 2016, Walmart has promised it will
offer some associates fixed schedules each week and
provide all associates with their schedules at least 2.5
weeks in advance.’
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Unstable work schedules and involuntary
part-time work

Workers in low-wage jobs often have schedules that
vary from week to week or month to month. When
work is slow, hours are often reduced.!* Seventy-four
percent of early-career adults (ages 26-32) in both
hourly and non-hourly jobs report at least some
fluctuations in the numbers of hours they worked in
the previous months; for these workers hours fluctuate
by more than an eight-hour day of work and pay in the
course of an average month.2 Many employees want to
be working full-time, but unstable work schedules keep
them working part-time. In 2014, one in five

(20.7 percent) part-time workers worked part-time
involuntarily.® These “involuntary part-time” workers
struggle to support their families with fewer hours and
less pay.

The examples below describe collective bargaining
agreements and other worker organizing efforts that
have led to more stable schedules — either through
minimum hours guarantees or protections form
being sent home early without being paid for
scheduled shifts.

» Cooperative Home Care Associates, a worker-owned
staffing agency in New York City that has worked
with SEIU Local 1199, guarantees employees 30 hours
of pay each week, even when 30 hours of work are
not available.* To participate, employees must have
worked at CHCA for three years, must accept all case
assignments, and must work every other weekend.t®

* Members of the Fraternal Order of Police in

Delaware, Ohio, receive an annual stipend of $500 for
being subjected to the “on-call rotation.” In addition,
if union members are called in outside of a regularly
scheduled shift or for a call-in shift outside of the
scheduled on-call rotation, the member must be paid
three times his base hourly rate for the first hour and
one and one-half times his base hourly rate for all
other hours worked for which he is required to work.1®

SEIU Local 49 negotiated with Legacy Emanuel
Hospital to create a policy through which all
employees scheduled for work or who report to
work at the employer’s request are guaranteed at
least four hours of pay, even if they are sent home
before working four hours.'’
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» Through Walmart's new Access to Open Hours
program, secured following years of worker
organizing for more stable schedules, workers are
now able to request open shifts in different
departments to boost their hours.’® Under the
program, available shifts are posted within the store,
associates may request to work these shifts, and
within 24 hours of requesting the shift, the associates
are notified if they have been selected.’®

Lack of worker control over schedules

Many low-wage workers have little meaningful input
into the timing of their work hours. Workers on both
variable and set schedules are often unable to make
minor adjustments to their schedules without
suffering a penalty.?° Others are required to work too
many hours: a 2014 analysis of the General Social
Survey found that 28 percent of both hourly and
salaried workers consider their overtime work to be
mandatory.?

The examples below discuss collective bargaining
agreements and other forms of worker organizing that
have led to employees gaining more control over their
work schedules.

* The California Nurses Association (CNA) routinely
negotiates with hospitals to create policies that avoid
mandatory overtime, except in the event of an
emergency or disaster.??

» American Federation of State, County and
Municipal Employees (AFSCME) LOCAL 2191
negotiated with the City of Columbus to prohibit
requiring mandatory overtime unless volunteers
cannot be found to work the overtime and to allow
employees scheduled for mandatory overtime to
make reasonable requests to be excused.?®

» The Vermont State Employees Association (VSEA)
collective bargaining agreement with the state of
Vermont allows for the establishment of alternative
work schedules, in which meal breaks and starting
and quitting times may vary from pre-established
schedules.® Alternative work schedules include flex
time, job sharing, and a four day workweek.?
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Conclusion

Worker organizing can result in greater certainty for workers about when and how much they will work, thus
improving workers’ ability to care for themselves and their families, attend school or workforce training, or hold
a second job. These policies lead to reduced turnover and absenteeism, and greater productivity.?® The examples
of practical solutions detailed above demonstrate that fair scheduling practices can work for both employers and
employees.
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