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6.
Enhancing human development
through work
The preceding chapters have analysed various aspects of the work–human development nexus—h ow work enhances and
damages human development, how unpaid care work and paid work need to be made more equitable and how work needs
to be sustainable in the changing world of work. As a response to these challenges, this chapter is oriented towards actions:
providing policy options and making policy recommendations as to how human development can be enhanced through work.
The chapter groups policy options into
three broad dimensions
— strategies for
creating work opportunities, strategies for
ensuring workers’ well-being and strategies
for targeted action— each with a cluster of
policy actions (see infographic at the beginning of the chapter). Beyond the policies,
it also presents an overarching agenda for
action based on three pillars— d eveloping
a New Social Contract, pursuing a Global
Deal and implementing the Decent Work
Agenda.

Strategies for creating
work opportunities
Work for human development is about more
than just jobs. It is also about expanding people’s choices and making sure that opportunities are available. This includes ensuring that
adequate and quality paid work opportunities
are available and accessible for those who
need and want paid work. In a world with
high youth unemployment, financial volatility and large numbers of working poor, quality
job creation becomes critical. For women,
economic empowerment through paid work
requires jobs to be available. This section focuses on policies to expand people’s paid work
choices.
Strategies for creating paid work opportunities have a two-pronged cluster of actions:
formulating national employment strategies
to address the challenges in the availability of
quality paid work and enabling people and
countries to seize opportunities in the changing world of work. The idea is to address this
issue both from the demand as well as the
supply side.

Formulating national employment
strategies to address the
challenges in work
The challenges in work
—
j oblessness or
poor-quality work—face many societies. Given
the enormity of the problem, as discussed in
earlier chapters, it is clear that a piecemeal
approach to promoting work in its various dimensions is unlikely to bear fruit. More comprehensive national employment strategies are
required, with a basic focus on creating more
and better quality work for women and men.
Such an approach, which places the needs of
people at the core of economic policy, could
be the centrepiece of a country’s national
development strategy (box 6.1). Some policy
choices are as follows.

The challenges in
work—joblessness or
poor-quality work—
face many societies

Setting an employment target
Employment targeting—re-orienting national
monetary and fiscal policies towards generating employment—merits its own focus—a
fact widely recognized by the international
community. 1 That is why the proposed
Sustainable Development Goals have a goal on
productive employment and decent work for
all. Interventions include:
• Adding employment targeting to the national policy matrix. More than a dozen
countries have employment targets of some
form (for example, creating 80,000 jobs
over 2010–2014 in Honduras and reducing unemployment from 7.6 percent to
5–6 percent in Indonesia).2 Such national
commitments to work set the stage for job
creation, prompting work initiatives in the
public and private sectors. For example,
providing credit to small and medium-sized
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BOX 6.1
National employment strategies
About 27 developing countries have adopted a national
employment strategy, mostly since the 2008 global
financial crisis. Another 18 are doing so, and 5 are
revisiting their policies to better respond to new employment challenges. Some have attempted to directly
integrate growth and employment—for example, the
Growth and Employment Strategy in Cameroon and
the Strategy for Accelerated Growth and Employment
Promotion in Togo. Sri Lanka has integrated human
resources and employment strategies in its National
Human Resources and Employment Strategy, which
began in 2014.

The employment–population ratio increased from
63 percent to 65 percent in Cameroon and from 70 percent to 75 percent in Togo after the countries adopted
an employment strategy. Growth in labour productivity
in Cameroon switched from a negative value to a positive 1.3 percent after five years. In Sri Lanka annual job
growth is 12 percent.
Since the Arab Spring, Jordan and Tunisia have
pursued comprehensive national employment strategies, broadening their focus from youth-centred active
labour market policies to address many other employment challenges.

Source: ILO 2015a.

Job creation may
require expanding
central banks’
traditional focuses from
controlling inflation to
generating employment

enterprises on favourable terms or directing
commercial banks to have quotas to ensure
adequate numbers of loans to sectors (such
as agriculture) where most poor people
work would help create jobs. Similarly,
employment-friendly monetary policies,
fiscal policies such as tax credits to small and
medium-sized enterprises and subsidies for
enterprises set up in less developed areas may
accelerate job creation.
• Pursuing dual targeting by central banks.
Job creation may require expanding central
banks’ traditional focuses from controlling
inflation to generating employment. Inflation
targeting, even if it does have a modest
impact on reducing inflation and inflation
expectations, does not seem to be associated
with substantial improvements in real economic growth.3 In fact, inflation targeting in
developing countries has not been found to
have a positive impact on growth.4 Further,
given the critical challenge of joblessness and
the crucial importance of job creation for
poverty reduction and human development,
central banks may pursue dual targeting of
inflation and employment.5
• Considering specific monetary policy instruments to increase investments that grow jobs.
These include policies that increase financial
support to business activities and investments
in the real economy. For example, credit allocation mechanisms drawing on asset-based
reserve requirements which make it more
expensive for banks to hold reserves, loan
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guarantees that reduce the risk of borrowing
for entrepreneurs, support for pooling and
underwriting small loans, use of the discount
window to release funds from central banks
for work-generating investments and capital
management techniques. A study of several
economies (Chile, Colombia, India, Malaysia
and Singapore) found that these techniques
—when supported by complementary factors such as sound assets, state capacity and
central bank policy independence—can help
create employment.6 These instruments can
also be made gender sensitive. For example,
asset-based reserve requirements could be designed to generate more work for women, and
central banks could give preferential access to
the discount window for financial institutions
investing in or lending to entities that will
generate more and better work for women.

Formulating an employment-led
development strategy
Employment can no longer be considered a
derivative of economic growth. It has been
viewed as such for too long, in a trickle-down
notion that economic growth automatically
leads to job creation.7 But over the years the
world has seen jobless growth, where economic
growth does not go hand in hand with the creation of new jobs. It is crucial to ensure that the
complementarity between labour and capital
is retained and strengthened in the process of
development.

Some interventions in the context of
generate growth and more productive and
employment-led development would entail:
better quality jobs while instilling individuals
• Removing barriers critical to employment-
with more advanced work capabilities.
led development. For example, small and • Focusing on sectors where the poor live and
medium-sized enterprises often face biases
work. In particular, a focus on poor people
in market entry and access to credit, and
in rural areas who work in agriculture is
entrepreneurs may lack access to information
important. Policy measures to protect and
and marketing skills. Women in particular
generate jobs in agriculture should aim to
face barriers in access to capital, technology
improve productivity without displacing
and credit. Removing these barriers requires
jobs through intensive cultivation, changed
multiple levels of support to improve the
cropping patterns, integrated input packages,
productivity and income of these enterprisbetter marketing and the like.
es from all types of regulatory regimes and • Designing and implementing a conducive
public and private institutions. In addressing
legal and regulatory framework to tackle
credit, finance, training and skill developinformal work. Informal workers are among
ment, some countries have, for example,
the most vulnerable and insecure. Regulatory
formulated self-employment programmes as
frameworks for their work are critical from
a critical part of their national employment
the perspective of incentives for enhancing
plans (box 6.2).
productivity and value added and protection
• Strengthening links between small and
to reduce insecurity. Such frameworks could
medium-sized enterprises (typically labour
support innovation in the informal sector
intensive) and large (typically international)
through low-cost technology adaptation,
capital-intensive firms. Such relationships can
could be sensitive to the gender dimensions
help change patterns of growth by shifting
of informal work, could support informal
resources to sectors with greater value added
workers in making their voices heard and
and job creation potential. This can be accomgive them recognition as citizens and entreplished, for example, through industrial cluspreneurs (box 6.3).
ters supported by public investment. These • Adjusting the distribution of capital and labour
networks can increase access to capital and
in public spending to create jobs. Public spendtechnology and promote the transfer of skills.
ing can support job creation through the
• Upgrading workers’ skills over the lifecycle.
types of technology used and the sectors in
Success here could lead to a virtuous circle of
which spending takes place, with an eye to enemployment–growth–employment, helping
hancing human development—for example,

Informal workers
are among the
most vulnerable
and insecure

BOX 6.2
Self-employment programme of the Former Yugoslav Republic of Macedonia
A self-employment programme was an important element of The Former Yugoslav Republic of Macedonia’s
first national employment plan, launched in 2007. By
2015, 6,700 people had found secure and sustainable
employment under the programme by creating their
own companies or formalizing existing businesses. Selfemployment opportunities in the country cover a broad
spectrum, including dentistry studios, nursery gardens,
hairdressing, eco-tourism, fashion design and the like.
Over the past eight years the state has invested
more than $33 million in the programme. Some 70 percent of entrepreneurs who received training and equipment through the programme over the past five years

have remained in business—well above the roughly
50 percent global success rate for new companies. In
2014 the programme was responsible for nearly 13 percent of all new private sector jobs and 14 percent of all
new businesses created.
Women started 35 percent of the newly established
businesses, and young entrepreneurs, 30 percent. The
programme is a major achievement and an important
milestone in promoting entrepreneurship and enabling
young people and women to take action and improve
their livelihoods. The programme has also specifically
reached out to help single mothers and victims of domestic violence.

Source: UNDP 2013d.
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BOX 6.3
Labour standard to tackle informal economy—a new milestone
Millions of workers are engaged in the informal economy, which is marked by low productivity, denial of workers’ rights, a lack of adequate opportunities for quality
work, insufficient social protection and an absence of
social dialogue. These characteristics are also obstacles to developing sustainable enterprises. Consensus
has been growing among governments, workers and
employers that the sector needs incentives as well as
protection of workers.
The International Labour Organization recently
adopted new international labour standards—the first

ever standards aimed specifically at tackling the informal economy—which are expected to help hundreds of
millions of workers and economic units. The standards
can be vital in protecting workers’ fundamental rights,
ensuring opportunities for income security, livelihoods
and entrepreneurship; and promoting the creation, preservation and sustainability of enterprises and decent
jobs in the informal economy. A huge step forward for
millions of workers, there is now an international framework of guidance to help countries address the issues of
the informal economy.

Source: ILO 2015c.

through spending in health, education and
other social services. When this approach
is taken, the public sector can also have a
demonstration effect, guiding and signalling
to the rest of the economy the availability and
ways of using more labour-intensive versus
capital-intensive technologies.

Moving to financial inclusion

An inclusive financial
system is essential
for structural
transformation and
the creation of work

An inclusive financial system is essential for
structural transformation and the creation of
work. More than 2.5 billion people around
the world, roughly half the world’s adults, are
unbanked.8 Women are disproportionately
affected by a lack of access to finance. About
three-quarters of people living on less than $2 a
day do not have a bank account.9 Yet the poorer
a household is, the greater its need for protection against vulnerability, especially when out
of work.
In developing countries lack of access to
finance is a major hindrance to the operation
and growth of enterprises. Access to finance
was among the top five problems for 77 percent
of businesses surveyed in a sample of developing countries.10 In Sub-Saharan Africa, South
Asia and Latin America and the Caribbean
more than 30 percent of surveyed firms cited
access to finance as a major constraint.11 Policy
options to expand access to finance, which can
ultimately increase work opportunities, might
encompass:
• Extending banking services to the disadvantaged and to marginalized groups including
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women. After pro-banking measures were
adopted in Ecuador, the share of the population with a bank account increased from
29 percent in 2005 to 83 percent in 2011.12
• Steering credit towards unserved, remote areas
and targeted sectors. In Argentina, Brazil, the
Republic of Korea and Malaysia investment
banks have played a central role in directing
credit to targeted sectors.13
• Lowering interest rates and providing credit
guarantees and subsidized credit to small and
medium-sized enterprises and export-oriented
sectors. These measures can help promote
productivity and employment growth and
can bear fruit quickly. In Rwanda a credit
guarantee scheme enabled the country to
become a major exporter of specialty coffee.14
• Harnessing modern technology to promote financial inclusion. M-Pesa in Kenya is a prime
example of how mobile phone technology
can be deployed to reach the unbanked (box
6.4).

Building a supportive macroeconomic
framework
Maintaining macrofinancial stability is a precondition for a successful employment strategy. However, macroeconomic policies should
go beyond ensuring economic stabilization,
which is an important but not sufficient condition to creating work, and ensure that the environment is also conducive to generating jobs.
Policies in this area need to address exchange
rate management, capital account measures

BOX 6.4
M-Pesa—a n innovative approach to financial
inclusion
M-Pesa is a small-value money transfer system that
was launched in Kenya in 2007. Its reach is extensive, offering a large segment of the population basic financial services. In 2012 the number of active
users reached 15 million, or more than 60 percent
of the country’s adults and roughly 30 percent of
the country’s population. In 2014 there were 81,000
M-Pesa agent outlets in the country, up from 15,000
in 2013.
M-Pesa is used not only for standard money transfers and airtime purchases, but also to pay salaries,
utility and other bills and to buy goods and services
from both online and physical merchants. The transfer
system is used by the government, businesses and
nongovernmental organizations alike. The key drivers
centre on a very supportive regulatory regime, innovative business models and technological advances in
mobile phones. The approach is being replicated in
other countries, as with bKash in Bangladesh.

•

•

Source: Nuzhat 2015.

and government fiscal space. Some options
include:
• Keeping the real exchange rate stable and competitive. Financial volatility can make work
environments and jobs less secure and reduce
investments in the real economy. A stable
exchange rate is an economic fundamental
that can stimulate growth and employment.
There seems to be a consensus that currency appreciation has a negative impact on
employment by deteriorating international
competitiveness.15
• Assuring prudent capital account management. This is important if the exchange
rate policy is to promote job creation, as in
Chile.16 Transparent and widely agreed rules
for capital controls should be pursued to reduce the volatility of capital flows in and out
of national economies and thus the volatility
of investments in productive work activities.
• Restructuring budgets to allocate resources to
job-creating sectors, to enhance human capabilities and to develop infrastructure. This
would entail reviewing existing expenditure
patterns and reallocating resources towards
employment generation (jobs for teachers
and nurses in the social sectors, public works

•

•

programmes, operation and maintenance of
physical infrastructure and the like).
Building fiscal space through comprehensive
tax administration and efficiency in resource
use. Public spending can create jobs, but
fiscal space for public spending requires a
well structured, transparent and efficient
plan and system for taxation and spending.
Establishing sound fiscal measures during
booms and normal periods of growth and
drawing on a dedicated stabilization fund
during recessions are also good options for
supporting public investments. Overcoming
leakages of resources would also enhance the
use efficiency, equivalent to mobilizing new
resources.
Promoting an enabling business environment.
Given that the private sector is often the
main driver for job creation, an enabling
business environment can be put in place by
removing binding constraints in access to
finance, infrastructure and regulation. Other
elements include providing business incentives through tax relief. Business activities
that create quality work can be encouraged.
For example, by subsidizing inputs for businesses that set up in less developed areas, that
provide job opportunities to disadvantaged
groups and that use labour-intensive technologies. Direct transfers to employers in the
form of wage subsidies or reductions in their
taxes may also encourage them to hire more
workers or to maintain existing jobs.
Ensuring high-quality infrastructure, including roads, electricity and telecommunications.
Mobile phones for poor female entrepreneurs
have revolutionized their work and created
more jobs. Expanding telecommunications
and Internet infrastructures, as well as transportation arteries and access to clean energy,
can immensely improve work options for
people in rural areas and expand business
activities and investment.
Adopting a regulatory framework that encourages competition, enhances efficiency and
ensures transparency and accountability for
business. Cutting red tape, battling corruption, outlawing political use of licences and
permits and accelerating decisionmaking in
the public sector all help develop businesses
and attract domestic and external investment,
frequently boosting the number of jobs.

Financial volatility
can make work
environments and
jobs less secure
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Seizing opportunities in the
changing world of work

Sweatshop conditions
are not acceptable in
global value chains

There is an urgent need for policy attention to
help people thrive in today’s work environment.
From a human development perspective this
requires finding ways to harness new technologies in order to expand the choices people have
in their work and lives. The changing world of
work can contribute to human development by
creating new and better work and by improving
people’s lot—all the more so if they are equipped
with the skills, knowledge and competencies to
capitalize on emerging opportunities. To be so
equipped, it will take far more than business as
usual or small, incoherent policy steps.

Heading off a race to the bottom
Given the potential (and realized) benefits of
global production, a race to the bottom—ever
lower wages and worsening working conditions
—is not the only possible outcome. This scenario is due mainly to a misplaced emphasis on a
static and narrow interpretation of competitiveness measured by financial costs per unit of
production—a focus that might help companies’ bottom lines today but is unsustainable in
the long run. Ensuring decent wages, maintaining workers’ safety and protecting their rights
are universal issues that, if tackled, can pre-empt
such a race. Some policy options include:
• Focusing on the conditions in which goods are
produced (beyond the economic aspects of costs
and competitiveness). Working conditions

are critical (box 6.5). And when labour is
scarce, businesses that offer better work conditions will attract the most skilled labour.
Consumers are also becoming increasingly
aware of and sensitive to variations in work
conditions, and buying intermediaries
are facing growing pressures for ethical
considerations to become more central, as
illustrated by the global outcries caused by
multiple accidents in the readymade garment
industry in Bangladesh. With this pressure,
major retailers that source their imports from
Bangladeshi factories have initiated remedial
plans to improve work conditions and are
providing (some) financial support to workers.17 Although these initiatives have limitations, they indicate that sweatshop conditions
are not acceptable in global value chains.
• Ensuring fair trade can help forestall the race
to the bottom, as it is a critical consideration in
many consumers’ minds. With consumers asking more questions about the products they
buy, the single-minded pursuit of cost efficiency is likely to be short sighted and a poor
business strategy. Cambodia’s experience
illustrates the ability of a country to maintain
its export market without compromising the
fairness of its wages and the quality of its
work conditions (box 6.6).

Providing workers with new skills and
education
The requirements of advanced skills and education will be pronounced in the future. Higher

BOX 6.5
Remaining competitive by improving working conditions
Some countries in global value chains that previously
relied on low-wage employment now face labour shortages, giving workers more bargaining power. China has
enacted several laws that hold promise for individual
worker rights, enhanced employment security, reduced
informal employment and broader access to social insurance. These include the Labour Contract Law (2008),
the Labour Dispute Mediation and Arbitration Law
(2008), the Employment Promotion Law (2008) and the
Notes
1. Friedman and Kuruvilla 2015. 2. Gallagher and others 2014. 3. ILO 2014a.
Source: Human Development Report Office.
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Social Insurance Law (2011).1 Some have argued that
the passage of these laws would place China’s labour
regulations third among Organisation for Economic Cooperation and Development members by strictness.2
In 2013 Viet Nam also passed a new labour code that
could enhance work conditions by regulating working
time, extending maternity leave and providing more
space for collective bargaining and a reformed wage
system.3

BOX 6.6
Cambodia—a success story in the globalized
world of work
On entering readymade garment production for export
in the 1990s, Cambodia was keen to earn a reputation
for maintaining good labour standards, which offered
advantages. In 1999 the government signed an agreement with the United States to adhere to the rights of
workers in return for which the United States agreed
to increase its annual import quota.
Not only did Cambodia benefit directly, but it also
sustained that success after the quota system ended.
In short, low wages and compromises over working
conditions are not essential for maintaining competitiveness in export markets.
Source: Islam 2015.

and more specific skills will be needed for science
and engineering jobs. Technology increasingly
requires more than basic code skills and demands
aptitudes in creativity, innovation and problem
solving. Manufacturing activities are more skill
intensive as routine activities are automated, and
agriculture increasingly requires education and
training to further boost productivity. Education,
flexibility, adaptability and work-related skills are
vital for workers to secure their livelihoods. This
is the point emphasized in a special contribution by His Excellency Benigno S. Aquino III,
President of the Philippines (signed box).
The shift from industrial to information-based knowledge economies is changing
how we live, think, work and learn, pointing to
four broad categories of skills that may be required:18 ways of thinking, which include creativity, innovation, critical thinking, problem
solving, decisionmaking and learning; ways of
working, which refer to communication, collaboration and teamwork; tools for working,
most of which are based on new information
and communications technologies and information age literacy, including capabilities to
learn and work through digital social networks;
and ways of living in the world, such as a sense
of global and local citizenship, a view towards
life and career development, and a commitment to personal and social responsibility.
Concrete policy measures could focus on:
• Designing and implementing a fit-for-future
learning system. High-quality education

with a curriculum that teaches students how
to learn is an essential aspect of schooling,
and so a learning paradigm shift may be in
order—one that goes beyond the goal of
universal access to schooling towards “access
plus learning” with a focus on improving
learning outcomes rather than just access.19
Learning in a slew of foundational domains
could be prioritized in early childhood,
primary and lower secondary education,
with space for specific skills development in
subsequent years. Emphasis should also be
on educating students in mathematics and
the natural sciences, on teaching them to
write and communicate persuasively and on
giving them opportunities to develop skills in
team cooperation and leadership. Education
systems need to foster talent at all levels.
• Increasing access to tertiary education. In any
society the system of higher education needs
to reach more students, including those from
poorer backgrounds. Therefore, classroom
instruction cannot be divorced from the demands of the labour market. Some students
will benefit from targeted training in industry-specific skills. In developed countries
tertiary education attainment has increased
10 percent since 2000.20 However, given the
necessity for advanced skills, even higher
rates of attainment will be required to meet
future demand.
There are also concerns about a mismatch
between the types of tertiary degrees that are
in demand—science, technology, engineering and mathematics, in particular—and the
number of people graduating with degrees in
these fields. In the United States only 11 percent of college graduates were in science,
technology, engineering and mathematics
disciplines in 2008, compared with 42 percent in China, 35 percent in the Republic of
Korea and 28 percent in Germany.21 Women
are substantially underrepresented in these
fields, which could perpetuate wage gaps
between men and women.
• Upgrading or reorienting skills. This may
help displaced workers—whose livelihoods
are threatened by the changing world of
work—with training. Such workers can transition to new jobs at similar or higher wages
after training and with wage subsidies and
temporary income support (among other

In any society the
system of higher
education needs to
reach more students,
including those from
poorer backgrounds
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SPECIAL CONTRIBUTION

Building skills and protecting workers for inclusive growth
We believe: only inclusive growth can unlock the vast potential of the
Filipino people. This principle has been at the core of our strategy, which is
why we have made massive investments in our people. As a matter of fact,
funding for social services currently takes up the lion’s share of the budget,
at 36.6 percent. In this way, we capacitate Filipinos to take part in growth:
to ensure that their development and work are part of a virtuous cycle that
yields not only individual, but also national success.
This virtuous cycle we speak of is largely dependent on ensuring that
our people have the necessary knowledge and skills to achieve their goals.
For the long-term, we have undertaken basic education reform: Filipino
students will now spend 12 years of basic education in school, allowing
sufficient time for the mastery of a curriculum that is at par with international standards. Our flagship poverty reduction program, the Conditional
Cash Transfer Program, also contributes to this goal: For families to receive
cash assistance, the primary requirement is to ensure that children attend
school. Other investments have also been made, most prominently through
our Technical Education and Skills Development Authority, which throughout
our term has equipped 7.8 million graduates from various courses with skills
relevant to different industries.
Throughout all this, we remain cognizant of the need to monitor and respond to trends in employment relevant to our communities. For example, our
Commission on Higher Education has been working continuously to eliminate
substandard and noncompliant programs, all while developing programs in
high-demand and emerging fields. Further proof can be found in the way that
we have addressed challenges—for instance, in helping out-of-school youth
access economic opportunities. The Conditional Cash Transfer Program mentioned previously has already done much in this regard. Research conducted
by the Philippine Institute for Development Studies shows that there has
been a decrease in the number of out-of-school youth: from 2.9 million children in 2008 to 1.2 million in 2013. That is a staggering 1.7 million decrease.
The Department of Education’s Abot-Alam Program, which translates
to Knowledge Within Reach, aims to reduce this number even further.
Launched in September 2014, this is the first initiative to map out-of-school

youth nationwide and match them with appropriate interventions in education, skills training or entrepreneurship. Our Department of Labor and
Employment also helps at-risk youth to be job-ready in terms of acquiring the
required skill sets by employers—that is, life skills, technical and company
internship—through our JobStart Program.
The targeted manner in which we have addressed challenges and created opportunities for our youth can likewise be observed in other areas—for
instance, in the informal sector. Domestic workers make up a significant part
of the informal labour force, whether in the Philippines or elsewhere in the
world. The nature of their employment makes it difficult to regulate; even
so, my country has demonstrated extraordinary leadership in this regard.
In 2012 the Philippines became the second country to ratify International
Labour Organization Convention No. 189 on Decent Work for Domestic
Workers—the first international instrument recognizing domestic workers
as having human and employment rights entitled to protection under the
law. Our country has also signed bilateral agreements with the Kingdom
of Saudi Arabia, Jordan and Lebanon for the protection of overseas Filipino
domestic workers.
Here within our own shores, RA 10361, or An Act Instituting Policies for
the Protection and Welfare of Domestic Workers—more commonly known
as the Kasambahay Law—was finally enacted into law under my administration. Under this law our 1.9 million domestic workers are recognized
as members of the formal sector, with all the appropriate rights, benefits,
training and competency assessments.
These may be just a sampling of the measures we have implemented,
but whether in education, youth employment or domestic work the message is clear: inclusivity. We are centred on our people: They are the end-all
and be-all of everything we do. Thus, we will exert every effort to empower them, give them the same rights and protections and maximize their
opportunities—regardless of social status, welfare and yes, even the nature
of work. In this way each and every one of our people can see their work as
meaningful, dignified and productive, as a means for their own development
and success.
Benigno S. Aquino III
President of the Philippines

services). One particular example is the Trade
Adjustment Assistance Programme under
the North American Free Trade Agreement.
Differences in the programmes available,
variations in state and local implementation
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and the heterogeneity of participants in skills
and experience produced mixed results in
post-training skill gains, reemployment and
wage increases, but having such a programme
in place can help with job transitions.22

Lifelong learning and training are essential
for upgrading skills and training for new
types of work, and much learning takes place
outside formal education. Workers, including those performing low-skilled tasks, must
be prepared to learn and retrain throughout
their working life.
• Using adult education programmes for continued learning. Northern European countries
are particularly successful at lifelong learning,
with over 60 percent of the adult population
participating in adult education in Denmark,
Finland, the Netherlands, Norway and
Sweden.23 Apprenticeships and industry-targeted training programmes as well as on-thejob training programmes help prepare young
people for work and enable career shifts later
in life. Both employers and governments may
organize such programmes.
Policies that encourage training by employers, such as tax credits or preferential
access to government contracts, are also
needed. Women and girls require special
attention, since they are often excluded from
training opportunities for social or cultural
reasons. In the informal sector women need
equal access to information to anticipate the
demands of markets and to understand how
to be strategic in deciding what goods to produce. They also need access to global markets,
whether through technology or other means.
On-the-ground learning is important, but
training can be scaled up, taking advantage of
communications technology, online learning
platforms and global collaborations. For
example, WeConnect International provides
online learning to a global network of women-owned businesses in Chinese, English and
Spanish, teaching entrepreneurial, business
and leadership skills.24 The nongovernmental
organization Education for Employment designed a programme with McGraw-Hill and
business leaders in Morocco to help fill skill
gaps in Morocco’s workforce, focusing on the
professional skills needed in banking, retail
and manufacturing.25

Innovating so that all income groups
benefit
It has been suggested that neither workers
nor employers will be the real winners in the

economy of the future. Instead, a third party—
people who can create new products, services
and business models—will prosper immensely.
This view highlights the potential challenge of
delivering an acceptable standard of living for
everyone outside this innovator class.26 It also
underscores the critical importance of a thriving,
innovative business sector. If advances in digital
technology can be harnessed to create new and
better businesses, workers will have a better shot
at sharing the growing prosperity. But if entrepreneurship declines, new technology will not
guarantee overall social welfare gains, which is
one reason the policy environment should be
conducive for start-ups and social enterprises.
Policy considerations (leaving the skill sets for
future generations aside) include:
• Reinventing work organizations. There has
never been a worse time to be competing
with machines, but there has never been a
better time to be a talented entrepreneur. But
are there enough opportunities for all these
entrepreneurs? Are we running out of innovations? When businesses are based on bits
instead of atoms (a common characteristic
in the digital age), each new product adds to
the set of building blocks open to the next
entrepreneur, instead of depleting the stock
of ideas the way minerals or farmlands are
depleted in the physical world.27 Because
innovation often relies heavily on combining
and recombining previous innovations, the
broader and deeper the pool of accessible
ideas and individuals, the more opportunities
there are for innovation, primarily to leverage
ever-advancing technology and human skills.
• Adopting complementary innovations.
General-purpose technologies, such as steam
power, electricity and the internal combustion engine, not only got better over time,
but also led to complementary innovations in
the processes, companies and industries that
used them. This led to a cascade of benefits
both broad and deep. Many of the instruments of the current technological revolution
(such as computers) are the general-purpose
technologies of our era, already combined
with networks and labelled information and
communications technology. However, they
have to be tied to complementary innovations that can have broad spillover effects on
more of the population.

There has never
been a worse time to
be competing with
machines, but there
has never been a
better time to be a
talented entrepreneur
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Using migration

The critical issue
is how the human
potential embodied
in migration can be
used for the benefit
of all concerned

Economic opportunities induce people to
move to other lands to work and have a better
life. Push factors such as droughts and conflicts
also cause people to migrate. Migrant workers
bring new knowledge, skills, creativity, innovation and experience, making migration mutually beneficial for migrants, who gain access
to work, and receiving countries, which gain
access to skills and experience. Furthermore, for
some countries migrant workers add to a labour
force that is declining because of various demographic transitions. The critical issue is how the
human potential embodied in migration can
be used for the benefit of all concerned. Some
policy options may be:
• Pursuing well formulated schemes for migrant workers. Such schemes may include
expanding programmes for seasonal workers
in such sectors as agriculture and tourism,
creating secure space for more low-skilled
workers and well targeted programmes to
match skilled workers, including professionals, with jobs. These could all be developed in the context of agreements reached
in destination countries through political
processes based on public discussions that
balance different interests, local priorities
and demands, and discussions involving
source countries, employers and trade unions. Essential in all of these processes is increasing the security, protection and rights
of migrant workers.
• Undertaking actions in source countries.
Source countries can undertake skill development and training initiatives for aspiring
migrant workers, pursuing orientation programmes to educate migrants on the laws,
rules and culture in destination countries and
their rights and obligations.
• Improving the global management of migration. The existing Global Forum on
Migration and Development, with more
than 150 participating countries, provides a
good platform for addressing the challenge of
migration through common responses. The
importance of such a platform becomes even
more critical when the world faces a crisis
like the current one in Europe. Using such a
forum as a basis, the global management of
migration can be improved through relevant
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reforms that increase the security and opportunities for migrants during the process
of migration and while working in receiving
countries.

Strategies for ensuring
workers’ well-being
Work should enhance human development,
but as previous chapters have shown, this link is
not always automatic. The choices individuals
have regarding work are also subject to myriad
influences, and the quality of work varies. The
previous section discussed ways to increase
work opportunities. These policies can be complemented by policies that improve workers’
well-being and expand the choices people have
in the types of work they undertake—paid or
unpaid.
Workers’ well-being encompasses workers’
rights and benefits. On the rights side, workers’
safety, voice and participation are crucial. On
the benefits side, income and social protection
are of prime importance. Workers’ well-being is
linked to the quality of their work as well as the
quality of their lives.

Guaranteeing workers’
rights and benefits
Workers’ rights are also human rights.
Guaranteeing these rights thus has intrinsic as
well as instrumental value. On the one hand
ensuring workers’ rights provides people with
protection and safety, while on the other it
can help ensure that they maintain a fair share
of income, security, creative opportunity,
social interaction and other work-related
benefits.
Guaranteeing the rights and benefits of
workers is at the heart of strengthening the
positive links between work and human development and weakening the negative links.
Positive links ensure that workers’ rights and
benefits go beyond good wages and include an
environment where workers are more productive, safe and empowered. Weakening negative
links is about guaranteeing workers’ rights and
benefits and eliminating exploitation, abuse,
unsafe work environments and the destruction
of dignity.

From the top—setting legislation and
regulation
Legislation and regulation are critical for the
protection of millions of workers around the
world who are engaged in activities that damage human development or who are involved
in high-risk work, as described in chapter 1.
Policy options can take various forms:
• Having well designed unemployment and wage
policies. Unemployment insurance and minimum wages protect workers and empower
them with economic security. The two need
to be strengthened in many cases. In 2013
just over 30 percent of the world’s labour
force was legally covered by unemployment
benefits (cash periodic), up from 18 percent
in the 1990s.28 And the minimum wage was
58 percent of the average wage in South Asia
and only 18 percent in Sub-Saharan Africa.29
Two policy options in this regard are worth
considering: increasing the minimum wage
and complementing it with tax credits so that
a living income can be provided to the working poor.30 Such policies need not discourage
investment because, contrary to conventional
belief, the evidence does not confirm that labour regulations are a primary constraint to
job creation.31
• Protecting workers’ rights and ensuring their
safety. There are already guiding agreements
in place to help improve work safety and
security. Namely, the eight fundamental conventions on freedom of association, forced
labour, discrimination, child labour and
domestic workers, which together constitute
the Charter of Workers’ Rights (see figure
9 in the overview and table A6.1 at the end
of the chapter). But they need to be pursued
and enforced by countries, with the following
aims:
• Ratifying and implementing the eight
conventions and reporting on progress of implementation. More than
170 countries have ratified the Equal
Remuneration Convention of 1951 and
the Discrimination (Employment and
Occupation) Convention of 1958, but
some have not (figure 6.1). By 2014,
65 countries had laws prohibiting discrimination in employment based on
sexual orientation in at least part of their

FIGURE 6.1
More than 170 countries have ratified the Equal
Remuneration Convention of 1951 and the
Discrimination (Employment and Occupation)
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territory—more than triple the number
15 years ago (figure 6.2).32 If support is
needed, the global community should
increase efforts for technical and financial
assistance.
• Putting in legal frameworks and strengthening legislation to enhance and protect
workers’ rights and to remove all kinds of
abuse (box 6.7). Workers’ rights, security,
safety and working conditions may be part
of such a framework. Globally, the same
general labour law that covers other workers covers only 10 percent of paid domestic
workers (figure 6.3).

Workers’ rights are
also human rights

Ensuring that people with disabilities can
work
People with disabilities are just differently abled
to do things. Indeed, if proper investments are
made in accessibility and flexibility, people
with disabilities can contribute considerably to
work. The workplace could become an equalizing field for people with disabilities if the
approach of employers was to change from one
of charity and assistance to one of investment.33
Some policy options include:
• Providing an environment that is conducive
to the productivity of people with disabilities.
For people with disabilities, finding and
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FIGURE 6.2
By 2014, 65 countries had laws prohibiting discrimination in employment based on sexual orientation in at
least part of their territory—more than triple the number 15 years ago
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BOX 6.7
Protecting the rights of sex workers
Protecting the rights of sex workers, ensuring their
health and safety and protecting them against violence
are basic policy priorities. In addition, bringing sex work
into the framework of labour law allows for the same
control and monitoring that other works are subjected
to for forced labour.
In 2003 New Zealand adopted the Prostitution
Reform Act, which has effectively decriminalized sex
work in the country and introduced protections for the

health and safety of sex workers and their clients. The
act ensured sex workers’ access to the legal system,
empowering negotiations with and choices of clients,
and relationships with police and health professionals
have also improved. Evidence from the country suggests
that support of sex workers enables them to organize
and improve their ability to advocate and lobby on behalf of their community and to improve working conditions and workers’ safety.1

Note
1. Barnett 2007.
Source: United Nations Development Programme’s HIV and Health Group.

People with disabilities
are just differently
abled to do things

sustaining work are difficult due to negative
perceptions, cultural norms, transport problems, accessibility to resources and premises, and the like. Changes in information
flows and infrastructures can enable people
with disabilities to access work and enable
employers to take advantage of a wealth of
human ingenuity.
• Encouraging behavioural shifts in favour
of people with disabilities. Changing social
norms and perceptions to accept that people
with disabilities are differently abled and to
give them a fair chance in work is fundamental. This will have to be supplemented with
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legal frameworks that discourages discrimination against people with disabilities.
• Enhancing capabilities and opportunities.
These can be done through skill and vocational training for people with disabilities,
increasing access to productive resources
such as finance for self-employment, and by
providing information through appropriate
mobile devices.
• Ensuring accessibility. Appropriate measurement must be taken to improve transportation to and from work and to improve access
to premises and disability-friendly office
space, workplaces and equipment.

FIGURE 6.3
Globally, the same general labour law that covers other workers covers only 10 percent of domestic workers, 2010
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• Adopting appropriate technology. Technology
can enhance the abilities of people with disabilities. Nevertheless, in many low-income
countries only 5–15 percent of the people
who require assistive devices and technologies have access to them.34
• Pursuing affirmative action. Ensuring that
jobs are available for people with disabilities
will require targeted interventions. In this
regard, affirmative action (for example, the
use of quotas) reserves jobs for people with
disabilities and provides an opportunity for
the rest of society to observe their capabilities and achievements, which may have a
positive impact on changing social norms,
biases and attitudes towards people with
disabilities.
• Using big data, but with caution. Collecting
and mobilizing data to monitor employment
trends of people with disabilities can help
inform policymaking. Big data has the potential to uncover discrimination in the labour
market and, in doing so, trigger corrective
policies. However, there are some risks. For
example, the use of algorithms that recommend candidates to employers (based on
historical interest or performance indicators,
plus all other information available) might
reproduce existing biases and prejudices on
gender, race and social class (which can be
inferred from social network information),

thereby introducing a liability for belonging
to historically disadvantaged groups.

Making workers’ rights and safety a
cross-border issue
Cross-border action is fundamental in a globalized world where both work and workers
move beyond borders. Measures may include:
• Building a solid regulatory framework, based
on global labour conventions, to facilitate
the transborder movement of workers and
help them reap the benefits of their work.
For example, for migrant workers, such a
framework may streamline the migration
of workers through legal means and ensure
the efficient transfer of remittances, helping
make effective use of these resources. It may
also establish concrete guidelines and rules
for working conditions, such as the working hours, pay and safety of these migrant
workers, including those in paid domestic
work. Such frameworks are often negotiated
bilaterally, but a multicountry or subregional
approach would establish some agreed-on
guidelines and binding rules. If properly
formulated, such frameworks can be effective
regional or subregional public goods.
Such frameworks can be extended to cover
economic migrants, who are undertaking
all kinds of risks (for example, trying to

Cross-border action
is fundamental in a
globalized world where
both work and workers
move beyond borders
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Collective action has
strengthened the links
between work and
human development

cross seas and oceans by overloaded and
unseaworthy boats) to go from Sub-Saharan
Africa to Europe and from South Asia to
South-East Asia. As mobility increases and
people continue to take risks, provisions can
be made (such as prioritizing safety or introducing national quotas for migrants) in these
frameworks.
• Developing subregional remittance clearinghouses and remittance banks that have links
with labour-sending countries. Such institutions can ensure efficient and low-cost
transfers of resources and the security of the
migrant workers’ hard-earned money.
• Offering more support in source countries to
educate migrant domestic workers about their
rights and offering assistance in cases of abuse
and exploitation. In destination countries
governments should implement formal
contracts and labour protection laws for
migrant domestic workers. They should also
ease visa restrictions for family members and
facilitate the integration of migrant children
in national education systems to prevent the
unnecessary separation of families.

From the bottom—promoting collective
action and trade unionism
Collective action has strengthened the links
between work and human development,
including increases in compensation and social insurance and protection against health
hazards at work. Collective action has been

vital to forming shared values and worker solidarity, which enhances the agency and voice of
individuals.
Globalization, the technological revolution
and changes in labour markets are creating new
ways of working, and it is clear that in this new
and complex context policy alternatives for
promoting collective action may need to be
considered, such as:
• Reforms for collective action. Governance
reforms that reaffirm labour standards, allow workers to bargain collectively and give
all stakeholders—workers, managers and
shareholders—a say in executive pay decisions can enhance worker voice and improve
labour remuneration.
• Emerging forms of collective action. Different
types of work require different types of
workers’ organizations. Informal worker
bodies such as the Self-Employed Women’s
Association of India, transnational worker
organizations such as the International
Trade Union Confederation and bodies to
protect immigrant workers and domestic
workers such as the International Domestic
Workers’ Federation are a few of the existing
institutions (box 6.8). But many workers remain without voice and influence, and there
is much space for innovation in collective
organizations that reflect the challenges and
environments of the modern worker.
• Innovative collective action for flexible workers.
Actions and institutions are needed to protect workers’ rights and interests for those

BOX 6.8
The Self-Employed Women’s Association—the world’s largest trade union of informal workers
The Self-Employed Women’s Association has nearly
2 million members, all working poor women, from
multiple trades and occupations and from all religious
and caste groups, in 10 states of India. It is also one of
the most influential organizations of informal workers
worldwide, having influenced policies, norms and practices at all levels.
It stresses self-reliance—individual and collective
—and promotes organization around four sources of
security: work, income, food and social security. It is
primarily a trade union but engages in a wide range
of interventions, including leadership development,
Source: Chen, Bonner and Carré 2015.
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collective bargaining, policy advocacy, financial services
(savings, loans and insurance), social services, housing
and basic infrastructure services, and training and capacity building.
The association seeks to expand the voice of its
members through representation at different levels
by building their capacity and creating opportunities
for them to participate in local councils; in municipal,
state and national planning bodies; in tripartite boards;
in minimum wage and other advisory boards; in sectorspecific business associations; and in local, state and
national labour federations.

who work in the “gig economy”— crowd
workers and others. Take, the Freelancers
Union, which has 250,000 independent
contractors. In the United States there are
53 million freelancers, 40 percent of the
country’s workforce. About a tenth of the
freelance population is temporary, working
for one employer on a contract.35 Although
geographically dispersed, crowd workers are
establishing digital versions of mutual and
workplace solidarity.
• Social movements through protest and demonstrations. One form of worker agency can
be observed through the rising number of
social movements around the world, many
of which are motivated by appeals for jobs,
better labour conditions and higher wages.
Unless employment and the needs of workers become policy priorities, prolonged and
unsustainable periods of social unrest may
become the reality in many countries.
• New information and communications technology. Technology can be used for mobilizing workers, allowing those with access
to social networks to communicate and
organize with others, wherever they are. This
can mobilize support for workers and raise
public awareness about working conditions,
in particular publicizing individual cases and
monitoring the activities of corporations.
The Clean Clothes Campaign is one example
of coalitions of local nongovernmental organizations and workers using the Internet.36
• Stronger state action. Tripartite consultations
among governments, employers and workers
have long characterized the regulation of
work, but the balance in recent years has
shifted towards dialogue between workers
and employers with less state intervention.
Given the decline of worker agency and
increased social unrest, a greater state role is
needed in tripartite arrangements.
Promotion of collective action through existing institutions (such as trade unions) as well
as exploration of alternative institutional mechanisms are needed not only to secure workers’
rights, voice and participation, but also for
broader societal goals such as social cohesion,
stability and development. If such mechanisms
are absent or if existing institutions lose their
strength, workers’ well-being may decline, or
political agitations may occur with adverse

effects on societies. A study using panel data
for 100 developed and developing countries for
1985–2002 shows that collective labour rights
(as measured by the collective labour rights
index) are linked to lower income inequality.37
Therefore, in the interest of the broader health
of society, all stakeholders should work towards
strengthening institutions that uphold workers’
well-being.

Extending social protection
Social protection is a more comprehensive concept than social security, social assistance or a
social safety net—it combines all three systems
and is critical for increasing workers’ well-being
and enhancing the choices people have in their
work lives. Today, only 27 percent of the world’s
population is covered by a comprehensive social
protection system. In other words 73 percent,
about 5.2 billion people, do not have access to
comprehensive social protection.38 Most middle-income and some lower income countries
have expanded their systems in recent years,
although some of these advances are not fully
legislated or do not have secured funding. In
developed countries, despite growing demands
for social protection in recent years, the 2008
financial crisis brought widespread tightening
of social protection in its wake. For example,
older people now get smaller pensions in at
least 14 European countries.39

Today, only
27 percent of the
world’s population
is covered by a
comprehensive social
protection system

Moving towards greater social protection
Some policy options to expand social protection and enhance the links between work and
human development include:
• Pursuing well designed, appropriately targeted
and well implemented social protection programmes. A basic and modest set of social
security guarantees through social transfers
in cash and in kind can reasonably be provided for all citizens. The cost of setting
such a floor with universal pension, basic
health care, child benefits and employment
schemes would range from about 4 percent
of GDP in India to 11 percent of GDP in
Burkina Faso.40 Resources can be mobilized
by adopting progressive taxes, restructuring
expenditures, removing subsidies and extending contributory schemes by capturing
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Social protection
measures, when
combined with labour
market policies,
facilitate job creation

more of the working population in the formal sector.
• Combining social protection with appropriate
work strategies. Programmes would provide
work to poor people while serving as a
social safety net. Even though social protection may present disincentives for paid
work, the consensus seems to be that social
protection measures in themselves do not
necessarily cause unemployment to increase
—and they can, especially when combined
with labour market policies, facilitate job
creation. Creating work, reducing poverty
and protecting people against shocks is an
ideal outcome, as exemplified in the Rural
Employment Opportunities for Public
Assets in Bangladesh (box 6.9). Linking social protection (particularly unemployment
benefits) to training and job search assistance
also helps unemployed workers reintegrate
into the labour force.
Two types of actions are thus in order:
compensatory measures in social protection
and corrective measures in the labour market.
Improving other labour market conditions
for workers, participation and salary (including gaps for disadvantaged groups such as
young and female workers) is vital for shaping future social protection systems.
• Providing a living income. A living income
would provide a basic minimum income
for all (a citizen’s income), independent of
the job market. The idea of a living income

becomes more relevant in the current changing world of work, as automation may put
many workers out of jobs, because of the
changing nature of jobs and because many
jobs may be at risk of disappearing (up to
50 percent of existing jobs may be at risk in
the next 20 years).41 A way forward, and one
that would increase the ability of individuals
to concentrate their time in forms of unpaid
work that can be human development enhancing, would be to provide all citizens with
an unconditional tax credit, which could be
built up as the rewards from paid work fall.
Two objections may be raised with regard to
the notion of a living income—societies are
too poor to afford it and it would be a disincentive to work. The first objection is not
true for advanced economies, and the second
one is irrelevant because the objective is not
to enhance the incentive for paid work, but
to enable people to live without paid work.
• Tailoring successful social protection programmes to local contexts. Programmes for
cash transfers or conditional cash transfers
have provided effective social protection,
particularly in Latin America (for example,
Bolsa Família in Brazil and Oportunidades,
now called Prospera, in Mexico), and many
have been replicated in other parts of the
world (Sub-Saharan Africa). These programmes provide income support for poor
families and build human capabilities by
increasing funds for schooling and health

BOX 6.9
Rural Employment Opportunities for Public Assets in Bangladesh
Poverty affects millions of Bangladeshis, mostly in
rural areas and households headed by women. Rural
Employment Opportunities for Public Assets—a project
supporting female-headed households—was launched
in six food-insecure districts, with the support of Union
Parishads, the lowest level of local government.
The project provided two years of employment for
destitute women and employment for casual labourers
during a lean period, offering them a safety net. Women
also undertook training on social and legal issues, gender equality, human rights, primary health care, nutrition
and income generation. Between 2008 and 2012, 25,000
women were employed for two years, and 500,000 work
Source: EuropeAid 2012.
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days for casual workers were created. More than 11,000
women received training.
From 2009 to 2012, 12,000 kilometres of vital rural
eastern roads were repaired by women in crew groups
in maintenance and post-flood repairs. Out of an individual daily wage of Taka 100 (around US$1.25), each
woman makes a mandatory saving of Taka 30. During
2010 and 2011 each woman earned Taka 51,100 in cash
and saved Taka 21,900, deposited in a local savings
bank account under the project. In addition each woman
received Taka 5,200 as an end of project bonus, to leave
the project with total savings of Taka 27,100.

care for children. Conditional cash transfers
in different forms have also been useful in
addressing crisis-related labour market risks,
as with Nicaragua’s coffee price crisis.
• Undertaking direct employment guarantee
programmes. Instead of cash transfers or conditional cash transfers, countries have also
pursued employment guarantees. Jefes de
Hogar in Argentina and the regional Karnali
Employment Programme in Nepal are examples,42 though the best known is the National
Rural Employment Guarantee Scheme in
India (box 6.10).

Targeting interventions for older people
Strengthening social protection for older
people—particularly to provide the choice of
retirement or cutting back on paid work—must
be a priority. Policy choices include:
• Expanding noncontributory basic social pensions systems. Between 1990 and 2011 the
number of countries adopting noncontributory basic and targeted pension systems more
than doubled—from 10 to 21 for basic systems and from 20 to 46 for targeted ones.43
Noncontributory regimes to minimize
poverty for older people are only a first step:
Programmes have to be well financed and endowed with regulations and institutions that
enable efficient resource management.
• Exploring fully funded contributory pension
systems. This modality—where pensions

draw on previous savings—has re-emerged
in recent times. In 2011, 34 developing
countries had such programmes, up from
5 in 1990, following the first programme
launched in Chile in 1981.44 After two decades challenges emerged in Chile, and the
country introduced a comprehensive reform
based on a new “solidarity pillar” (box 6.11).
A few countries (Argentina and Bolivia) have
also made radical changes in their systems.45
• Financing social pensions for older people.
Such financing can be achieved through
more contributions to pension systems and
substantial improvements in the systems at
reasonable cost, both of which are realistic.
For example, in Latin America a noncontributory system equal to 10 percent of GDP
per capita (eliminating poverty among older
people), plus subsidies to supplement the
contributory pillar, would cost an estimated
1.4–2.5 percent of GDP.46

Strengthening
social protection
for older people
must be a priority

Addressing inequalities
In the changing world of work, sustained human progress requires structural challenges,
such as inequalities, to be tackled. As seen in
chapter 3, workers are getting a smaller share
of total income globally, while the proportion
of returns to capital has risen sharply. There
are also substantial inequalities in opportunities, as highlighted in chapter 1. Work seems
to encompass myriad inequalities that may

BOX 6.10
National Rural Employment Guarantee Scheme in India—a milestone
The Mahatma Gandhi National Rural Employment Guarantee Act was mandated in 2005 to implement an ambitious,
demand-driven employment-creation programme to benefit the rural poor through projects that improve agricultural
productivity and alleviate land degradation. It guarantees
rural households 100 days of unskilled manual work.
As the programme began to revamp prior employment programmes, evaluations have found that job creation accelerated from less than 1 billion working days
among 20 million households in the act’s first year of
operation, 2006/2007, to 2.5 billion among 50 million
households in 2010/2011. A simulation estimated that
GDP would increase 0.02–0.03 percent, that labour

income would rise about 700 million rupees and that
the welfare of the poorest households (as measured
by Slutski-adjusted consumption relative to initial consumption) would increase up to 8 percent. People belonging to Scheduled Tribes or Scheduled Castes would
also benefit.
Yet in evaluations, the programme’s impacts are
found to be asymmetrical between urban and rural
dwellers, men and women, better-off and privileged
population groups and more educated versus less educated groups. Its size has no precedent nationally or internationally, posing important design and management
challenges.

Source: Zepeda and others 2013.
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BOX 6.11
Chile’s reforms to the reform: more solidarity, more contributions
In 1981 Chile pioneered fully funded contributory pension systems. But after two decades some problems
became evident from the beneficiary side—too few
contributors, a low level and density of contributions
and wide gender imbalances. In response, the government adopted a comprehensive reform in 2008.
Some of the main points of the new architecture were a universal basic pension for those without
substantial contributions (in time) and without large
enough accumulation of resources at age 65 (extended
to people with disabilities); a social security solidarity contribution that complements pension savings
for those contributing to the system (for older people
and people with disabilities); mandatory contributions
from self-employed workers (to be completed by 2018),

enforced through the tax system; stronger mechanisms
for complementary voluntary savings; and subsidies to
pension contributions from young workers (to incentivize early participation in the system) and to young workers’ employers (to incentivize hiring of young workers),
targeting workers ages 18–35 with low salaries.
In 2009 an entitlement for women was added, to
compensate for disparities in the labour market: Every
woman will receive a bond for each child she has,
deposited in her pension account, equivalent to 18
months of contributions based on the minimum wage.
The public cost of the reformed system was estimated
at 2.5 percent of GDP a year. In 2015 an International
Presidential Commission presented an assessment of
the system and proposals to address its weaknesses.

Source: Bosh, Melguizo and Pages 2013; Uthoff 2015.

In the changing world
of work, sustained
human progress
requires structural
challenges, such
as inequalities,
to be tackled

be exacerbated without policy interventions.
Widening inequalities are a threat to human
development because they result in disparities
in capabilities and choices.
Inequalities in outcome and opportunities
could be reduced by focusing on the following:
• Formulating and implementing pro-poor
employment strategies. A key problem is that
inequality reproduces itself; it is thus important that employment strategies be pro-poor.
Options include the creation of work in
sectors where most poor people work; better
access for poor households to such basic social services as health, education, safe water
and sanitation; and access to such productive resources as inputs, credit and finance.
Subsidies, targeted expenditures and pricing
mechanisms can also be considered.
• Providing complementary support. This
would come through marketing facilities,
investments in physical infrastructure (particularly in rural areas, such as feeder roads),
extension services and labour-intensive
technologies. With the right incentives, the
private sector can be induced to play a major
role in building and running physical infrastructure. For example, in Brazil a $65 billion
infrastructure package (about 3.5 percent of
GDP) used concessions to the private sector
to build 7,000 kilometres of highways, railways and ports, among other things.47 Such
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investments will immediately create work for
low-skilled workers, with effects on poverty
and inequality.
• Regulating the financial sector to reduce the
regressive effects of cycles. For example, increases in physical investment produce sustained
development for firms and workers, while
increases in financial investment may be
less stable and less likely to generate jobs. A
more stable macroeconomic environment
can favour a “productivist” rather than a
“financierist” allocation of wealth-promoting
investments in the real economy and create
jobs.48
• Removing asymmetries between the mobility of
labour and of capital. Labour mobility does
not match that of capital, given intrinsic
differences, but also as a matter of policy:
Industrial countries promote capital mobility
but discourage labour mobility. Nonetheless,
regulating capital movement can reduce
macroeconomic instability and middle-income traps in developing countries, as capital
moves overseas when wages become too
high. Migration policies discussed earlier in
the chapter can at a minimum reduce the
risks of migration.
Inequality also has a political dimension.
Addressing inequality implies that existing
shares of the fruits of development need to be
rebalanced. Resistance from those who benefit

from the current pattern of distribution is inevitable. But allowing inequality to grow could
threaten the status quo of the system itself.
Therefore, some forms of democratization,
sharing and distributive policies in terms of
transfers have to be pursued.
• Democratizing education, particularly at
the tertiary level, nationally and globally.
Countries place a high premium on tertiary
education, which is not always evenly distributed among populations.49 This is apparent
within countries (as most workers with a
tertiary education come from higher income
families) and between countries (as the
countries with greater levels and increases in
tertiary education are industrial). In a world
that demands skills for work, inequalities in
tertiary education can reinforce inequalities
in access to work and the related social and
economic benefits. Montenegrins understand
the need for equal access to tertiary education
and support policies as such (box 6.12).
• Pursuing profit sharing and employee ownership. Profit sharing with labour and granting
employees part ownership of enterprises may
reduce inequality in income shares. Apart
from reducing inequality, these programmes,
combined with increased training and job
security, may raise productivity and benefit workers.50 Even so, profit sharing is the

exception and not the rule. In the European
Union fewer than 30 percent of companies
have profit sharing, and fewer than 10 percent
of workers own their own company’s stocks.51
• Adopting and enforcing distributive policies.
These could include progressive taxes on income and wealth, regulations to reduce rent
extraction, stricter regulation (particularly of
finance) and targeted public spending on the
poor. In many countries (Senegal, for example) school lunch plans have helped deal with
hunger and nutrition of children from poorer
households and reduced some disparities in
health outcomes.52 Cash transfer programmes
to poorer households (in South Africa, for
example) have helped poorer households.53
Conditional cash transfer programs have had
a considerable positive impact on poverty and
inequality (box 6.13). In developed countries
better regulation of the financial sector would
help narrow income inequality.
A 15-step agenda has been suggested to
reduce inequality, some steps of which are captured in box 6.14.

Profit sharing
with labour and
granting employees
part ownership of
enterprises may
reduce inequality
in income shares

Strategies for targeted action
Strategies for targeted action are needed to
complement strategies for employment creation

BOX 6.12
How Montenegrins value tertiary education
The density of universities in Montenegro has become comparable to or even higher than other countries in the region. Results of a 2011 United Nations
Development Programme survey of citizens confirmed
that Montenegrins highly value the completion of higher
education. When asked, “In your opinion, what type of
education would be the most appropriate for your child/
grandchild?”, about 60 percent of respondents considered higher education the most appropriate and 32 percent postgraduate and doctoral programmes.
The government emphasizes higher education in developing human capital. The overall budget for the sector
has increased, and education strategies based on the
premise of equal rights and the rights of students are
being implemented. The fundamental goal of these measures is to ensure that the education system contributes

to the creation of knowledge for personal and social
development—that is, developing the skills necessary
for economic progress and active participation in the
democratic political community and for success in the
world of fast, continuous and global changes.
What type of education is most appropriate?
Secondary

Primary

3- year
4-year

Postgraduate,
doctoral and higher
32%
58%

Higher education/university

Source: UNDP 2013c.
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BOX 6.13
Bolsa Família—Brazil’s conditional cash transfer programme
Bolsa Família is one of the world’s largest cash transfer programmes, administering benefits to 13.8 million
households. It covered 26 percent of the population
across all its municipalities in 2012 with a budget of
$10.75 billion—0.53 percent of GDP—in 2013. It is fully
financed from general government revenues through the
social security budget.1
The programme’s main goals are to reduce poverty,
promote food security, break down the intergenerational cycle of poverty through human capital accumulation and increase access to public services, especially
health, education and social assistance. Women are the
programme recipients and are responsible for complying with the conditions: regular visits to health clinics,
attendance of pregnant or breastfeeding women in
scheduled prenatal and postnatal visits, attendance at
educational activities on health and nutrition, full vaccination of children under age 7 and routine health checkups and growth monitoring.

Since the programme launched, 5 million Brazilians
have exited extreme poverty, and by 2009 the programme had reduced the poverty rate by an estimated
8 percentage points.2 The programme is credited with
increasing enrolment 5.5 percentage points in grades
1–4 and 6.5 percentage points in grades 5–8, though
its effect on dropout rates has not been as good. Over
2001–2009 Brazil’s mean years of schooling rose from
6.8 to 8.3, while the Gini index of years of schooling fell
from 0.347 to 0.288.3
Despite initial concerns that cash transfers to poor
households could risk a decline in their labour supply
and employment rate, the experience has been more
encouraging. Bolsa Família has enabled an increase in
the employment rate of the economically active population, a reduction of inactivity and informality rates, an
increase in the proportion of workers contributing to social security and an increase in the average hourly wage
for the primary occupation.4

Notes
1. Fultz and Francis 2013. 2. Soares 2012. 3. Glewwe and Kassouf 2008. 4. Machado and others 2011.
Source: Human Development Report Office.

BOX 6.14
Suggested measures for reducing inequalities

Gender divides at
work—both paid
and unpaid—are
a manifestation of
longstanding patterns
of inequities

• Government should be more concerned with monopolies and competition policy.
• Trade unions should be bolstered to represent
workers’ interests.
• Government should provide public sector jobs at
minimum wage to those who want them, in areas
such as meals-on-wheels, care for older people,
child care and the like.
• In addition to a minimum wage, there should be
a framework to restrain pay at the highest levels.
Some companies have voluntarily decreed that
executive pay should be capped at 65 or 75 times
the average pay in the firm.
• Personal income taxes should be made more progressive, with a maximum rate of 65 percent.
• Every child should get a “child benefit” payment,
to help keep them out of poverty.
Source: Atkinson 2015.

and workers’ well-being. Specific issue-based
areas (such as sustainable work), specific groups
(such as young people) and particular situations
(such as conflict or post-conflict conditions)
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require special policy attention to enhance links
between work and human development. Some
of these issues (such as youth employment)
may benefit from general policy actions (such
as national employment strategies), but given
the specific nature of some challenges, targeted
actions are also required.

Reducing gender divides at work
Gender divides at work—both paid and unpaid
—are a manifestation of longstanding patterns
of inequities. They can reinforce each other,
trapping women and girls across generations
in realms of limited choices and opportunities.
Any re-balancing of work needs a coherent
and simultaneous effort across many different
dimensions. Policies that expand opportunities for women to engage in paid work, that
enhance outcomes at work, that balance care
work within households and that change
gender norms regarding work can help reduce
work-related gender inequalities. Policies could
move in the following directions:
• Expanding and strengthening gender-sensitive policies for female wage employment.

Such strategies include improving access to
higher education, particularly in math and
sciences, for women to enhance skills, along
with training that matches market demands.
This could be accompanied by access to continuing professional development. Figure
6.4 shows a shallow U-shaped relationship
for women between mean years of schooling
and labour force participation. With few
years of schooling, participation rates are
high, likely because poor women with low
education have to work to earn a living. It
goes down as schooling years increase, but
ultimately picks up with further increases in
schooling.
• Specific interventions. Women can face harassment in the workplace and discrimination
in hiring and compensation, access to finance
and access to technology. Legislative measures are needed to reduce these inequalities
in opportunity and to ensure that women
and men receive equal pay for equal work.
Proactive recruitment policies that encourage hiring female candidates in jobs, as well
as programmes that reduce barriers to credit,
finance and training, can increase opportunities in paid work. Reducing barriers to
entrepreneurship can increase self-employment options. Regulations against workplace
harassment are also imperative for workplace
equality.

• Focusing on both maternal and paternal parental leave. Much can be achieved to balance
the distribution of unpaid care work and to
reduce wage gaps in paid work when fathers
are included in generous parental leave
policies—and even more when they have
incentives to make use of them (box 6.15).
• Enlarging care options, including day-care
centres, after-school programmes, senior
citizens’ homes and long-term care facilities.
Employers can also offer child care onsite.
Another alternative is to subsidize care work
through instruments such as vouchers and
tickets (box 6.16). The public provisioning
of early childhood education can reduce care
responsibilities as well as improve education
and work outcomes later in the lifecycle.54
Governments can require employers to offer leave for long-term care, as in Germany,
where since 2015, employees have been able
to take 10 days of leave to care for acutely
ill family members, paid for by the social
security system. If a family member needs
longer term care, the employee can take more
leave or reduce his or her working hours for
up to six months. During that time he or she
can obtain interest-free credit subsidized by
the government. In some cases of hardship
the debt can be cancelled. If the employee
needs even more leave, he or she can reduce
working time to 15 hours a week for up to

Women can face
harassment in the
workplace and
discrimination in hiring
and compensation,
access to finance and
access to technology

FIGURE 6.4
The relationship between mean years of schooling and labour force participation for women shows a
shallow U shape
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Source: Human Development Report Office, calculations based on data from ILO (2015f) and UNESCO Institute for Statistics (2015).
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BOX 6.15
Positive parental leave systems
For 40 years Sweden has had gender-neutral parental leave policies. Each parent can take at least two
months of paid leave. Initially, few men made use
of it, so they have been offered an incentive since
2002. If both parents take two months, the family gets one extra month of paid leave—an equality bonus. Now, 90 percent of Swedish fathers take
paternity leave. They thus carry a greater proportion
of childcare work and engage more in child-raising
long after their paternity leave has ended. Perhaps

not coincidentally, Sweden has one of the narrowest
wage gaps in the world and one of the highest scores
for female happiness.1
Similarly, a study on the parental insurance plan in
Quebec, Canada, showed that the share of Québécois
fathers taking paternity leave increased from about
10 percent in 2001 to more than 80 percent in 2010 and
that fathers who took advantage of the leave devoted
23 percent more of their time to household chores—
even one to three years after their leave ended.2

Notes
1. The Economist 2014b. 2. Patnaik 2015.
Source: Human Development Report Office.

BOX 6.16
Cash for care work
Governments can assist households by offering cash
payments. Since the mid-1990s the Netherlands has
had cash-for-care schemes. The benefits are based on
a needs and income assessment, but the average is
around €14,500 per person a year. There are few restrictions on how it can be used. Administrative costs are
low, and evaluations have indicated that the cash is
used effectively. Households consider the benefits adequate, and the scheme has proved popular.
Israel has a similar scheme. In 2008 the government
introduced a pilot programme and in 2010 expanded it
to cover 15 percent of the country. To be eligible for the

cash benefit, an individual must receive medium- or
high-intensity care by a caregiver who is not a family
member. However, uptake is low and varies according to
age, income and benefit level. Recipients are satisfied
with the cash scheme but appear to benefit less than
those receiving in-kind benefits.
In France beneficiaries can pay for long-term care
services or directly hire a caregiver using the Chèque
emploi services universel programme. They can then
seek reimbursement from an accredited national organization. This system has the advantages of being transparent and of optimizing public expenditure.

Source: Colombo and others 2015.

Policy priority should
also consolidate
progress on breaking
the glass ceiling

two years, while retaining the right to return
to the activities and hours covered.55
• Pursuing proactive measures for increased
representation of women in senior decisionmaking positions. Proactive measures in human resource policies, gender requirements
in selection and recruitment, and incentive
mechanisms for retention could enhance
women’s representation in the public and
private sectors. Policy priority should also
consolidate progress on breaking the glass
ceiling. There should be identical criteria
for men and women for moving people into
senior management positions, and it should
be free of sex bias and based on equal pay
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for equal work. Women’s representation
can be increased through affirmative action
measures. For example, introducing quotas
for women on corporate boards, an initiative
increasingly seen in the European Union.56
Such efforts are even more effective when accompanied by policies that increase retention
rates. Mentoring, coaching and sponsoring
can empower women in the workplace—for
example, by using successful senior female
managers as role models and as sponsors.57
All these approaches can help change norms
and promote women to positions of seniority, responsibility and decisionmaking.
A complementary approach for changing

norms is to encourage the engagement of
men in professions that have traditionally
been dominated by women.
• Encouraging flexible working arrangements,
including telecommuting. There should be
sufficient incentives for women to return
to work after giving birth. These may encompass the reservation of jobs for women
on maternity leave for up to a year. Women
could also be offered salary increases to
return to work. Flexible work arrangements
such as telecommuting or flexible hours can
also allow women and men to balance paid
and unpaid work.
• Improving public services and infrastructures
to reduce care work burdens. Much time is
spent in care work collecting water and
fuel, cooking and performing other such
tasks. Improved access to clean water and
sanitation, energy services and public infrastructures, including for transportation, can
greatly reduce the care work burden for families, making more time for paid work.
• Valuing unpaid care work. Such a valuation
is not just cosmetic; it helps raise policy
awareness, with implications for exploring options for remunerating such work.
Valuation could also prompt the redistribution of care work between women and men.
Various statistical methods (as described in

box 4.1 in chapter 4) can be used. But better
methods for data collection will be needed
as well.
• Gathering better data on paid and unpaid
work. National statistical systems, using more
female investigators and appropriate samples
and questionnaires, can gather better data
on unpaid work. With data, policies can be
pursued that help balance paid and unpaid
work—Norway has done it very successfully
(box 6.17).

Moving towards sustainable work
It is possible to terminate, transform and create
work in ways that will advance both human
development and environmental sustainability.
However, for this to occur coherence is needed
in policies and actions across global, national
and subnational levels, which can ensure that
the most appropriate combination of skills,
technologies, investments, regulations and social interventions are put into place.
There is a crisis in sustainability locally and
globally, but there is also an opportunity for
work to help move humanity to a more enduring and sustainable human development path.
However, the timeframe within which key
steps must be undertaken is tight, with delays
making adverse impacts more likely.

Valuing unpaid care
work is not just
cosmetic; it helps raise
policy awareness

BOX 6.17
Gender policies in Norway
Between 1970 and 2010 strong gender policies in Norway
helped increase women’s paid work and reduce their unpaid work. The government had already introduced paid
maternity leave in 1956 but reformed the policy in 1993
to allow 49 weeks of fully paid parental leave for mothers and fathers. A series of legislative changes gradually
increased the number of weeks of parental leave that are
available only to the father, under the “paternal quota.” A
quota of four weeks was introduced in 1993 and extended
(in stages) to 10 by 2009. This stimulated a huge increase
in the share of fathers taking at least eight weeks of
leave, from 8 percent in 1996 to 41 percent in 2010.1
Another important landmark was the 1979 Gender
Equality Act. This prohibited any form of gender-based
discrimination at the workplace, related to pregnancy,

birth or leave entitlements. It also stipulated that all
public bodies should aim for gender equality when appointing members for councils, boards and committees.
Between 2004 and 2006 rules were introduced governing the gender balance on the boards of publicly and privately owned public limited companies. In 2007 Norway
implemented a legal entitlement to early child care, paid
for partly by parents but with a maximum contribution of
€300 per month. According to the 2014 World Economic
Forum Global Gender Gap report, women’s wages come
closest to men’s in Norway and Singapore—but women’s wages are still only 80 percent of men’s.2 These
policies have helped mitigate work–family trade-offs.
They have also enlarged women’s freedom of choice on
family size and helped boost the birth rate.

Notes
1. Esther, Javorcik and Ulltveit-Moe 2015. 2. WEF 2014.
Source: Finland Ministry of Social Affairs and Health 2009.
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Developing capabilities and skills

Moving towards
sustainable work
will require various
transformations

Moving towards sustainable work, as described
in chapter 5, will require various transformations, including what is produced, how it is
produced and where it is produced. A particularly important transformation is in the
skill sets required for these shifts (for example,
producing solar energy technicians in Nepal).
• Identifying current and future skill needs. Skill
needs reflect both the current and anticipated needs of societies required, for example,
to adopt more efficient and cleaner technologies in the immediate future, as well as the
skills to support continuing innovation that
will maintain the movement of work towards
sustainability. Global data on current skill
levels are not readily available, but their distribution is believed to be markedly uneven
and may not correspond to those needed for
sustainable work.
• Developing skills to make transitions to sustainable work. These would include technical and scientific skills that will enable
the development, adaptation, installation
and maintenance of sustainable solutions
as well as literacy, numeracy, employability
and entrepreneurship, enabling workers to
learn and adopt new ways of working; and
communication, training and education for
all workers, facilitating the learning process.

Social sector policies must therefore incorporate this understanding of the dynamics of
skill formation over the lifecycle and of the
importance of education in children’s early
years for overcoming inequalities and producing marketable skills for the workforce.
Private sector initiatives can also help (box
6.18).
• Ensuring coherence and timeliness. In developing skills for facilitating the move to
sustainable work, there should be coherence
and timeliness in the transition of skills
mentioned above. Unless such measures are
effective, the transition to sustainable work
will face considerable practical, social and
political hurdles.

Adopting different technologies and new
investments
Adopting different technologies and new investments has to be contextualized in country
situations. For example, poor countries, with
weak infrastructures, low capabilities and
inadequate resources for investments, will
need support from the global community (for
example, to increase technology transfer). But
indigenous knowledge on many low-cost adaptive technologies exists, and many alternative
technologies are in the public domain. South–
South collaboration on lessons from various

BOX 6.18
Turkey’s private sector initiative on overcoming skills mismatch at the local level
The Bursa Chamber of Commerce and Industry Education
Foundation is a private sector–led and –owned initiative in Bursa, one of the most industrially advanced and
trade-oriented cities in Turkey. Since 2009 the foundation has contributed to overcoming skills mismatches at
the local level. It operates as a nonprofit vocational and
technical training centre, with the mutually reinforcing
goals of providing skilled human resources to industry
and increasing employability of marginalized groups,
particularly unemployed young people. The Bursa
Chamber of Commerce and Industry is the owner of the
foundation and funds all the activities of the training
centre.
The overall goals of the initiative, along with the
course and trainee selection process, take into account
Source: UNDP 2014a.

174 | HUMAN DEVELOPMENT REPORT 2015

the skills needs of local sectors and insights from private sector leaders and industrialists in Bursa. Almost
all the training and services offered are free. Private
sector leadership, ownership and engagement have
enabled the foundation to deliver market-relevant vocational and technical skills for disadvantaged people and
to help direct them towards employment. The foundation has close and continuous ties to local industrialists,
which allows for state-of-the-art training modalities and
facilitates job placement for the trainees. It has the facilities and infrastructure to train more than 3,000 young
people a year in a wide variety of areas, from textiles
and mechatronics to automotive metals and hardware.
The employment rate for successful trainees stands at
80 percent.

experiments can help countries that are in need
by spreading new ideas, scaling up implementation and encouraging replication.
• Departing from business as usual. Several
alternative technologies are already in the
public domain, such as climate-resistant
crop varieties developed by public research
institutions. Some are part of local indigenous knowledge systems (low-cost housing
materials) or have been developed by practitioners and nongovernmental organizations
(efficient cook stoves). In these cases the
predominant challenges are identifying the
technologies, adapting them to local contexts
(if necessary) and scaling up their use.
• Pursuing technology transfer. As with renewable energy generation (hydro, solar and
wind), adoption may depend on technology
transfer, matched by greater investment. The
average annual growth rate of renewable energy (including hydro, solar and wind) over
2010–2012 was 4 percent—too slow to reach
the targets of Sustainable Energy for All by
2030. The annual growth rate should speed
up to around 7.5 percent, and current annual
investments of around $400 billion would
need to triple to achieve 2030’s targets.58
• Leapfrogging to more sustainable work. If investments are made in the most advanced and
appropriate technologies, many countries
may be able to leapfrog to more sustainable
work—attaining and securing major gains in
human development. While several sources
of investment may be available—domestic
resources, foreign direct investment, multilateral development banks—appropriate
arrangements may also be needed for transferring technology through licensing or other
arrangements.
International precedents exist for such
transfers: Article 66.2 of the World Trade
Organization’s Agreement on Trade-Related
Aspects of Intellectual Property Rights
(1994) explicitly provides for an agreed-on
mechanism to facilitate technology transfer
to less developed countries.59 In practice,
the Montreal Protocol on substances that
deplete the ozone layer (1989), the Clean
Development Mechanism of the Kyoto
Protocol (1997) and the technology mechanism of the United Nations Framework
Convention on Climate Change (2012) have

all, to a greater or lesser extent, facilitated
technology transfer. (The Rio + 20 outcome
document recommended a “technology facilitation mechanism,” which is also included in
the Sustainable Development Goals.)

Incentivizing individual action, managing
trade-offs and guarding against inequalities
Some of the solutions to advance sustainability
will come from recognizing the positive externalities in people’s work and incentivizing such
actions (box 6.19). Others will require appropriate regulatory and macroeconomic policies
to nudge actors in the right direction.
• Pursue public policies for managing trade-offs.
Some workers will lose their jobs due to an
end of activities in their industry or sector.
Analysis of 21 country case studies identified the industries likely to expand under
sustainability efforts—renewable energy,
green buildings and retrofitting, transport,
recycling, and waste and water management
—and the industries likely to contract or
substantially change, including agriculture
and forestry, fisheries, extractive industries
and fossil fuel generation, emission-intensive
manufacturing, automotive production,
shipbuilding and cement making.60
Another trade-off example comes from
Sub-Saharan Africa, where rural poverty
is widespread and much of the labour
force lives in rural areas. Increasing farm
productivity there has the potential to
drive greater economic growth and poverty
reduction, accelerating food security and
human development. For example, since
2000 rural poverty in Ghana has fallen
sharply, enabling it to become the first
country in the region to meet Millennium
Development Goal 1. Progress was driven
in part by expanding the area under cocoa
cultivation on labour-intensive smallholder
farms.61 But expansion and extensive cultivation have increased environmental stress.
Trade-offs between the different and sometimes competing goals of sustainability
and employment have to be reconciled to
support sustainable work.
• Implementing standards. On promoting sustainable work, box 5.2 in chapter 5 discusses
how implementing standards, regulation

Some of the
solutions to advance
sustainability will come
from recognizing the
positive externalities
in people’s work
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BOX 6.19
The “social wage” of work

A social wage
compensates the
effort by the worker in
terms of the value of
that effort to society

Helping conserve the environment or otherwise promote
sustainability delivers benefits to society, and to future
generations, that go far beyond the immediate benefit
to the individual. This is a characteristic of several other
forms of work as well, including some care work. The
social value of these goods and services may diverge
from their private (market) value—and will be underprovided in free market conditions.
This is especially relevant when the number or
quality of workers engaged in the socially beneficial activity is inadequate to deliver the socially optimal level
of the good or service. This can happen, for example,
with a highly qualified worker who has a high reservation wage in an alternative occupation: however, the
low market valuation of the more socially useful product
restricts the amount he or she can be paid, and consequent low wages reduce the number or quality of people
engaged in the activity.

This may—paradoxically—help attract highly
qualified individuals who are volunteers (or part volunteers, accepting wages that are below what the private
market would offer them) and are willing to work without pay because they believe strongly in the outcomes.
Their commitment and abilities are important in correcting undersupply, as well as in motivating and raising
public awareness so that ultimately the political system
can take corrective action.
One approach could be to offer a social wage—a
wage that compensates the effort by the worker in terms
of the value of that effort to society. Incentives that correspond to this already exist in some areas, like hazard
pay or a temporary promotion to public sector workers in
conflict situations or dealing with an epidemic. A similar
justification could be made for properly targeted subsidies or other incentives to promote, for example, more
publicly available research on sustainability.

Source: Human Development Report Office.

and appropriate policy measures can make a
difference in the context of the ship-breaking industry. It also rightly emphasizes the
difficulties in implementing such standards,
which are nonetheless imperative for quality
sustainable work.
• Addressing intergenerational inequalities.
The people most able to develop better
remunerated skills for sustainable work are
those who have the time and resources to
access quality education and nutrition—the
children of those at the upper end of the
income and wealth distributions. Should
the differential in earnings of these individuals (relative to lower skilled workers) be
wide enough, their children in turn would
be more likely to grasp the opportunity to
develop more highly remunerated skills.
Policies must level a playing field that is
getting steeper over time, so that inequality
in human development is not perpetuated
across generations.
• Manage and facilitate change. Because moving to sustainable work will lead to jobs being
lost, transformed (the majority) and created,
public policies will be crucial in managing
and facilitating change. Multiple stakeholders will have to work collaboratively—and
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globally. And a mechanism is needed to
translate the desired global outcomes into
country actions (box 6.20).

Undertaking group-specific
interventions
For some groups and situations, focused policy
interventions will be needed because overall
policy interventions may not adequately address specific challenges. Youth unemployment,
older workers, work in conflict or post-conflict
situations, and creative and voluntary work
are some of the cases that may require special
attention.

Youth unemployment
Earlier policy options, particularly for the
changing world of work, relate to education
and skills to prepare people for the future.
These policies are especially relevant for addressing youth unemployment. But given the
frequent severity of this challenge and its multidimensional (economic, social and political)
impacts, it also needs targeted interventions.
Exciting work opportunities for young people
should be created so that they can unbridle

BOX 6.20
Possible measures at the country level for moving towards sustainable work
• Identifying appropriate technologies and investment options, including leapfrogging opportunities.
• Setting up regulatory and macroeconomic frameworks to facilitate adoption of sustainable policies.
• Ensuring that the population has the appropriate
skills base—combining technical and high-quality
skills with core abilities for learning, employability
and communicating.
• Retraining and skills upgrading of large numbers
of workers in informal sectors, such as agriculture.
While some workers may be reached through the
market, others will need the help of the public sector,
nongovernmental organizations and others. These

opportunities can be a means to support women and
other traditionally disadvantaged groups.
• Managing the adverse impacts of the transition
through diversified packages of support and keeping the playing field level for breaking the transmission of intergenerational inequality.
• Continuing to build the skill base of the population.
This will require a lifecycle approach that recognizes the cumulative nature of interventions that
lead to learning. Large investments in the number
and quality of health and education workers will be
necessary, underscoring the continuing role of the
public sector in transforming skills.

Source: Human Development Report Office.

their creativity, innovation and entrepreneurship in the new world of work.
• Providing policy support to the sectors and entities that are creating new lines of work. Such
initiatives are ongoing, and new opportunities are being discovered every day, but they
need policy support.
• Investing in skills development, creativity and
problem solving. Special support should be
extended to young women and men in apprenticeships, trade and vocational training,
and on-the-job learning.
• Providing supportive government policies to
help young entrepreneurs. Areas include advisory services for establishing businesses and
initiatives, as well as better instruments and
channels for financing. For example, in developing countries microfinance can provide
small-scale community financing for youth;
in more developed economies, particularly in
information technology, venture capital can
support start-ups and larger initiatives. More
recently, crowdsourcing has emerged as an option to generate funds for small initiatives.62
• Making tertiary learning more widely available through the Internet. Massive open
online courses are gaining followers among
world-renowned academic institutions and
among students. These Internet-driven
advances are important to accelerate higher
education, but interpersonal contacts as well
as group work and problem solving are still
necessary for gainful learning.

• Using cash transfer programmes to provide employment for local young people and poor people. In India and Uganda these programmes
have provided resources for funding job
searches and for supporting high-quality
training and skills development.63 They have
also increased access to other sources of credit for entrepreneurship.

Exciting work
opportunities for
young people
should be created

Older workers
Older people may want to continue working
for two reasons: They want to remain active
and engaged with their work or they cannot
afford to retire. Older workers who leave paid
employment can devote more time to care
and volunteer work. They can thus contribute
to society while maintaining a sense of social
inclusion. In countries affected by HIV/AIDS,
grandparents have served as foster parents to
children orphaned by the disease.64 Older relatives can also care for children whose parents
have migrated for work. Nearly half the world’s
population will not receive a pension, and
for the rest the pension may be inadequate.65
Unless other family members support them,
they must continue working, frequently in the
informal sector.
Countries have identified older workers as
assets and are making efforts to retain them,
sometimes by removing laws on compulsory
retirement or by increasing the pension age, as
in France, Germany, Italy, Poland, Spain and
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Creative work
requires an enabling
work environment

the United Kingdom.66 This enables people to
work longer and cuts the cost of pensions, but
it may remove the choice for older people as
to when to retire. Older workers benefit from
greater access to part-time jobs and from more
flexible work arrangements that allow them to
ease into retirement. One option for flexibility
is self-employment: Google has pledged to help
first-time entrepreneurs over age 50.67

Work in conflict and post-conflict
situations
It is important in conflict and post-conflict
situations to focus on productive jobs that empower people, build agency, increase voice, offer social status and increase respect, cohesion,
trust and people’s willingness to participate in
civil society. Such jobs can create economic and
social ties and have the potential to build incentives to work across boundaries and resolve
conflict. Some policy options are:
• Creating new forms of work that emerge with
the rise of conflict-specific needs. For example,
during combat, care for combatants (such as
cooking), health care for the wounded and
reconstruction may be extremely useful.
• Supporting work in the health system may
cover many goals. In many conflict-afflicted
countries the health system has collapsed,
converting health services into a life-threatening challenge for helpers and the wounded.
In this setting, international aid becomes
indispensable, but local volunteers contribute substantially to providing crucial health
services and saving lives.
• Getting basic social services up and running.
Economic considerations apart, this has
social and political benefits. Communities,
nongovernmental organizations and public–
private partnerships can be the drivers.
• Initiating public works programmes. Even
emergency temporary jobs, cash for work
and the like can provide much needed livelihoods and contribute to the building of
critical physical and social infrastructures.
• Formulating and implementing targeted community-based programmes. Such programmes
can yield multiple benefits, including stability. Economic activities can be jumpstarted
by reconnecting people, reconstructing networks and helping restore the social fabric.
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Creative and voluntary work
Creative work requires an enabling work environment, including financial support, and
opportunities to collaborate and cross-fertilize
ideas. This context is familiar in human development as a prerequisite for expanding human
capabilities, including the capacity to be creative and contribute to the common good. Some
key requirements for creativity and innovation
to thrive are:
• Innovating inclusively. Here, new goods and
services are developed for or by those living
on the lowest incomes or by women, extending creative opportunities to groups that may
be underrepresented.
• Assuring democratic creativity. Workplaces
and online platforms can be organized in
ways that encourage innovation at all levels.
• Funding experimentation and risk. This
entails solving intractable social and environmental problems that may require
foundations and public institutions to take
funding risks on less proven approaches—for
example, by supporting more basic research
programmes. This may help innovators and
creative workers patent their innovations.
• Innovating for the public good. Creativity and
innovation can advance many objectives.
Policies that direct innovation towards the
greater social good, including volunteer
work, can enhance human development.
• Encouraging voluntary work. This can also
be done through various policy instruments.
For example, fiscal policy instruments such
as tax rebates, subsidies and public grants
can help voluntary organizations and their
work. At the political level public support
to create and protect space for voluntary
work can bring social benefits, particularly
during emergencies like conflicts and natural
disasters.

An agenda for action—
three pillars
In addition to the policy options outlined in
the three previous sections, a broader agenda
for action, one that addresses the shifting
global context of work, with three pillars may
be pursued for making work enhance human

development: a New Social Contract, a Global
Deal and the Decent Work Agenda.
This is not an easy agenda. It will require political commitment, endorsement from the political process and support from top leadership.
Some of the issues in the proposed action agenda
are already part of the Post-2015 Development
Agenda and the Sustainable Development Goals
(such as the Decent Work Agenda); others have
received political support but have not been
adopted (such as a new Global Deal). So there is
a momentum that needs to be galvanized. Some
agenda actions (such as a New Social Contract)
will require broad-based social dialogue at both
the global and country levels.
Given the changing nature of the world with
never-before-seen implications for work and
human development, it is imperative that a serious dialogue start on these issues. In that spirit,
the Report proposes the following agenda for
action.

Developing a New Social Contract
During the 20th century social contracts among
the state, employers and employees evolved in the
industrial, service and public sectors, primarily
in developed countries. This occurred more narrowly, and later, in developing countries, mostly
in the formal and public sectors. Schematically,
social contracts suggested arrangements whereby
the state provided macroeconomic and monetary stability, development of the labour force
through education and training (and quite a
bit through military service) and legislation of
labour rights, in return for negotiated contracts
between employers and employees, often unionized, and labour market stability. As part of the
implicit contract the state could levy corporate
and personal taxes and additional labour charges
to fund, initially, education services and some
pensions and emergency health care. As societies
prospered, services and social protection systems
expanded further.
Social contracts served increasing segments
of populations in developed countries and
formal and public sector workers in developing
countries as they decolonized. After the Second
World War, when societies sought to rebuild
and implement policies of “never again,” education and social programmes (particularly social
protection with unemployment insurance),

disability and old age pensions all expanded.
Work opportunities also moved rapidly away
from agriculture to urban centres in the formal economy. And in more recent years paid
maternity leave and support for those at risk of
marginalization also became part of the social
protection system in many countries. Some
systems also came to include the self-employed
or those working in small businesses, often in
the service industry.
In the new rapidly evolving world of work,
participants are less likely to have long-term
ties to a single employer or to be a member of
a trade union. They may engage in crowdwork
or freelance work for multiple employers and
contractors. The traditional model that resulted
in many of the social protection systems in place
today is coming under strain as the world of
work has become globalized, less organized and
unionized, and more atomized. It does not fit
the traditional arrangements for protection, and
many freelancers are responsible for their own
pensions and health care. How then does society
fairly mobilize funds to cover a widening population that is not always in work, reach those
working outside the formal sector, accommodate
new labour market entrants (especially migrants)
and cover those unable to find paid work?
Already there have been some initiatives,
as with the Freelancers Union in the United
States.68 In Denmark security alongside reskilling and skills upgrading is provided in an
increasingly flexible job market (box 6.21). But
much more dialogue needs to take place at a
much larger scale or countries risk losing the
ground that was gained throughout the 20th
century in terms of protecting workers and ensuring social welfare. It is time to open dialogue
for a New Social Contract that addresses the
challenges of the world of work today.

It is time to open
dialogue for a New
Social Contract
that addresses the
challenges of the
world of work today

Pursuing a Global Deal
In an era of global production, national policies
and social contracts may face additional difficulties. What works at home may not work in a
competitive global environment. Further, true
globalization rests on the ideas of sharing—we
should share the task of finally taking responsibility for a “global working life.”
Such moves to a Global Deal would require,
apart from ratifying and implementing the
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BOX 6.21
Flexicurity in Denmark
The Danish labour market has a lot of what is often called “flexicurity”: coexistence of flexibility, in
the form of low adjustment costs for employers and
employees, and security, which is a by-product of
Denmark’s developed social safety net, ensuring high
coverage and replacement rates.
The principal aim of flexicurity is to promote employment security over job security, meaning workers
are protected, rather than their jobs. Consequently,
employers benefit from all the advantages of a flexible labour force while employees can take comfort in
a robust safety social net applied with active labour
market policies.
Source: World Bank 2015b.

A Global Deal can
guide governments in
implementing policies
to meet the needs
of their citizens

charters of workers’ rights, mobilizing all
partners—workers, businesses and governments
—around the world, respecting workers’ rights
in practice and being prepared to negotiate
agreements at all levels. This will not require
new institutions, merely reoriented tasks and
agendas in the strong international forums that
the world already has.
A Global Deal can guide governments in
implementing policies to meet the needs of
their citizens. Without global agreements, national policies may respond to labour demands
at home without accounting for externalities.
This implies that a global–national compact is
also necessary. International conventions such
as the International Labour Organization

Convention Concerning Decent Work for
Domestic Workers, which entered into force
in September 2013, was a ground-breaking
agreement that stands to establish global
standards for the rights of paid domestic
workers worldwide. This kind of agreement
offers guiding principles to signatories but
leaves space for national governments to implement policies that fit in different national
contexts to meet commitments, motivated
by global actions, but creating real change in
local communities.

Implementing the Decent Work Agenda
The Decent Work Agenda refers to productive
work for women and men in conditions of freedom, equity, security and human dignity. It involves opportunities for work that is productive
and delivers a fair income; provides security in
the workplace and social protection for workers and their families; offers prospects for personal development and social integration; gives
people the freedom to express their concerns,
to organize and to participate in decisions that
affect their lives; and guarantees equal opportunities and equal treatment for all.69 The four
pillars of the agenda are in box 6.22.
The Decent Work Agenda and the human development framework are mutually
reinforcing. Decent work enhances human
development through each of its pillars.
Employment creation and enterprise development provide income and livelihoods to people, crucial instruments for equity, and means

BOX 6.22
Four pillars of the Decent Work Agenda
• Employment creation and enterprise development.
This requires acknowledging that a principal route
out of poverty is jobs and that the economy needs
to generate opportunities for investment, entrepreneurship, job creation and sustainable livelihoods.
• Standards and rights at work. People need representation opportunities to participate, to voice
their views in order to obtain rights, and to earn
respect. The International Labour Organization’s
normative work is key for compliance and measuring progress.
Source: ILO 2008b.
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• Social protection. Fewer than 10 percent of people
in the poorest countries have adequate social security protection. Basic social protection, such as
health care and retirement security, is a foundation for participating productively in society and the
economy.
• Governance and social dialogue. Social dialogue
among governments, workers and employers can
resolve important economic and social issues, encourage good governance, establish sound labour
relations and boost economic and social progress.

for participation while facilitating self-esteem
and dignity. Workers’ rights help human
development by upholding human rights,
human freedom and labour standards. Social
protection contributes to human development by ensuring safety nets and protecting
people from risks and vulnerabilities. And
social dialogue helps support human development through broad-based participation,
empowerment and social cohesion.
Human development also contributes to
the four pillars. Expanding human capabilities through human development enhances
opportunities for employment and entrepreneurship. The participation aspect of human
development helps enrich social dialogue.
Human development also emphasizes the promotion of human rights, which boosts workers’ rights and enhances human security. Given
all these interlinks, implementing the Decent

Work Agenda will help work enhance human
development.

Conclusions
The world community has just agreed to a
post-2015 development agenda and a set of
Sustainable Development Goals. The agenda is
global in scope, but its adaptation to national
contexts and its implementation are likely to
differ among countries. A unifying principle is
likely to be “leave no one behind.”
It is in this context of new global commitments and change that this report shows how
human creativity, ingenuity, innovation and
work can expand choices, enhance well-being
and ensure freedom for every human being
in an equitable and sustainable way—so that
human progress, indeed, leaves no one behind.

Implementing the
Decent Work Agenda
will help work enhance
human development
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TABLE A6.1
Status of fundamental labour rights conventions
Freedom of association and
collective bargaining
C087: Freedom of
Association and
Protection of the
Right to Organise
Convention, 1948
Entry into force:
4 July 1950
Country

Elimination of forced and
compulsory labour

C098: Right
to Organise
and Collective
C029: Forced
C105: Abolition
Bargaining
Labour Convention, of Forced Labour
Convention, 1949
1930
Convention, 1957
Entry into force:
18 July 1951

Entry into force:
1 May 1932

Entry into force:
17 January 1959

Elimination of discrimination in
employment and occupation

Abolition of child labour

C100: Equal
Remuneration
Convention, 1951

C111:
Discrimination
(Employment
and Occupation)
Convention, 1958

C138: Minimum Age
Convention, 1973

C182: Worst Forms
of Child Labour
Convention, 1999

Entry into force:
23 May 1953

Entry into force:
15 June 1960

Entry into force:
19 June 1976

Entry into force:
19 November 2000

Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification

Age

Year of ratification

1957
1962
1976
1983
1950
2004
1932
1960
1992
1976
1981
1972
1967
1956
1944
1983
1960
2005
1993
1997
1957

1963
1997
1969
1976
1983
1960
2004
1960
1958
2000
1976
1998
1972
1967
1995
1961
1983
1961
1990
2000
1997
1965

1969
1957
1962
1976
2003
1956
1994
1974
1953
1992
2001

2010
1998
1984
2001
1983
1996
2006

14 years
16 years
16 years
14 years
16 years
16 years
16 years

2000
1992
2001
2012

15 years
16 years
14 years
15 years

1998
1974
1956
1952
1999
1968
1973
1993
1997
1957

1969
1997
1969
1976
1983
1968
1994
1973
1973
1992
2001
2000
1972
1974
1961
1977
1999
1961
1977
1993
1997
1965

1999
1997
1963
1979
1999
1962
1959
1964
1961
1999

1960
1962
1993
1979
1999
1988
1964
1964
1966
1971
2006
1969
2004
1999
1962
1961
1991
1965
1968
1993
2001
1960
2005
1983
1964
1962
1960
1995
2001
2000
2005
1966
2002
1970
1981

16 years
16 years
15 years
14 years
14 years
14 years
15 years
14 years
16 years
16 years
16 years
15 years
16 years
15 years
14 years
14 years

1963
1978
1999
1959
1961
1997
1958
1960
1996
2001
1958
1978
1983
1958
1962
1958
1958
2001
2000
1996
1999
1974
1960
1969

1955
1969
1993
1979
1999
1970
1972
1964
1966
1971
1990
1963
1978
1999
1960
1961
1991
1954
1987
1993
1969
1960
1978
1983
1953
1957
1960
2000
1985
2000
1996
1999
2002
1963
1953

2000
1979
1988
2000
2001
1997
1993
1997
2001
2011
1980
1999
2000
2011
1999
2001
2000
2005
1999
1999
2001
2004
1999
1976
2003
1991
1975
1997
2007
2001
1997
2005
1983
1999
2000
1999
1996
1985
2000
2007
1999
2003
1976
1990

14 years
14 years
15 years
16 years
15 years
15 years
14 years
15 years
14 years
15 years
15 years
15 years
15 years
14 years
15 years
16 years
15 years
14 years
14 years
15 years
14 years
14 years
14 years
15 years
14 years
15 years
15 years
16 years

2010
2001
2001
2001
2002
2001
2006
2006
2001
2004
2001
2001
2001
2000
2000
2002
2000
2001
2003
2001
2000
2000
2008
2000
2001
2002
2001
2006
2002
2000
2000
2000
2000
2002
2005
2004
2002
2001
2003
2001

Afghanistan
Albania
Algeria
Angola
Antigua and Barbuda
Argentina
Armenia
Australia
Austria
Azerbaijan
Bahamas
Bahrain
Bangladesh
Barbados
Belarus
Belgium
Belize
Benin
Bolivia, Plurinational State of
Bosnia and Herzegovina
Botswana
Brazil
Brunei Darussalam
Bulgaria
Burkina Faso
Burundi
Cabo Verde
Cambodia
Cameroon
Canada
Central African Republic
Chad
Chile
China
Colombia
Comoros
Congo
Costa Rica
Côte d’Ivoire
Croatia
Cuba
Cyprus
Czech Republic
Democratic Republic of the Congo
Denmark
Djibouti
Dominica
Dominican Republic
Ecuador
Egypt
El Salvador
Equatorial Guinea
Eritrea
Estonia
Ethiopia
Fiji
Finland
France
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1957
1962
2001
1983
1960
2006
1973
1950
1992
2001

1957
1962
1976
1983
1956
2003
1973
1951
1992
1976

1972
1967
1956
1951
1983
1960
1965
1993
1997

1972
1967
1956
1953
1983
1968
1973
1993
1997
1952

1959
1960
1993
1999
1999
1960
1972
1960
1960
1999

1959
1962
1997
1979
1999
1962
1964
1961
1999

1932
1960
1963
1979
1969
1960
2011
1960
1960
1933

1976
1978
1960
1960
1960
1991
1952
1966
1993
2001
1951
1978
1983
1956
1967
1957
2006
2001
2000
1994
1963
2002
1950
1951

1976
1978
1999
1960
1961
1991
1952
1966
1993
1969
1955
1978
1983
1953
1959
1954
2006
2001
2000
1994
1963
1974
1951
1951

1969
1978
1960
1960
1960
1991
1953
1960
1993
1960
1932
1978
1983
1956
1954
1955
1995
2001
2000
1996
2003
1974
1936
1937

2000
2001
2001
2000
2005
2001
2000
2000
2002
2000
2001
2001
2003
2002
2000
2001

Freedom of association and
collective bargaining
C087: Freedom of
Association and
Protection of the
Right to Organise
Convention, 1948
Entry into force:
4 July 1950
Country

Gabon
Gambia
Georgia
Germany
Ghana
Greece
Grenada
Guatemala
Guinea
Guinea-Bissau
Guyana
Haiti
Honduras
Hungary
Iceland
India
Indonesia
Iran, Islamic Republic of
Iraq
Ireland
Israel
Italy
Jamaica
Japan
Jordan
Kazakhstan
Kenya
Kiribati
Korea, Republic of
Kuwait
Kyrgyzstan
Lao People’s Democratic Republic
Latvia
Lebanon
Lesotho
Liberia
Libya
Lithuania
Luxembourg
Madagascar
Malawi
Malaysia
Maldives
Mali
Malta
Mauritania
Mauritius
Mexico
Moldova, Republic of
Mongolia
Montenegro
Morocco
Mozambique
Myanmar
Namibia
Nepal
Netherlands
New Zealand

Elimination of forced and
compulsory labour

C098: Right
to Organise
and Collective
C029: Forced
C105: Abolition
Bargaining
Labour Convention, of Forced Labour
Convention, 1949
1930
Convention, 1957
Entry into force:
18 July 1951

Entry into force:
1 May 1932

Entry into force:
17 January 1959

Elimination of discrimination in
employment and occupation

Abolition of child labour

C100: Equal
Remuneration
Convention, 1951

C111:
Discrimination
(Employment
and Occupation)
Convention, 1958

C138: Minimum Age
Convention, 1973

C182: Worst Forms
of Child Labour
Convention, 1999

Entry into force:
23 May 1953

Entry into force:
15 June 1960

Entry into force:
19 June 1976

Entry into force:
19 November 2000

Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification

1960
2000
1999
1957
1965
1962
1994
1952
1959
1967
1979
1956
1957
1950

1961
2000
1993
1956
1959
1962
1979
1952
1959
1977
1966
1957
1956
1957
1952

1998

1957

2000

1962
1955
1957
1958
1962
1953
1968
2001
1964
2000

1961
1992

2007
1992

1992

1992
1977
1966
1962
1962
1994
1958
1998
1965
1961
2013
1964
1965
2001
1969

1955
1957
1958
1962
1965
2000

1966
1962
2000
1994
1958
1960
1999
2013
1960
1965
1961
2005
1950
1996
1969
2006
1996
1955
1995
1950

1996
1969
2006
1957
1996
1995
1996
1993
2003

1960
2000
1993
1956
1957
1952
1979
1989
1959
1977
1966
1958
1957
1956
1958
1954
1950
1957
1962
1931
1955
1934
1962
1932
1966
2001
1964
2000

1961
2000
1996
1959
1958
1962
1979
1959
1961
1977
1966
1958
1958
1994
1960
2000
1999
1959
1959
1958
1958
1968
1962

1968
1992
1964
2006
1977
1966
1931
1961
1994
1964
1960
1999
1957
2013
1960
1965
1961
1969
1934
2000
2005
2006
1957
2003
1955
2000
2002
1933
1938

1961
1999

1958
2001
1964
2000

1961
2000
1993
1956
1968
1975
1994
1961
1967
1977
1975
1958
1956
1956
1958
1958
1958
1972
1963
1974
1965
1956
1975
1967
1966
2001
2001
2009
1997

1961
2000
1993
1961
1961
1984
2003
1960
1960
1977
1975
1976
1960
1961
1963
1960
1999
1964
1959
1999
1959
1963
1975

1992
1977
2001
1962
1961
1994
1964
2007
1999
1958 a
2013
1962
1965
1997
1969
1959
1993
2005
2006
1966
1977

1962
1994
1967
1962
1965
1997
2013
1968
1988
2001
2002
1952
2000
1969
2006
1979
1977

1963
1999
2001
2009
1998
1966
1992
2008
1992
1977
1998
1959
1961
1994
2001
1961
1965
1997
2013
1964
1968
1963
2002
1961
1996
1969
2006
1963
1977

2000
2007
1959
1968

2010
1976
1971
1983

2001
1974
1973
1983

1992
2008
1992
1977
1998

Age

Year of ratification

2010
2000
1996
1976
2011
1986
2003
1990
2003
2009
1998
2009
1980
1998
1999

16 years
14 years
15 years
15 years
15 years
15 years
16 years
14 years
16 years
14 years
15 years
14 years
14 years
16 years
15 years

2001
2001
2002
2002
2000
2001
2003
2001
2003
2008
2001
2007
2001
2000
2000

1999

15 years

1985
1978
1979
1981
2003
2000
1998
2001
1979
2009
1999
1999
1992
2005
2006
2003
2001

15 years
16 years
15 years
15 years
15 years
15 years
16 years
16 years
16 years
14 years
15 years
15 years
16 years
14 years
15 years
14 years
15 years

1975
1998
1977
2000
1999
2013
2002
1988
2001
1990

15 years
16 years
15 years
15 years
14 years
15 years
16 years
15 years
16 years
14 years
15 years

1999
2002
2006
2000
2003

16 years
15 years
15 years
15 years
15 years

2000
1997
1976

14 years
14 years
15 years

2000
2002
2001
1999
2005
2000
2003
2001
2000
2003
2001
2009
2001
2000
2004
2005
2006
2001
2001
2003
2000
2003
2001
2001
1999
2000
2013
2000
2001
2001
2000
2000
2002
2001
2006
2001
2003
2013
2000
2002
2002
2001
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TABLE A6.1
Status of fundamental labour rights conventions (continued)
Freedom of association and
collective bargaining
C087: Freedom of
Association and
Protection of the
Right to Organise
Convention, 1948
Entry into force:
4 July 1950
Country

Elimination of forced and
compulsory labour

C098: Right
to Organise
and Collective
C029: Forced
C105: Abolition
Bargaining
Labour Convention, of Forced Labour
Convention, 1949
1930
Convention, 1957
Entry into force:
18 July 1951

Entry into force:
1 May 1932

Entry into force:
17 January 1959

Elimination of discrimination in
employment and occupation

Abolition of child labour

C100: Equal
Remuneration
Convention, 1951

C111:
Discrimination
(Employment
and Occupation)
Convention, 1958

C138: Minimum Age
Convention, 1973

C182: Worst Forms
of Child Labour
Convention, 1999

Entry into force:
23 May 1953

Entry into force:
15 June 1960

Entry into force:
19 June 1976

Entry into force:
19 November 2000

Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification

Nicaragua
Niger
Nigeria
Norway
Oman
Pakistan
Panama
Papua New Guinea
Paraguay
Peru
Philippines
Poland
Portugal
Qatar
Romania
Russian Federation
Rwanda
Saint Kitts and Nevis
Saint Lucia
Saint Vincent and the Grenadines
Samoa
San Marino
Sao Tome and Principe
Saudi Arabia
Senegal
Serbia
Seychelles
Sierra Leone
Singapore
Slovakia
Slovenia
Solomon Islands
Somalia
South Africa
South Sudan
Spain
Sri Lanka
Sudan
Suriname
Swaziland
Sweden
Switzerland
Syrian Arab Republic
Tajikistan
Tanzania, United Republic of
Thailand
The former Yugoslav Republic of Macedonia
Timor-Leste
Togo
Trinidad and Tobago
Tunisia
Turkey
Turkmenistan
Uganda
Ukraine
United Arab Emirates
United Kingdom
United States

184 | HUMAN DEVELOPMENT REPORT 2015

1967
1961
1960
1949
1951
1958
2000
1962
1960
1953
1957
1977

1967
1962
1960
1955
1998
1952
1966
1976
1966
1964
1953
1957
1964

1957
1956
1988
2000
1980
2001
2008
1986
1992

1958
1956
1988
2000
1980
1998
2008
1986
1992

1960
2000
1978
1961

1976
1978
1949
1975
1960
1993
2000

1961
2000
1999
1961
1965
1993
1992
2012
2014
1996
2012
1977
1972
1957
1996
1978
1950
1999
1957
1993
1962

1991
2009
1960
1963
1957
1993
1997
2005
1956

1991
2009
1983
1963
1957
1952
1997
1963
1956

1949

1950

1993
1992
2012
2014
1996
1977
1995

1934
1961
1960
1932
2005
1957
1966
1976
1967
1960
2005
1958
1956
1998
1957
1956
2001
2000
1980
1998
2008
1995
2005
1978
1960
2000
1978
1961
1965
1993
1992
1985
1960
1997
2012
1932
1950
1957
1976
1978
1931
1940
1960
1993
1962
1969
1991
2009
1960
1963
1962
1998
1997
1963
1956
1982
1931

Age

Year of ratification

1981
1978
2002
1980
2005
2006
2000
2000
2004
2002
1998
1978
1998
2006
1975
1979
1981
2005

14 years
14 years
15 years
15 years
15 years
14 years
14 years
16 years
14 years
14 years
15 years
15 years
16 years
16 years
16 years
16 years
14 years
16 years

2006
2008
1995
2005
2014
1999 b
2000
2000
2011
2005
1997
1992
2013

14 years
15 years
16 years
14 years
15 years
15 years
15 years
15 years
15 years
15 years
15 years
15 years
14 years

2000
2012
1977
2000
2003

15 years
14 years
16 years
14 years
14 years

1991

2002
1990
1999 d
2001
1993
1998
2004
1991

15 years
15 years
15 years
15 years
16 years
14 years
15 years
15 years

1983
1970
1959
1967
1997
2005
1961
2001
1999

1984
2004
1995
1998
2012
2003
1979
1998
2000

14 years
16 years
16 years
15 years
16 years
14 years
16 years
15 years
16 years

2000
2000
2002
2000
2001
2001
2000
2000
2001
2002
2000
2002
2000
2000
2000
2003
2000
2000
2000
2001
2008
2000
2005
2001
2000
2003
1999
2011
2001
1999
2001
2012
2014
2000
2012
2001
2001
2003
2006
2002
2001
2000
2003
2005
2001
2001
2002
2009
2000
2003
2000
2001
2010
2001
2000
2001
2000
1999

1967
1962
1960
1958

1967
1966
1974
1959

1967
1962
2002
1959

1960
1966
1976
1968
1960
1960
1958
1959
2007
1998
1998
1962
2000
1980
1998
2008
1995
2005
1978
1961
2003
1978
1961
1965 c
1997
1997
2012
1961
1997
2012
1967
2003
1970
1976
1979
1958
1958
1958
1999
1962
1969
2003

2001
1958
2000
1964
1960
1953
1954
1967

1961
1966
2000
1967
1970
1960
1961
1959
1976
1973
1961
1981
2000
1983
2001
2008
1986
1982
1978
1967
2000
1999
1966

1981
1962
1972
1957
1993
2002
1999
1991

1981
1962
1961
1960
1993
2002

1999
1963
1959
1961
1997
1963
2000
1997
1957
1991

1983
1997
1968
1967
1997
2005
1956
1997
1971

1957
1956
1980
2000
1983
2001
2008
1985
1982
1978
1962
2000
1999
1968
2002
1993
1992
2012
2000
2012
1967
1993
1970

1993
1992
2012
1961
1997
2012
1967
1998
1970

Freedom of association and
collective bargaining
C087: Freedom of
Association and
Protection of the
Right to Organise
Convention, 1948
Entry into force:
4 July 1950
Country

Uruguay
Uzbekistan
Vanuatu
Venezuela, Bolivarian Republic of
Viet Nam
Yemen
Zambia
Zimbabwe

NOTES
a Not in force, denounced on 10 January 1990.
b The government declared in conformity with
article 5, paragraph 2, of the convention that
the provisions of the convention do not apply
to traditional pastoral or rural work without
remuneration that is carried out in a family
setting by children under age 15 and that aims
at better integrating them into their social
surroundings and the environment.
c Not in force, denounced on 19 April 1979.
d Pursuant to article 3, the minimum age for
underground work is 19 full years and 20 full
years for apprentices.

Elimination of forced and
compulsory labour

C098: Right
to Organise
and Collective
C029: Forced
C105: Abolition
Bargaining
Labour Convention, of Forced Labour
Convention, 1949
1930
Convention, 1957
Entry into force:
18 July 1951

Entry into force:
1 May 1932

Abolition of child labour

C100: Equal
Remuneration
Convention, 1951

C111:
Discrimination
(Employment
and Occupation)
Convention, 1958

C138: Minimum Age
Convention, 1973

C182: Worst Forms
of Child Labour
Convention, 1999

Entry into force:
23 May 1953

Entry into force:
15 June 1960

Entry into force:
19 June 1976

Entry into force:
19 November 2000

Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification Year of ratification

1954
2006
1982
2007
1976
1996
2003

1954
1992
2006
1968

1995
1992
2006
1944

1968
1997
2006
1964

1969
1996
1998

1969
1964
1998

1969
1965
1998

relinquish trade union membership for employment,
or dismissal because of union membership or
participation in union activities and protects
workers’ and employers’ organizations from
interference by each other, in particular the
establishment of workers’ organizations under the
domination of employers or employers’ organizations
or the support of workers’ organizations by financial
or other means in order to place such organizations
under the control of employers or employers’
organizations. The convention also enshrines the
right to collective bargaining.

C087: Freedom of Association and Protection of
the Right to Organise Convention, 1948: Says that
workers and employers have the right to establish
and join organizations of their own choosing without
previous authorization, that workers’ and employers’
organizations have the right to establish and join
federations and confederations and that any such
organization, federation or confederation has the
right to affiliate with international organizations of
workers and employers.

C029: Forced Labour Convention, 1930: Prohibits
all forms of forced or compulsory labour—defined as
work or service that is exacted from any person under
the menace of penalty and for which the person has
not offered himself or herself voluntarily. Exceptions
are provided for work required by compulsory military
service, normal civic obligations, as a consequence
of a conviction in a court of law (provided that the
work or service in question is carried out under the
supervision and control of a public authority and that
the person carrying it out is not hired to or placed
at the disposal of private individuals, companies or
associations), in cases of emergency and for minor
communal services performed by the members of a
community in the direct interest of the community.

C098: Right to Organise and Collective
Bargaining Convention, 1949: Protects
workers from anti-union discrimination, including
requirements that a worker not join a union or

C105: Abolition of Forced Labour Convention,
1957: Prohibits forced or compulsory labour as a
means of political coercion or education or as a
punishment for holding or expressing political views

DEFINITIONS

Entry into force:
17 January 1959

Elimination of discrimination in
employment and occupation

1989
1992
2006
1982
1997
1976
1972
1989

1989
1992
2006
1971
1997
1969
1979
1999

or views ideologically opposed to the established
political, social or economic system; as a method
of mobilizing and using labour for purposes of
economic development; as a means of labour
discipline; as a punishment for having participated in
strikes and as a means of racial, social, national or
religious discrimination.
C100: Equal Remuneration Convention, 1951:
Ensures the principle of equal remuneration for
men and women for work of equal value, with
“remuneration” broadly defined to include the
ordinary, basic or minimum wage or salary and any
additional direct or indirect payment (in cash or in
kind) from the employer.
C111: Discrimination (Employment and
Occupation) Convention, 1958: Requires ratifying
states to declare and pursue a national policy
designed to promote equality of opportunity and
treatment in respect of employment and occupation,
with a view to eliminating any discrimination in these
fields, including discrimination in access to vocational
training, access to employment and to particular
occupations, and terms and conditions of employment.
Discrimination is defined as any distinction, exclusion
or preference based on race, colour, sex, religion,
political opinion, national extraction or social origin
that nullifies or impairs equality of opportunity or
treatment in employment or occupation.
C138: Minimum Age Convention, 1973: Sets the
general minimum age for admission to employment

Age

Year of ratification

1977
2009

15 years
15 years

1987
2003
2000
1976
2000

14 years
15 years
14 years
15 years
14 years

2001
2008
2006
2005
2000
2000
2001
2000

or work at 15 years (13 for light work) and the
minimum age for hazardous work at 18 (16 under
certain strict conditions), with provisions for initially
setting the general minimum age at 14 (12 for light
work) where the economy and education facilities
are insufficiently developed.
C182: Worst Forms of Child Labour Convention,
1999: Requires ratifying states to eliminate the
worst forms of child labour (with child defined as a
person under age 18), including all forms of slavery
or practices similar to slavery, such as the sale and
trafficking of children, debt bondage and serfdom
and forced or compulsory labour, including forced
or compulsory recruitment of children for use in
armed conflict; child prostitution and pornography;
using children for illicit activities, in particular for
the production and trafficking of drugs; and work
that is likely to harm the health, safety or morals
of children. The convention also requires ratifying
states to provide the necessary and appropriate
direct assistance for the removal of children
from the worst forms of child labour and for their
rehabilitation and social integration and to ensure
access to free basic education and, wherever
possible and appropriate, vocational training for
children removed from the worst forms of child
labour.
MAIN DATA SOURCE
Columns 1–9: ILO (2015d).
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