Women Employed

Volatile Workplace Scheduling and its Impact on
Low-Wage Workers: A Review of the Research

Low-wage hourly workers face a number of obstacles in trying to establish economically
stable lives. At least two of these obstacles — the low wages themselves and the lack of
paid leave — are receiving some attention from policymakers and advocacy groups.
Nevertheless, another challenge may undermine efforts to address these barriers:
volatile scheduling. Many employers establish work schedules based primarily on their
own concerns, such as fluctuating customer traffic, without adequately taking into
account the impact that these shifting schedules can have on their workers. Using these
just-in-time workforce management practices, employers have effectively shifted the
costs of inconsistent customer demand to their low-wage hourly workers, who are not in
a position to absorb this risk.!

It has been estimated that the risk is falling to over 13 million men and women in low-
wage jobs who work schedules outside of the standard Monday to Friday 9:00 a.m. —
5:00 p.m. workweek.? Researchers who focus on retail and hospitality industries point
out that the data sets that produce these numbers are designed to generate averages
across the low-wage workforce. The averages greatly underestimate the scale of the
volatile scheduling problem in sectors like retail and hospitality where the
overwhelming majority of employees work non-standard hours.?

A. How Volatile Scheduling Practices Can Hurt Low-Wage Workers

In 2006, an estimated 33 percent of all U.S. workers held low-wage jobs.* While a
majority of these low-wage workers during this period held full-time positions, 31
percent were working only part-time.> The U.S. Bureau of Labor Statistics has confirmed
that in May 2010, 8.8 million workers held involuntary part-time positions.

Studies that have focused on the impact that volatile scheduling practices can have on
low-wage workers identified the following issues:
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Unpredictability

Many low-wage hourly jobs have fluctuating work schedules where “both the number
and timing of hours can change day-to-day, week-to-week and season-to-season, at the
discretion of management.”” A worker with a volatile work schedule might work from 8
a.m. to 1 p.m. on Monday; noon to 7 p.m. on Tuesday; 6 p.m. to 8 p.m. on Wednesday;
and not work again until Saturday morning. She might work different hours and have
different days off in each of the remaining weeks in the month. Unpredictable schedules
make it difficult for workers to effectively structure their personal lives, interfering with
their abilities to arrange for consistent child or elder care, provide consistent family
schedules for meals and homework, participate in children’s school activities, or attend
school or training.

No guarantee of hours or steady income

Few employers guarantee part-time hourly workers a minimum number of hours for
which the workers will be paid on a daily, weekly, or monthly basis.® Some on-call
workers (employees who work only as needed) may have no income at all during some
weeks. Workers with these wildly fluctuating schedules thus cannot plan on having a
specific and consistent income each week or each month, making it impossible to know
whether there will be enough money to pay essential bills.’

Last-minute scheduling and changes to work schedules

Work schedules for low-wage hourly workers may be posted with little or no advance
notice. In one study, work schedules were most often posted on the Wednesday or
Thursday before the work week that began the following Sunday."® In another study, 50
percent of participants reported that their schedules were posted with one week’s
advance notice or less."" Moreover, managers make last-minute changes to schedules
once they are posted or make real-time changes to work hours by sending workers home
when customer traffic is low, or conversely, calling workers in when demand is high.!?
These last-minute changes compound the work-life problems associated with already
unpredictable schedules and can have a particularly negative impact on low-wage
workers as compared to higher-paid workers.!?

Little or no flexibility in taking unscheduled time off

Low-wage hourly workers often have little or no flexibility in taking unscheduled time
off from work.!* Formal workplace flexibility programs such as paid leave and flex-time
may be available to higher-paid and professional workers, but low-wage or part-time
workers are less often eligible for these types of benefits.’> In one review of data, fewer
than 10 percent of low-wage hourly workers had used a flex-time schedule compared to
40 percent of workers making more than $100,000 per year.!® Because of management
attitudes, production and coverage issues, and other employer-specific policies, low-
wage workers often do not have access to occasional as-needed flexibility to handle
family illnesses, changes in school schedules, or other unanticipated events."” These
workers may face disciplinary action or be fired for absences that would be considered



acceptable for employees at higher salary levels; not surprisingly, repeated job changes
and disciplinary actions can negatively affect a worker’s lifetime wages and career
advancement.'®

Requirements to work non-standard hours

One study has estimated that 40 percent of all employees work mostly non-standard
hours. Many work in the evening, at night, on rotating shifts, or during the weekend at
least half of the time.!” These jobs are often concentrated among lower-wage workers.°
Others have noted that conventional research may underestimate the number of families
that struggle to cope with the challenges of working at least some non-standard hours
each week.?!

Few protections under various local, state, and federal employment laws

Part-time and low-wage hourly workers may not be eligible for unemployment
compensation, the requirements for which vary by state.? Although the Unemployment
Insurance Modernization Act (UIMA) provided strong incentives for states to establish
and expand benefits for part-time workers, only 28 states currently offer these benefits.?
Furthermore, part-time hourly workers are often not covered by laws that provide
important job protections to full-time workers — such as the Family and Medical Leave
Act (FMLA) - and also may not be able to satisfy waiting periods for employer-provided
benefits.?*

B. Why Employers Might Want Substantial Control over the Scheduling
Process

Control labor costs and meeting demands of customer traffic

Employers want to keep a tight link between labor costs and customer demand.
Employing hourly and part-time workers who can be scheduled to work only when
needed (or sent home when not needed) helps maintain that tight link.?> For example,
front-line managers in retail settings often are held accountable for ensuring that staff
hours are appropriate, based on ongoing and projected sales or customer traffic.?
Managers may reduce the number of full-time staff members and increase the number of
part-time or on-call employees in response to competitive pressures to lower labor
costs.?’

Control cost of employee benefits

Many employers are required to provide health care and other benefits only to
employees who work more than a minimum number of hours each week. Part-time
workers often are not eligible for these benefits or for other programs, such as those
involving paid or even unpaid leave.?



Control separation costs

By using on-call hourly workers, an employer may control or avoid altogether the costs
of firing staff during an economic downturn.? These costs might include severance
payments, the risk of litigation, the financing of unemployment compensation, the
requirement to provide advance notice of a layoff, and other adjustments costs. As a
result, some employers might not engage in formal layoffs, instead opting to use a
variety of scheduling practices that keep workers on the payroll but provide them with
few to no hours of work.®

Provide a cushion against absenteeism and turnover
Employers may keep a large number of part-time hourly workers on their payrolls to
allow for absenteeism and turnover.’!

Lack of trust in low-wage workers

One paper has noted that “a historic lack of trust in the discretion and judgment” of low-
wage workers has led to the attitude that management needs more control over work
processes and schedules for low-wage hourly workers.?> As a result, managers may be
less likely to provide workers with schedule-related flexibility, fearing that it might be
abused.

Need to ensure continuous coverage

In certain industries, it may be common for employers to have coverage around the
clock (for example, in production and customer service environments) or in the evenings
and on weekends (for example, in retail environments).> An employer may find it
challenging to provide firm schedules or options for working standard schedules when
coverage is needed continuously. Furthermore, some firms have security rules that
demand a certain number of employees be on the sales floor at all times and security
policies that specify the type of employee that must be available to open or close.

Lack of tools that allow workers to participate in the scheduling process

Some employers lack systems that would allow managers to schedule workers for
preferred shifts effectively or to trade shifts when needed to accommodate last-minute
issues.> Without these tools, employers may be reluctant to negotiate individual
accommodations with low-wage hourly workers.

Management challenges

Implementing flexible scheduling policies and practices for low-wage workers can be a
challenge.?® These challenges are exacerbated in smaller companies, which often operate
without full-time human resources (HR) professionals or in branches and locations
where the general/store manager must also fulfill onsite HR responsibilities. These
managers may not have the type of training that enables them to administer schedules
that benefit both the company and the employees. Small companies are more likely than
larger companies to lack adequate budgets for HR training.



C. Making the Business Case for More Predictable and Flexible Scheduling
Practices

Most work-life studies focus on the benefits that employers can secure by implementing
policies and practices that enable flexible scheduling. Workers with volatile schedules
instead need stable, predictable scheduling. Few studies have looked specifically at the
benefits available to employers who change their just-in-time scheduling practices to
provide stability for their workers. Nevertheless, the outline of a business case can be
found, and it ultimately may show that employers can reap rewards by providing
scheduling stability to their low-wage hourly workers just as they have by providing
work-life flexibility to higher-paid workers.

Schedule flexibility increases employee engagement and reduces turnover

A recent summary of more than 500 items of research has found that flexible work
practices reduce turnover; employee stress and burnout; and increase employee
satisfaction, commitment, and productivity.* Supportive work-life practices have
positive benefits for both employees and employers, both in terms of employee
engagement and employee retention.?”

Giving low-wage workers more control over their schedules may have a greater and
more positive impact on engagement and burnout than providing flexibility for exempt
workers

Giving low-wage hourly workers access to effective flexibility programs increases
commitment and retention.’® The positive effects of these programs on job satisfaction,
work-life balance, and mental health are greater for low-wage/income employees than
for employees with higher wages/income.® In one review of data, low-income workers
who had access to flexibility in scheduling showed 50 percent higher levels of
commitment and engagement than workers who did not have such flexibility, and
intention to leave the company within two years was 30 percent lower.* When
workplace flexibility is available to low-wage hourly workers, it “can have equal or even
more powerful outcomes” than for professional or management workers.*!

Implementation of flexible job scheduling practices reduces turnover and potentially,
costs*

Some studies have suggested that the cost of hiring and firing a worker could be as
much as one year of payroll costs for an average worker of a firm.*

D. Potential Solutions
Several studies have begun to identify potential solutions to bridge the gap between

employer-driven scheduling and employee needs and desires. There are, however, a few
basic thoughts to consider before reviewing these options. One author reminds us that
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for workplace interventions to be effective, they must take into account the practices
actually found on the front lines of today’s firms.* Because the impact of volatile
scheduling often falls most harshly on workers with lower job status and less seniority,
it is important to craft solutions that address the problems of these workers as well,
rather than merely focusing on the problems of those who already have relatively stable
schedules.*> A myriad of potential solutions have been tried or proposed and are briefly
described below.

Expand unemployment benefits and other basic job protections to part-time hourly
workers?®

As noted by the U.S. Government Accountability Office in a 2007 study, low-wage
workers are almost 2.5 times more likely to be unemployed than their higher-paid
counterparts, but are about half as likely to receive unemployment benefits.*”
Unfortunately, the economic downturn has dissuaded some states from extending
eligibility to part-time workers. The Obama administration should consider providing
more incentives to stimulate state action. Expanding the coverage of key federal
mandates such as FMLA could also provide part-time workers with valuable
protections.

Work with local, state, and federal legislatures to set minimum standards for job
quality and remedies to volatile scheduling issues

Minimum standards could find root in modest changes to existing law or in completely
new requirements.* They could include minimum daily wage requirements, minimum-
hours guarantees, and reporting-time pay provisions that would require employers to
compensate workers when they are sent home in the middle of scheduled work shifts
because of slow business.

Draft and pursue legislative and administrative provisions favoring businesses that
provide a certain level of job quality#*

The federal High Road Procurement Plan constitutes a first step in this direction. Under
this plan, the federal government would award its $500 billion in contracts to companies
with favorable job qualities and policies.*® Job quality measurements should include
specific requirements for fairer scheduling.

Establishing and enforcing strong clawback provisions in local, state, and federal
contracts®

The State of Illinois has developed a Corporate Accountability Progress Report tool that
tracks the number of jobs created in companies receiving public subsidies and tax
breaks. This type of tool could be expanded to include information on the type and
quality of jobs, including for example, total hours of work generated by broad
occupational categories, rates of pay, benefits provided, scheduling practices, and other
metrics. These data could then be tied to clawback provisions if employers do not meet
agreed-upon job quality criteria.



http://www.corpacctportal.illinois.gov/ProgressReport.aspx

Elevate public awareness of the need for predictable, stable scheduling for low-wage
workers

At the White House March 2010 Workplace Flexibility Forum, the need for not only
flexible but also predictable schedules for workers in low-wage jobs was discussed. To
further explore this need, the regional follow-up discussions should emphasize the need
for scheduling stability and predictability. The Task Force on Middle Class Working
Families could provide an avenue to push for federal recognition of low-wage and/or
part-time scheduling issues. The Center for Law and Social Policy (CLASP) has called on
the Obama administration to establish a presidential commission focused on improving
job quality for part-time workers.>

Using collective bargaining agreement provisions as models for legislative and
administrative action

The important role that unions have played in improving job quality has been well
documented. In recent years, unions have focused more resources on the service sector,
where many low-wage jobs are concentrated. Women Employed’s own research into
collective bargaining agreements found multiple examples of contract provisions that
could provide a job quality baseline in local, state, and federal statutes or regulations.>

Work with employers to establish formal or informal approaches that bridge the gap
between employer practices and the needs of low-wage hourly workers

These approaches include: advance posting of schedules, enhanced communication
between managers and workers, and the development and implementation of easy-to-
use technology.

Some of these practices have been implemented or attempted. In one study, store
managers were able to post schedules up to a month at a time because their corporate
practices allowed them to do so. % Other employers have implemented compressed
work week or flexible start and end times for low-wage hourly workers. Furthermore,
one study encouraged an employer to implement a system of written forms to improve
manager-staff communication about preferred working times and additional availability
for work.>® Yet other employers have developed technology to enhance this
communication.® At least one retail chain encourages store managers to implement
flexible programs that are geared toward each store’s specific workforce and allow
workers to request regular schedules.’” Moreover, as more companies adopt new
technology-based scheduling systems, companies could be encouraged to develop web-
based programs to help employers effectively blend business needs with employee
desires.*



Work with local, state, and federal entities to provide support to employers on job
guality improvement

CLASP has advocated for an active government role in helping employers by providing
information-sharing, training, and technical support for employers.>

For more information on Women Employed’s work on volatile scheduling, contact
Chris Warden, Senior Program Manager at cwarden@womenemployed.org.

!Elizabeth Lower | 8 OKSE GhLILR NI dzyAdGe Fd 22NJY LYLNRGAY3I W20 vV dz
Paper No. 1, Working Paper Series, (September 2007), 11.

2 Jemifer Swanbergs Cf SEA G S 2 2 NJ  !-WadEIW6RessYASGfitical Diiehdith f 205

vdzZl f AG@Zé 6t 2 ¢ SatheFlexblé WarkNEEran§eyhénts ardd 2efage Work: Creating

Opportunity for Lowwage Workers event for thlew America Foundion's Workforce and Family

Program and Workplace Flexibility 2010 of Georgetown University Law Center, Washington, D.C., July 8,

2009).

®Susan J. Lambernna Haley.ock, and Julie R.S y f & K Schedluddiekibility in Hourly Jobs:

Unanticipated 2y 4 S1j dzSy 0Sa | y R tweRinNgHaEparyWbrk SchedBirg Study,y a = ¢ 0

University of Chicago

"WSYYATSNI {6 yoSNAS d22N] LI FOS { GNH2OGdzNBE | yR AdG&a LYLI
(presentation at the Working for Change: A ConversatioiMamnkplace Flexibility of Georgetown Law

event, Washington, D.C., May 29, 2008), 3.

® Ibid., 9.

Pa¢KS 9YLX 28YSyld {MeWwsfBurdal af yabor StatisticsHUISn Diepagtment of Labor),

(2009): USDL 09588 http://www.bls.gov/news.release/archives/empsit 06052009.pdf

7Susan Lambert, oOMakHonugr lay [Enfpfleoryeenecsed fiBrAmmsake nt ati on at
National Symposium on Family Issues, Pennsylvania State University, October 8-9, 2007), 8, citing
Henly, Julia R. and Susan Lambert. 20 0-mcomed Nonstandar c

Parents. 6 | n Wor k, -beiagnediled/by Sudamree Bianchi, Lyane Gaspwie dndl

Rosalind King. Mahwah, New J&y: Lawrence Erlbaum; and citing Henly, Julia R., H. Luke Shaefer, and

El aine Waxman. 2006. 0 Non s t-am Bnaptoye®rivenlexibiteim e dul es: Emg
Retail Jobs. 6 Soci-3lAlsGsee Amy RiehmaheArlene Jwhnso &nd Lisa 0 9

Buxbaum, OWor kpl ace FIl exi bi | iFDgondulting, WorkingFamiliésa g e Wor k et
for Flexibility Project, (October, 2006), 9-10. Also see Lower-Bas ch, o0Opportanility at Wor
Bl FYOSNI = dal 1A ynah OK YS yWessiMes fiSHEimee. v

AnnaHaleyf 201 YR {GSLKIYAS 96SNIT G{SNPAYy3d 22NJY !y hNH
¢tg2 /KFEAya FyR {dFGSaxXé oOLILISNI LINBaSydiSR G G(KS | yydz
Annual Meeting, BostgrMassachusetts, July 31, 2008), 13; Lowér 8 OKX a h L2 NIidzy A& | 4 2 2
I YeSNI=E dallAy3d & FROKESNBYDENG df M ([82 6 SN2 2N] Z¢ MMO
Ywdz At wo 1 Syfes 1E [dlS {KFESTFSNE YR 9fahdiy$S 2 EYlYyS
Employee5 NA @Sy Cf SE A 0 BoécialiBéiende Revidds Nol: 4\(DecewiBed 2006} 621.

I YOSNI E dal | AyHaleytockB AyFRF SINGSS/NIISSS ¢ 61; Ridhidian wtAl., 2 2 NJ| < ¢

dWorkplace Flexibiliz 80T | Syt &8s { KIF STSAHI Y RRNRI EXNY-BERAOKERdzZ Sazé¢ ¢
3 James T. Bond and Ellen Galingitgow Can Employers Increase the Productivity and Retention of

Entry] S@St X | 2dzNI & 9YLX 28S8SSaKé¢ CFLYAfTASAE Fd 22N] Lyadadiad:
level, Hourly EmplyeesProject (November 2006), 58 wA O K Y Migrkpfade Flexibitazre-16

YwA OK Y ywoskplace Flegillityd MmT | [ADKENIG h LILIR2 NI dzy Ade G 22N] ¢ ™
YR 2FEYIYXYZ adb2yaidl yR626LR 2 2N)] { OKSRdzZ S&ZécHp


http://www.bls.gov/news.release/archives/empsit_06052009.pdf
mailto:cwarden@womenemployed.org

Bwi OK Y I yWdkfilacé Flestiility & -12g M+15.

Ibid., 14.

Ybid.

BwA OK Y yWdkplacé B EA @A f OR&Agy IMpATMAT YaE ahyS {A01 / KAtR
2 KSYy WhLIGAY3 hdziQ Aa b2d Fy hLIGAZ2Yy ®E

BIENNASG t NBAASNE a2 2NlyHEBHR F2 NI | SR O3 §2C2 WA Y A/SRISES $
{113S C2dzyRIF A2y S H WotplaZe Fraxibility &v A KT | W 88 Y I ®IZ dd2 2N Ay 3
| 2 dzNRRgiobal RevieWuarterlyl, (1998): 1

PWwA OK Y yWdklace Rlestitfilityéd mMmBasthgt 8 SNR Nl dzy AGeé G 22N]Zé MM

2 Sytes {KFESTSNE FyR 2FEYIYS db2yalidyRNNR{ ORSRdZ DK SR
Ct SEAOATAGE AYy | 2dz2NI & W204a dé

Zlower. I A OKE & h LILI2 NI diryempioymeht insutagcdtd cvage ¢ritl Pailime Workers

ContidzS (2 9 ELISNASYOS UniedStates GoEimehtAccouBitabity QfficE Report to

the Chairman, Subcommittee on Income Security and Family Support, Committee on Ways and Means,

House of Representatives, GAW®-1147, (September 2007), -38.

BwsSO20SNE 10004 ! ySYLE28YSyd LyadNIyOS az2RSNYATIFGAZY
in Seven Statesin2019:2 ¢ oH {GFdS& vdzZ f AFTe& F2NJ CdzZf CdzyRAYy3II hyt
Employment Law Centedune 18, 2010.

*Beth ShulmanThe Betrayal of Work: How Lewage Jobs Fail 30 Million Americans 6¢b $g , 2N]l Y ¢KS
New Press, 2005), 18dc o T [ F YOSNIIZ dal{1Ay3 I S5AFFSNBYyOSzé¢ 710
PLFYOSNIET dal1Ay3a | 5A Workpned FIS®ImEE oM TwA{OdKAYHH Y 1S21dza § Yot sy 55
Employer§ 84S Cft SEA0t S {dF FFAyYy3a ! NN} y3ISySylidastialandA RSy OS T N2
Labor RelationReview55, No. 1 (2001): 14970;Lower. I a OKX ah L2 NlidzyAdGe G 22N)] Z¢
BLFYOSNIE dallAy3a I BAFTFSNBYOSsé oo

T 2dzaSYLYysS d2Keé 9YLI 28SNB ! 48 CtSEAGES {GFFFAYI | NNIy
*®|bid., 1611, 1619.

® dzZlF12 hy2s d2Keé R2 CA NJMidago Fadd ettpTherReieidliRasBrveBankdf S N& = ¢
Chicago, No. 260, (March 2009): 1.

%_Lambert, oMakin@g a Difference

B YOSNIEZ dal 1 AYiT H 28RBFWENEYy@EXE® OYLI 28SNA ! 4S5 Cf SEA
9-10, 13.

ZWwAr OK Y I yWdkplacé Flestitiility &9.

BwAr OK Y I yWdkplace Rlesitfilityd [HATO SNIZ dal {AFI | S5AFFSNBYyOSs¢
*RichmarS (i  Wérkplace Blexibility ¢ H n ®

®lower. F A0KE GhLILRNIdzyAtGe Fd 22Nl Zé Fd mMpod

% Amy RichmanJanet CiviayLaurie ShannarE. Jeffrey Hillandw2 6 SNIi . NBY Yyl ys a¢KS wSt | i
Perceived Flexibility, Supportive Weltie Policies, and Use of Fornidexible Arrangements and

Occasional Flexibility to Employee Engagement apeded S (i S y 0WFB ¢ansgultind;ommunity,

Work & Family11, No. 2, (May 2008): 1837.

¥Richmanet.a ¢ KS wSf | A2y aKA L) -BF 1HI9NINE findriysRof thidstidyr 6 A f A (& = ¢
which focused on large companies, migiot be able to make generalizations about small businesses;

Bond and GalinskgHow Can Employers Increase the Productiitg Retention of Entryevel, Hourly

9 Y LI 2 &87506dkekevird LJAGSAY T aDSGUAYT t dzyOKERY ¢XKBSWRANI §RSEX «
Work for Workers of All WaggsfCenter for Law and Social Policy, July 200&§).8

BWAOKYLFY Si ICHBEAGICEMIIRINIKID MpES +2A08a C2NJ 22Nl Ay3 Ck Y
Case for Flexibility: An Imperative for Expar®ién

Pwir OK Y yWoskflace Rlesisiliyé p> mMcT WFHYSa . 2yR FyR 9ftSy DIFfAy:
Flexibility is Available tBntryf S@St = | 2 dzNFainilie8 af Whrkdsiit6i& Rdédarch Brief No. 3

of the Supporting Entrevel, Hourly Employed®rojecT 4SS W2 Ky az2y Siao X a/ KFEEtSy
adliK&Z¢ Hoc® C¢KAA& & (iR SaffSHrbaNtBisipart obs adalBsis2 S R LI NI

WA OK Y yWdkjlace Rlesifilityé mT1 ®



“Ibid., 5.

TIFHYOSNIE dallAy3a F S5AFTFSNBYOSsZé Hod b2GS GKIG Fy SYL
interventions as a means of trying to reduce turnover.

®hy2s G2Keé 52 CANNA dzaS ¢SYLRNINE 22N] SNBEKE mM® hyz2 R
costs associated with permanent, potentially full time, staff membEpstein] S@A Y~ aDSGGAyYy 3 t dzy Of
8-10.

“IFYOSNIE daliARy3a I 5AFTFSNBYyOSsé

**|bid., 11.

*®Beth ShulmanThe Betrayal of Worki61-162, 174175.

47: & { © D Yhempioprientdnsurance: LeWage and PafTime Workers Continue to Experience Low

Rates of Receipté o &

®lower. I A OKE & h LILI2 NJIiNaié thit,éot suiprishd@yNd|s& 6f mimichum standards

protects employers that take the high road from being undercut by-¢esscientious businesses.

“lower. A OKS & h LILI2 NI3d20ALt &K AlE  A2L2 MJF L& SN £ a1l AIK w2l R 2N |
AY GKS bS¢é DNBSy 902y2Yeszé D2-36RBetiWghal@anthd Belajatof 6 CS 6 NXzl NE
Work, 152155.

U HSHSYy DNBBYR2EASESS&] ''aS 2F ! dNewYorkZighebmrudm & | & | 2 | 3
25, 2010.

*1 Good Jobs FirséReform#2: Clawbacks, or Monegack Guarante&s ¢

http://www.goodjobsfirst.org/accountable development/reform?2.cfnfaccessed June 2010).

I SYGSNI F2NI [ 6 I YRSN2OALRIADEBAQED2VBYRt (E8KA T2NJ HJ
(October 2008), 8.

B9t tSy bSSftes a{SINOKAYy3I F2NIt20SydAPoverRoatf dzi A2y a Ay |/
presentedto Women Employed, Chicago, IL, October 27, 2009).

> Ibid., 1721.

*°|bid., 21-23.

Pwi OK Y ywoskflace Rlesiltility@ H n @

> ®ennifer Swanberg, Jacquelyn James, Mamta GjHa,0 2 SNY SNE | yR { KI Ny aOYSOKYA
G2 GKS |/ AGA Sales Sudly: Jolis daik ®Vark, Issud Bridf No-al, 2

B gL yoSNHAASKP I If SiEs adchiltaityé th érentd a schedule that blends employee requests

with business demands and also allows supervisorsnaautlagers to efficiently manage their own time

rather than spending an inordinate amount of time creating a scledu

Plower. F A0KT GhLIIRNIdzyAiGe G 22NJZé HZ nZ HAO®

é
S

10


http://www.goodjobsfirst.org/accountable_development/reform2.cfm

