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Instability of employment, income and work hours is a pervasive problem in today’s labor market, 
especially for workers paid by the hour and those in low-wage jobs.1  Employer practices around hiring 
and scheduling can mitigate this instability, especially when these practices provide employees 
predictable work schedules and opportunities for additional work hours. Three provisions in Washington 
DC’s Hours and Scheduling Stability Act – advance schedule notice, predictability pay, and hour access – 
support scheduling practices that research suggests are feasible for employers to implement and would 
achieve greater predictability in work schedules, with potential to reduce job turnover, economic 
hardship, and improve the well-being of low-earning workers and their families. 

Employer practices such as posting work schedules with short notice, frequently changing work schedules 
without notice or pay, and maintaining a large pool of part-time staff on payroll all contribute to 
unpredictable schedules and fluctuating work hours.  These practices make it difficult for workers to 
know when and how much they will work, increase employee stress, and may jeopardize their ability to 
provide essential caregiving to children, elderly, or disabled family members, regularly attend educational 
activities to improve their human capital, or fulfill the employment responsibilities of a second job.2 
When hours fluctuate from week to week, so does take-home pay and economic security, thereby 
compromising employees’ ability to responsibly plan for budgeting and saving, and heightening the 
likelihood of experiencing (time-related) underemployment.3 Finally, fluctuating work hours also 
interfere with workers’ eligibility for the social programs designed to mitigate economic insecurity such 
as Temporary Assistance for Needy Families (TANF), Child Care Assistance, the Family and Medical 
Leave Act, and Unemployment Insurance.4  

Below we summarize some relevant research related to scheduling practices that may be useful in 
considering the Washington D.C. legislation. 

ü Problematic work schedules are prevalent in today’s economy.  The majority of hourly workers 
in food service and retail have unpredictable and variable work schedules.5  
 
§ National data show that 90% of food service workers and 87% of retail workers have hours that 

fluctuate from week to week. In the course of a month, work hours vary an average of more than 
8 hours, or the equivalent of a full day’s work. 

§ One-half of retail workers and almost two-thirds (64%) of food service workers report receiving 
one week or less advance notice of their work schedule. 

§ Two in five workers (39% food service; 44% retail) report that their employer determines their 
work schedules, without their input.  

§ Overall, compared to white workers, African American and Hispanic workers experience even 
less advance schedule notice and less control over their work schedules. 

 
ü The best available evidence suggests that it is feasible to provide workers at least two weeks 

advance schedule notice and to minimize adjustments to schedules once posted.  
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§ Several firms already provide advance notice to their employees.  The Gap, Victoria’s Secret, and 
Starbucks have all publically committed to policies that require schedules be posted at least 10 to 
17 days in advance. Sears, J.C. Penney, TJ Maxx, Williams-Sonoma, and Target report not using 
on-call shifts.6 

 
§ In one randomized experiment with a national retailer, managers of several retail clothing stores 

demonstrated that they were able to increase the schedule notice they provided hourly employees. 
On average, stores participating in the intervention posted more than three weeks of schedules at 
a time (mean = 3.24 weeks) compared to a group of randomly selected control stores that posted 
schedules less than two weeks (mean = 1.68 weeks) in advance.7 

 
ü Predictability pay is a practice that would promote cost sharing (instead of full cost shifting.) It 

incentivizes employers to utilize forecasting tools to optimize schedule adjustments, allowing 
more accurate initial schedules and limiting subsequent schedule changes, which makes good 
business sense.  
 
§ A predictability pay provision recognizes that some last minute changes to work schedules are 

driven by unpredictable business necessity. However, it also acknowledges that schedule changes 
create costs for workers by disrupting childcare arrangements, school and training schedules, and 
transportation arrangements. The establishment of a predictability pay provision ensures that the 
monetary cost of schedule adjustments is shared between business and employees. Just as an 
overtime premium compensates hourly employees for working beyond what is conventionally 
viewed as a reasonable workweek, a predictability premium compensates employees for the 
sacrifices they make when accommodating employer requests for flexibility.  
 

§ There is mounting evidence that there is more stability and predictability in firms’ labor 
requirements than is reflected in workers’ actual schedules. Scheduling technology that is used in 
many industries, like retail, has become very sophisticated and provides managers with tools that 
allow more accuracy in monitoring sales demand and forecasting labor demand than ever before. 
For example, forecasting studies by operations researchers at the University of North Carolina 
demonstrate that it is feasible for employers to predict labor demands with up to 90% accuracy 
with the use of scheduling software systems such as Kronos and Workplace Systems. As a result, 
schedules can be posted with further lead time and fewer adjustments to schedules are necessary.  

 
ü Retail and food service jobs typically have low-wage rates and part time hours. Many retail and 

food service workers are the primary breadwinners for their household who seek additional 
hours of work when hours become available. A provision that offers additional hours to existing 
employees before hiring additional part time and temporary (contract) workers would help 
ensure that retail and food service workers are able to take advantage of the recent minimum 
wage increase in Washington D.C. to increase their earnings and economic security.   

 
§ Earnings are a function of wages and hours, and the number of hours one works is intimately tied 

to the ability to escape poverty.  Forty-six percent of single-parent households who work part 
time are in poverty; that number is 55% for African American and 58% for Hispanic single 
headed families who hold part-time jobs.8  The recent increase in the minimum wage to $15/hour 
in Washington D.C. is one important piece of the equation; the access to hours provision that is 
currently under consideration addresses the second half of the earnings equation, making more 
hours available to workers who want and need them.  

 
§ Research shows that employees with variable work schedules disproportionately report wanting 

more hours, in one study of retail workers, over 50% wanted more hours.9 Indeed, about one-third 
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of all workers nationally, and half of all part time workers, desire to work more hours if they were 
available.10 

 
§ Hiring and training new employees takes valuable resources in terms of processing and training 

time. Investing additional hours in employees already on payroll who welcome those hours and 
are already trained makes good business sense by enhancing employee performance and 
retention.11  In fact, research shows that staffing practices that encourage hiring large pools of 
workers to accommodate employer flexibility needs contribute to staff turnover. In one study of a 
national retail chain, researchers found that managers who concentrated allotted hours on their 
existing trained workforce had 19% lower turnover rates than managers who did not.12 
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