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Abstract Scheduling algorithms have made impressive advances. Many objectives can be reached within reasonable
runtime, as the previous International Nurse Rostering Competitions (INRCs) showed. As usual, these improvements
have raised practitioners’ expectations, who, in this case, are consultants and researchers in working time and shift

scheduling.

This paper highlights potential additional requirements in two areas and provides input for possible future rostering
competitions. Firstly, some requirements regarding scheduling objectives are raised that are important for people —
because it is not sufficient to simply fill rosters, and income, health, safety and well-being are heavily influenced by
work schedules. It is therefore necessary to include rules that consider specific features of shifts and sequences of work
(e.g., average hours per week). Secondly, a vision of a meta-requirement is raised. It is not enough to fulfill the specified
requirements as effectively as possible. In a real-life setting, quite often requirements can be changed. Consequently, it
would be advantageous to understand which schedule requirements cause bad solutions in order to be able to identify

possible changes that encourage better solutions.

Keywords Nurse rostering competition - employee scheduling scheduling and health risks -

scheduling and safety risks

Introduction

Employee work scheduling has a long history. By the 1970’s and 80’s algorithms for better
schedules had been developed [1-3], and they already focused, in part, on health and well-being.
Since the 90’s many automatic and semi-automatic algorithms for work scheduling have been

developed to satisfy scheduling requirements in different work contexts, e.g., nursing,
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manufacturing and industrial complexes, and air transport. Although some automatisms for
scheduling were used, manual interaction remained important for optimization and adaptation of the
resulting schedules.
The general development of scheduling and optimization led to highly varied algorithms and
approaches which are difficult to monitor and evaluate. The two previous International Nurse
Rostering Competitions (INRC) in 2010 and 2015 helped to improve and compare algorithms [4,5].
The background of this paper is roughly 20 years of experience in consulting and research in the
field of working time and rostering. Our consulting services, which we run mainly in Central
Europe, mostly include the generation of rosters and working time arrangements that

e are favorable in terms of economics

e comply with the law,

e and do not impair health and well-being.
We are using several techniques to accomplish these aims, including optimization algorithms [6].
Our research is part of the interdisciplinary research community of the international Working Time
Society that has similar aims, including a strong focus on health, well-being, and accident risks,
among other outcomes. Knowing the difficulties of rostering, we greatly appreciate the effort and
achievements of the PATAT community. We are glad to contribute our vision of future directions
for the community.
From the perspective of practitioners and researchers, we raise ideas in two domains. The first is
difficult but important. It addresses the pay, health, safety, and well-being of the employees. We
describe the working hour arrangements required to address these issues, as well as their scientific
background. The second dimension we consider to be even more challenging. It involves helping
schedulers understand interactions between schedule requirements, allowing them to identify where

small changes to some requirements result in much better solutions.

Employees as humans

Work schedules influence not only working outcomes, but also the living and working conditions of

employees. Although improving knowledge of these effects is a huge and evolving research field,
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many aspects have become quite clear. The basic mechanisms stem from humans as biological and
social beings.

From a biological perspective, the sleep/wake cycle has an extensive influence on us. This circadian
rhythm is determined by both our internal (the “master clock™) and external zeitgebers (most
importantly light, but also timing of meals, sleep and other behavior). The sleep/wake cycle can be
disturbed by exposure to light and activity (e.g., work) at night, a time when we are programmed to
be in darkness and sleep. Consequently, rhythmic body functions, such as hormones or body
temperature, de-synchronize with the circadian rhythm. This desynchronization can cause
problems, such as fatigue during work, sleep problems after night shifts, and mid- to long-term
health impairments [7].

These effects can be more pronounced in some individuals than in others, partly due to inter-
individual differences in the inner clock (some people can be characterized as early and some as late
“chronotypes” [8]) or flexibility in sleep behavior. These individual factors also vary with age. For
example, with increasing age, tolerance of rotating shift work or night work usually decreases and
the chronotype changes towards “morningness” [9].

However, biological rhythms are not the only ones that affect the life of humans. At least in western
societies, there is a history of social activities occurring mostly in the evenings and on weekends,
forming a normative social structure or “social rhythm” [10,11]. Therefore, working hours that
interfere with this social rhythm, particularly working on evenings and weekends, are more likely to
impair social well-being and work-life balance [12]. In the case of shift work, quickly rotating
schedules with three or less shifts of the same type in one block interfere less with socially valuable
time than slowly rotating schedules, in which a week or more of unsocial work hours, such as late
shifts, is common and significantly impairs social interaction for a long period.

In addition to the daily timing of work, the number of working hours per day and per week affect
safety, health and social well-being. For example, an exponential increase in accident risk after 8-9
hours on duty is well documented [13,14], and extended weekly working hours have been shown to
increase the risk of health problems and social impairments [15]. In several cases, a reduction in
working hours has been shown to improve employees’ health and job satisfaction [16,17]. In one of
these studies, working hours were not only reduced but the shift schedule was also changed from

long blocks of work (3 morning, 3 late, 3 night shifts followed by 3 days off) to shorter blocks with
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fewer night shifts and longer rest periods (2 morning, 2 late, 2 night shifts, followed by 4 days off)
[12]. This evidence indicates that schedules with reduced working hours per week produce healthier
shift patterns.
Several factors can protect against the negative effects described above. Rest breaks, especially
during a shift, can reduce work load and longer rest periods between two shifts can increase
opportunities for sufficient sleep and rest [13,18]. Additionally, control over working hours is an
important resource, which buffers (but not eliminates) the negative impact of irregular or long
working hours on health and work-life-balance [19].
Work schedules can thus have consequences for the following factors:
e Accident and error risks: In a meta-analysis, Fischer et al. [14] found increased accident and
error risks due to work hour characteristics such as
0 shift length (12h-shifts are associated with almost twice the accident risk than 8h-
shifts),
0 working a night shift (increased accident risk by ca. 33% compared to working a
morning shift),
0 having a rest break (can reduce the accident risk by about half compared to no rest
break), and
o0 cumulative effects of successive shifts (e.g., the fourth night shift shows a risk
increase of 36% compared to the first night shift).
e Health, which is most affected by night work, irregular and unpredictable work hours,
number of hours per week, and weekend work [7,15,18].
e Social well-being, which is mostly affected by work on evenings and weekends, and

irregular or unpredictable working hours [12].

Due to the multifactorial, and often interdependent, relations between work schedules and the
consequences described above, optimization of shift schedules from a health and social perspective
is challenging, especially when combined with other requirements caused by staffing requirements

that vary at different times, individual preferences, and working time law and regulations.
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Legal and practical aspects

Employee rostering is typically embedded in a legal framework. However, there is a wide variety of
approaches to dealing with shift work. Within the European context, especially in Central Europe,
there are many prescriptive rules that limit scheduling, e.g., a minimum rest period of 11 hours
between shifts is common in many countries and sectors. Additionally, there are many rules on
payment, especially on overtime and supplements. In many countries, limits and rules refer not only
to single shifts but to stretches of work. For example, working hours per week are limited to 48
hours, on average, and 50 hours in a single week. Additional hours have to be averaged out within a
prescribed period (e.g., 4, 13, 17, 52 weeks) or otherwise employees are entitled to additional
payments or rosters become illegal. Some countries (e.g., Australia) and sectors (e.g., transportation)
focus more strongly on accident risks.
Although it is impossible to provide any complete list of rules (it is impossible for Austria due to the
number of sectors and company-level agreements), there are some general rules related to:

e maximum hours per week / averaging period,

¢ minimum and maximum hours handed over from one period to the next,

e minimum rest hours after a shift depending on the number of consecutive hours worked,

e the possibility of shortening some rest hours if others get longer,

e extra rules for shift length on weekends (e.g., 12h-shifts),

e exceptions rules (e.g., under specific circumstances longer working hours may be legal for

some weeks), and
o distinctions between types of time with different rule sets referring to work content (e.g.,
normal work, work with standby times, being on-call) or to the time of day or day of week

(e.g., night, evening, or weekend work).

This rather long list, however, reflects only a small fraction of the actual complexity.'

! For the connoisseurs of complexity: In some laws, the “working day” is not related to a calendar day or 24:00 hours
(e.g., a working day may start at 2:00 am, last for 6 hours, and the following working day start at 8:00 pm). So the start

of the “day” may move. Probably it does not come as surprise that a week also does not necessarily start at 00:00 hours.
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Potential requirements for future rostering competitions

The Second INRC [5] dealt with two types of constraints concerning legal requirements and

working conditions: contracts and shift types:

“Contracts: Each nurse has one specific contract (e.g., full-time, part-time, on call). The contract
sets limits on the distribution and the number of assignments within the planning horizon. In detail,
it contains

o minimum and maximum total numbers of assignments in the planning horizon,

o minimum and maximum numbers of consecutive working days,

o minimum and maximum numbers of consecutive days,

o a maximum number of working weekends in the planning horizon, and

e a Boolean value representing the presence of the complete weekend constraint to the nurse,

which states whether the nurse should work both days of the weekend or none of them.

(..)

Shift types: For each shift type (e.g., early, late, night), its minimum and maximum numbers of
consecutive assignments and a matrix of forbidden shift type successions are given. For example, it

may not be allowed to assign an early shift the day after a late shift.” [5, p. 2]

To some degree, contracts and shift types requirements can accommodate legal, health and well-
being considerations. For example, minimum rest hours between duties can be addressed by
forbidden shift sequences or maximum shift length can be addressed when designing shifts. With a
small number of different shifts it might be easy to enumerate all feasible and forbidden sequences.
With a larger number of shifts (e.g., 10-20) over longer stretches (e.g. 14 days) this becomes very
cumbersome.

We suggest the following extension to these two types of constraints for future rostering

competitions:
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Rules: Hard and soft constraints regarding hour and shift counts over repeated periods of time (e.g.,
n weeks) or prescriptions regarding some categories of time (e.g., 36h of time off) and the

expression of constraints built with such definitions.

Examples for such constraints are:
e The average working hours of an employee should be <= 40h/week.
e The maximum working hours should be <= 48h/week.
e Each week should have a rest period of 36h.
e After a night shift, employees should have a rest period of 48h.

e For each night shift of at least 6 hours, the employee receives 2 hours of paid rest.

Setting additional constraints of this nature may assist to reduce accident risks and enhance the
health and social well-being of the employees.

Interestingly, the First INRC [4] had a few additional requirements, e.g., minimum and maximum
numbers of consecutive free days, a maximum number of consecutive working weekends, a
maximum number of working weekends in four weeks, number of days off after a series of night

shifts. Overall, the requirements were similar.

Our vision: Understanding the network of requirements

Constraints are not always as well-defined as one might assume. They might have been determined
without adequate analysis or by applying wrong or outdated assumptions. Rechecking constraints is
part of many of the over one hundred real-life cases that we deal with at XIMES each year. Indeed,
very often constraints are changed after deeper analysis. Even legal requirements are often ill-
defined. The German saying, "two lawyers give three opinions", is very often true! Reviewing all
constraints, however, is impractical for companies and consultants. It would be just too much work
and often prohibitively expensive.

As a consequence, it would be very advantageous to focus this rechecking and thinking about

alternative options on those constraints that, if modifiable, would have the greatest positive impact.
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It may be surprising, but even legal constraints are not always as strict as they may appear. Firstly,
new options for interpretation may emerge while discussing them. Secondly, some legal rules can be
changed if a strong enough case is presented. This clearly is easier in small countries like Austria
with a lot of power given to the social partners at industry and company level. There are similar
developments in many countries, however. Some countries even allow for a broad range of actions
if you can show that they are beneficial to employees.

Correspondingly, having (semi-) automatic support to understand why, for example, all potential
solutions are inconsistent with a given set of constraints would greatly alleviate the tedious task of
validating (sets of) constraints individually. Is it a small number of constraints that lead to
inconsistency or what are the mechanisms that make the problem specification unable to permit
solutions? Would the rostering solutions improve in terms of health and well-being if some
constraints were changed?

Techniques, such as the enumeration of maximum unsatisfiable sets [20], that are incorporated into
well-established tools [21] can help tremendously to answer these questions.

Understanding the consequences and limits of hard constraints is difficult. The situation with soft
constraints is even worse. In practice, schedulers are often confused when a minimal change in one
weight of a soft constraint leads to substantially different solutions or, conversely, why massive
changes have no impact on the roster at all. Are we able to develop answers to help us understand

these conundrums?

Conclusions from a practitioner’s point of view

The definition of additional constraints on relevant working hours can enable us to develop work
schedules that minimize impairments of worker safety, health and well-being, apart from observing
legal requirements and fulfilling staffing requirements. Such improved work schedules would
benefit not only the workers but also the companies e.g., by reducing sickness absence [16] and thus
saving expenses. Additionally, in countries with social security systems, a healthier workforce can
save costs of welfare systems for long-term sick leave, disability pension, and accident insurance.
An automated identification of hard and soft constraints that impair the finding of good solutions

can have a great impact on using automated scheduling in practice. It would provide schedulers with
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essential information on which constraints to adapt in order to obtain better work schedules. This
would make scheduling much easier and faster with (semi-) automatic support.
PATAT and the INRCs have enabled great accomplishments in rostering, but there are still

opportunities for us to lift our approaches to the next level. Let’s start now!

References

1. Heller, N., J. McEwen, et al. (1973). Computerized scheduling of Police manpower, St. Louis Police
Department

2. Knauth, P. (1986). Moglichkeiten computergestiitzter Verfahren zur Schichtplangestaltung. Schichtarbeit und
Gesundheit. D. Broessler. Wien, Institut fiir Gesellschaftspolitik. 29: 73-89.
Nachreiner, F., L. Qin, et al. (1993). "Computer aided design of shift schedules." Ergonomics 36(1-3): 77-83.

4. Haspeslagh, S., De Causmaecker, P., Stelevik, M., Schaerf, A. (2014). First International Nurse Rostering
Competition 2010, Annals of Operations Research, 218(1), 221-236

5. Ceschia, S., Dang, N.T.T., De Causmaecker, P., Haspeslagh, S., Schaerf, A. (2015). Second International Nurse
Rostering Competition (INRC-II) --- Problem Description and Rules --- https://arxiv.org/abs/1501.04177

6. Musliu, N., Gértner, J., Slany, W. (2002). Efficient generation of rotating workforce schedules, Discrete
Applied Mathematics, 118(1-2), 85-98

7. Arendt, J. (2010). Shift work: coping with the biological clock. Occup Med (Lond). 2010 Jan;60(1):10-20. doi:
10.1093/occmed/kqp162.

8. Roenneberg T., Kuehnle T., Juda M., Kantermann T., Allebrandt K., Gordijn M., Merrow M. (2007).
Epidemiology of the human circadian clock. Sleep Med Rev. 2007 Dec;11(6):429-38. Epub 2007 Nov 1.

9. Roenneberg, T., Kuehnle, T., Pramstaller, P., Ricken, J., Havel, M., Guth, A., Merrow, M. (2004). A marker for
the end of adolescence. Current Biology, 14(24), R1038-R1039, https://doi.org/10.1016/j.cub.2004.11.039

10. Wedderburn, A. (1981). Is there a pattern in the value of time off work? In: Alain Reinberg, Norbert Vieux und
Pierre Andlauer (Eds.): Night and shift work: Biological and social aspects. Advances in the biosciences.
Oxford: Pergamon Press, 495-504

11. Hinnenberg, S., Zegger, C., Nachreiner, F., Horn, D. (2009). The utility of time - revisited after 25 years.
Shiftwork International Newsletter, 24 (2), 52.
http://www.workingtime.org/resources/Documents/January%202009%20Vol.25.1.pdf

12. Wirtz, A., Giebel, O., Schomann, C., & Nachreiner, F. (2008). The interference of flexible working times with
the utility of time: A predictor of social impairment? Chronobiology International, 25, 249-261.
doi:10.1080/07420520802114086

13. Folkard, S., Lombardi, D.A. (2006). Modeling the impact of the components of long work hours on injuries
and "accidents". American Journal of Industrial Medicine, 49(11), 953-63

Proceedings of the 12th International Conference on the Practice and Theory of Auto-
mated Timetabling (PATAT-2018), Vienna, Austria, August 28-31, 2018



42

Johannes Gértner et al.

14.

15.

16.

19.

20.

21.

Fischer, D., Lombardi, D.A., Folkard, S., Willetts, J., Christiani, D.C. (2017). Updating the “Risk Index”: A
systematic review and meta-analysis of occupational injuries and work schedule characteristics. Chronobiology
International, 34(10), 1423-1438

Wirtz, A., Nachreiner, F. (2010). The effects of extended working hours on health and social well-being — a
comparative analysis of four independent samples; in: Chronobiology International, 27(5), 1124-1134

Pfeil, M. Cygan, D., Gértner, J., Arlinghaus, A. (2014). Auswirkung eines neuen Schichtmodells auf
Gesundheit und Mitarbeiterzufriedenheit; Zeitschrift fiir Arbeitswissenschaft, 68, 73-77

. Schiller, H., Lekander, M., Rajaleid, K., Hellgren, C., Akerstedt, T., Barck-Holst, P., Kecklund, G. (2017). The

impact of reduced worktime on sleep and perceived stress — a group randomized intervention study using diary

data; in: Scandinavian Journal of Work, Environment & Health, 43(2), 109-116, doi:10.5271/sjweh.3610

. Vedaa, @., Morland, E., Larsen, M., Harris, A., Erevik, E., Sivertsen, B., Bjorvatn, B., Waage, S., Pallesen, S.

(2017). Sleep detriments associated with quick returns in rotating shift work: A diary study. Journal of
Occupational and Environmental Medicine, 59(6), 522-527

Arlinghaus, A., Nachreiner, F. (2017). Unusual and unsocial? Effects of shift work and other unusual working
times on social participation. In: Irena Iskra-Golec, Janet Barnes-Farrell, Philip Bohle (eds.) Social and family
issues in shift work and non-standard working hours, Springer, 39-57

Liffiton, M.H., Previti, A., Malik, A., Marques-Silva, J. (2016). Fast, flexible MUS enumeration. Constraints,
21(2), 223-250. doi: 10.1007/s10601-015-9183-0

Leo, K., & Tack, G. (2017). Debugging unsatisfiable constraint models. In: D. Salvagnin, M. Lombardi (eds.),
14th Int’l Conf. on Integration of Al and OR Techniques in Constraint Programming (CPAIOR’17) of LNCS,
Vol. 10335. (pp. 77-93): Springer. doi: 10.1007/978-3-319-59776-8_7

Proceedings of the 12th International Conference on the Practice and Theory of Auto-
mated Timetabling (PATAT-2018), Vienna, Austria, August 28-31, 2018



