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Foreword

Technology is touted as both savior and saboteur of young
people’s futures. It is capable of opening opportunities once
undreamed of by helping young people to transcend the
physical, social, and economic barriers that stand between
them and a decent job. At the same time, advances in
automation and artificial intelligence could combine to see two
thirds of workers worldwide replaced by machines.

The potential negative impact on young women, of this seismic shift in the global employment
landscape, is alarming. They will feel the effects of automation more acutely, as young women
already have lower labor force participation than men. Add this to an entrenched gender digital
divide, and long-standing stereotypes and biases, and the cards quickly get stacked against a
young woman trying to compete in a digital world of work.

This is the setting for the 2018 S4YE annual flagship report Digital Jobs for Youth: Young Women
in the Digital Economy. The report opens a window into the trends shaping digital work. It
includes contributions and case studies from S4YE coalition members, drawing on evidence from
peer organizations spanning five continents. It is a hugely valuable resource for policymakers and
practitioners seeking to chart a course through the uncertain future of work and harness the
potential of digital jobs to deliver on the international community’s promise of full and
productive employment for all young people by 2030.

The report also serves as a compelling call to action for the private sector, civil society,
international organizations, and governments. To focus on the unique needs of girls and young
women in a digital economy and to join forces to achieve inclusive digital employment for all.
Because, without decisive action now, the global digital revolution might turn out to be a big
backward step for global gender equality.

Anne-Birgitte Albrectsen
Chair (FY 2017-18), Board of Directors, Solutions for Youth Employment (S4YE)*
CEO, Plan International, Inc.

! Anne-Birgitte Albrectsen served as Chair of S4YE’s Board of Directors during the period that this report was
written. Per the Board’s practice of annual rotation, the current Chair is Mamadou Biteye, Managing Director,
Africa Regional Office, The Rockefeller Foundation.



1. Introduction

Solutions for Youth Employment (S4YE) is a multi-stakeholder coalition among public sector,
private sector, and civil society actors that aims to provide leadership and resources for
catalytic action to increase the number of young people engaged in productive work. The
S4YE coalition includes the World Bank, Accenture, The Rockefeller Foundation, Mastercard
Foundation, Microsoft, Plan International, International Youth Foundation (IYF), Youth
Business International (YBI), RAND Corporation, the International Labour Organization (ILO),
the Governments of Norway, Germany, and the UN Envoy for Youth. More partners are likely
to join soon.

S4YE’s mission is to provide leadership and catalytic action and mobilize efforts to significantly
increase the number of young people engaged in productive work by 2030, by developing
innovative solutions to youth employment through practical research and active engagement
with public and private stakeholders to enable solutions at scale. S4YE combines a pragmatic
approach to identifying solutions for youth employment with an evidence-based advocacy
platform to increase access to productive work for young people.

1.1 Purpose

The Digital Jobs for Youth: Focus on Young Women in the Digital Economy flagship report is
primarily intended to provide operational recommendations for the design and implementation
of gender-inclusive digital jobs interventions for youth.

Using a newly developed digital jobs typology, the report will identify drivers of demand across
various categories of digital work. The report will then extract lessons learned in overcoming
supply and demand-side barriers to youth digital employment, based on past and ongoing
programs implemented by S4YE coalition members. In doing so, the report will identify design
elements and strategies that would be especially helpful in connecting young women to the
digital economy. Finally, this report will provide recommendations for the design and
implementation of gender-inclusive digital jobs programs for youth.

Findings from this report are meant to provide inputs to the design and implementation of
gender-focused digital job pilots to be launched by S4YE.

1.2 Audience

This report is primarily targeted at practitioners who are involved in the design and
implementation of youth employment programs. Insights from this report will also be valuable
to private sector organizations, civil society organizations, international organizations and



donors, and government agencies that are interested in exploring innovative ways to promote
digital employment for youth, and women.

1.3 Contributing Organizations

This report was a collaborative effort by SAYE member organizations. Lead authors represented
Genesis Analytics (funded by The Rockefeller Foundation), Plan International, RAND Corporation
and the S4YE Secretariat. Several members of the S4YE coalition also prepared case studies based
on their experiences supporting, designing and implementing digital skills and digital jobs
programs for youth, including Accenture, German Federal Ministry for Economic Cooperation
and Development (BMZ), Microsoft, Plan International, The Rockefeller Foundation, and the
World Bank Group. The United States Agency for International Development (USAID) also
prepared a case study.?

1.4 Report Structure

This report is organized as follows:

Chapter 1: Introduction
o Lead: S4YE Secretariat
o Provides an overview of the purpose, target audience, contributing partners and
structure of the report.

Chapter 2: Youth in the Digital Economy
o Lead: Plan International, RAND Corporation, Genesis Analytics
o Describes how the digital revolution is transforming economies and, as a result,
changing the nature of employment opportunities for youth.

Chapter 3: An Integrated Framework for Digital Jobs
o Lead: RAND Corporation
o Introduces a new digital jobs typology to define digital work, classify sectors
driving the demand for digital jobs, and identify the skills necessary for workers to
fill these jobs

Chapter 4: Young Women and the Digital Economy
o Lead: Plan International
o Identifies underlying factors contributing to the global gender digital divide, the
implications for young women’s digital employment, and the benefits of new
digital job opportunities for young women.

2 Case studies can be found in Annex B.



Chapter 5: Promising Practices for Gender-Inclusive Digital Jobs Interventions for Youth
o Lead: S4YE Secretariat
o Presents approaches implemented by S4YE coalition members and other youth
employment stakeholders to overcome supply- and demand-side barriers to
youth digital employment.

Chapter 6: Empowering Young Women in the Digital Economy
o Lead: S4YE Secretariat
o Provides a description of various efforts by public- and private sector stakeholders
to reduce the gender digital divide and support gender-inclusive digital youth
employment programs.

The annexes are structured as below:

Annex A: Case Study Guidelines and Template
o Lead: S4YE Secretariat
o Presents the methodology and learning questions to guide the data collection
process and inform case study development.

Annex B: Case Studies
o Lead: Accenture, BMZ, Genesis Analytics, Microsoft, Plan International, S4YE
Secretariat, World Bank Group
o Describes the experiences of several members of the S4YE coalition in designing
and implementing digital jobs programs for youth, including the strategies
adopted to improve employment outcomes for young women.

Annex C: List of External Digital Jobs Programs, Platforms & Initiatives
o Lead: S4YE Secretariat
o Lists the digital jobs programs, platforms and initiatives examined during the
literature review to identify promising practices for design and implementation.

Annex D: Online Consultations Report
o Lead: S4YE Secretariat
o Presents perspectives and experiences of beneficiaries of digital jobs programs,
program staff and implementers, and firms that hire youth for digital jobs.



2. Youth in the Digital Economy

Highlights

= High youth unemployment rates, youth NEET rates, and the high numbers of working
young people who live in poverty, have made youth employment a global priority.

= The digital economy is creating new work opportunities which increasingly require young
people to develop new skills and new ways of learning.

= Reducing gender gaps in youth labor force participation can be transformative for LMICs
hoping to leverage the full benefits of the digital economy.

= To increase women’s participation in the digital economy, new program models must be
developed to address women’s specific needs.

= Youth employment programs for digital jobs must address demand-side constraints to
digital job creation, as well as specific barriers to young women’s access to these jobs.

2.1 Youth Employment: A Global Priority

Young people are disproportionately affected by unemployment.® The ILO estimates that
almost 65 million youth aged 15-24 years were unemployed in 2017.# Youth unemployment rates
remain higher than unemployment rates within any other age group, and are over 300% higher
than the unemployment rates for adults (persons over 25 years).> Table 1.1 captures youth
unemployment rates and the total youth labor force for low-, middle- and high-income countries.

The global youth labor force is shrinking. Youth unemployment rates are projected to decline
from 12.6% to 12.5% between 2017 and 2018. However, this decline is mainly due to the fall in
total youth labor force participation rates. The ILO projects that approximately 509 million youth
aged 15-24 will be in the global labor force as of 2019. This marks a decrease from 522 million in
2015. The youth labor force in high- and middle-income countries are also projected to decrease,
while rapidly growing in low-income countries.

3 For this report, “youth” generally refers to persons aged 15 to 35 years. However, different agencies and
organizations utilize different definitions. For example, for statistical purposes, ILO defines youth as persons
between the ages of 15 and 24 years (inclusive). Wherever possible, the differences will be highlighted.

4 |LOSTAT, http://www.ilo.org/ilostat/. Table reflects data updated as of June 2018.
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TABLE 1.1 YOUTH UNEMPLOYMENT RATES AND LABOR FORCE SIZE

YOUTH UNEMPLOYMENT RATE (%)

2015 2016 2017 2018* 2019*
WORLD 12.4 12.6 12.6 12.5 12.5
High Income Countries 14.3 13.2 12 11.2 11.1
Upper-Middle Income Countries 13.8 15 15.4 15.1 15.1
Lower-Middle Income Countries 11.8 12 12.1 12.2 12.3
Low Income Countries 9.2 9.3 9.2 9.2 9.3

2015 2016 2017 2018* 2019*
WORLD 522.7 517.2 513.8 511.2 509.3
High Income Countries 64.9 64.9 64.1 63.2 62.3
Upper-Middle Income Countries 169.8 162.8 157.8 153.7 150.2
Lower-Middle Income Countries 209.3 208.8 208.8 208.7 208.7
Low Income Countries 78.8 80.7 83.1 85.6 88.1

* Data for 2015-2017 are estimates while data for 2018-2019 are projections.
Source: ILOSTAT, http://www.ilo.org/ilostat/.

Youth experience high incidence of working poverty. The ILO estimates that approximately
10.6% of employed adults aged over 25 years earned less than USD 1.90 per day in 2017.° In
contrast, almost 17% of employed youth, or approximately 66 million young workers, were living
below the extreme poverty threshold. Table 1.2 depicts youth working poverty rates for high-
income, middle-income and low-income countries.’

TABLE 1.2 YOUTH WORKING POVERTY RATES

YOUTH WORKING POVERTY RATE (%, <USD PPP 1.90/DAY)

2015 2016 2017 2018* 2019*
WORLD 15.1 14.7 14.6 14.2 13.8
High Income Countries 0 0 0 0 0
Upper-Middle Income Countries 3.6 3.2 3.2 2.9 2.7
Lower-Middle Income Countries 17.9 16.8 16.2 15.2 14.3
Low Income Countries 43.4 42.7 42.1 41.1 40

* Data for 2015-2017 are estimates while data for 2018-2019 are projections.
Source: ILOSTAT, http://www.ilo.org/ilostat/.

51LO 2017.
7 ILOSTAT, http://www.ilo.org/ilostat/. Table reflects data as of June 2018.
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Furthermore, a large share of youth are not in employment, education or training (NEET).2 In
2017, ILO estimated that approximately 22% of young people were NEETs.° Young women are
more likely to fall in this category, as, globally, the female youth NEET rate was estimated at
34.4%, while the male youth NEET rate was estimated to be slightly less than 10%. These numbers
illustrate the significant share of young persons who are outside the labor force.

The consequences of unemployment can be more severe for youth than adults. Extended
periods of unemployment experienced at a young age can result in lower lifetime earnings. A
delayed first job can negatively impact future earning capacity. Furthermore, extended periods
of unemployment limit young people’s ability to develop technical and professional skills,
creating a barrier to future employability.*°

Youth unemployment and underemployment also has implications for the overall wellbeing of
a country’s social fabric and can increase the possibility of youth indulging in destructive
behaviour, such as crime and violence, self-destructive health habits, and disengagement from
society.’ In Africa, the Middle East and Europe, youth unemployment has been found to
aggravate civil unrest and domestic security issues, leading to outbreaks of low-intensity conflict
such as protests and riots or even more organized, political upheaval and armed conflict.!?

High youth unemployment rates, youth NEET rates, and the high numbers of working young
people who live in poverty, have made youth employment a priority on the global agenda. It
has gained such prominence that the UN has included the measurement of youth NEET rates as
an indicator for monitoring progress towards the achievement of the SDGs under Goal 8.1
Creating opportunities for youth to engage in quality jobs will not only support increased social
cohesion, but will enable more inclusive and sustainable economic growth in LMICs.**

8 The youth NEET rate provides a measure of young persons (aged 15-24) who are outside the educational system,
not in training and not in employment as a percentage of the total youth population.

91L0 2017.

10 African Development Bank 2012.

11 Fox and Kaul 2017.

12 Azeng and Yogo 2013.

13 The full list of targets and indicators for SDG 8 is available at https://sustainabledevelopment.un.org/sdg8.

1 1LO follows a more specific definition of job quality, referred to as ‘decent work’. For more information on ILO’s
Decent Work Agenda, visit https://www.ilo.org/global/topics/decent-work/lang--en/index.htm.
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2.2 The Digital Economy
Reshaping Economies

Digital technology is transforming economies and societies in profound ways.'®> Improvements
in communications have revolutionized the global organization of the production of goods and
services. Technology has extended global value chains to link various stages of manufacturing
across multiple countries. The ability to buy and sell goods and services online has transformed
and further globalized marketplaces. Digital technologies, including the Internet, are also
changing the way citizens interact with governments and how young people learn.

Without appropriate policies, the growing digital economy will fail to be fully inclusive. Social
inclusion is the foundation for a nation’s shared prosperity. Inclusive economic growth expands
national economies while ensuring the most vulnerable communities are not left behind, helping
to combat poverty, unemployment and inequality. However, Internet access remains highly
uneven across and within countries. While almost four-fifths of the world’s population has access
to a mobile phone, nearly 60% of the world’s population lack computer access to the Internet.1®
At the country-level, gaps between the poor and well-off in Internet access as well as use of digital
technology at work are large.'” Populations in rural areas also have lower rates of Internet access
and mobile penetration. Women also experience greater barriers to access, use and ownership
of digital technologies, as well as access to training in these technologies.!®

FIGURE 1.1 BARRIERS TO LMICS’ FULL PARTICIPATION IN THE DIGITAL ECONOMY

Inadequate protections Inadequate skills
to ensure data security in the workforce

Regulatory structures that constrain
competition or discourage
entrepreneurship

Lack of accessible, affordable and
reliable ICT infrastructure

Source: Authors.

15 This report will not discuss in detail the changing nature of work as it is the subject of the upcoming World
Development Report 2019.

16 World Bank 2016a.

17 1bid.

18 World Bank 2018.



LMICs not engaging fully in the new digital economy risk falling further behind. Digital jobs offer
multiple pathways for economic development and poverty reduction. However, for this potential
to be fully realized, countries must overcome economic, social and institutional barriers to
provide equal access to technology, education and business opportunities to all (see Figure 1.1).
All countries will need to grapple with these changes and alter their education and training
systems to provide the more advanced technical and soft skills needed, and rewarded, by the
new economy. This will be particularly important for youth entering the labor market for the first
time.

Rapid technological changes are profoundly disrupting labor markets.'® Technology adoption
often causes short-term labor displacement. As the costs of machinery and other technologies
continue to lower, workers in low-skill, routine-intensive jobs are increasingly susceptible to
automation. Yet, the extent to which technological change will result in job loss remains a matter
of debate. A 2016 study estimated that, on average, 9% of jobs throughout the 21 OECD member
countries are automatable.?® A 2017 McKinsey report estimated that half of all current work
activities could potentially be automated by adopting current technologies. Furthermore, for
roughly 60% of jobs, at least one-third of the duties could be automated by 2030.2! While these
numbers are estimates, they indicate significant changes for workers and workplaces in the near
future. Competition for low-skill jobs may increase, and re-skilling workers, when possible, may
prove costly.

Traditional jobs are being transformed, and new forms of work are being created. Large
companies are increasingly contracting smaller firms in other countries to perform entire
business processes and functions. In 2013, an estimated 4.2 million individuals worldwide were
engaged in virtual freelance work for clients through online platforms such as Upwork (formerly
elance-odesk) and Freelancer. These e-lancers performed relatively sophisticated tasks such as
web page design, graphic design, and market research.?? A growing number of workers are also
engaging in microwork, whereby people work online to complete a series of small, less skill-
intensive tasks through platforms such as Amazon Mechanical Turk (MTurk) and Figure Eight
(formerly CrowdFlower). Common activities for microworkers include data input, data
verification, image tagging, proofreading and text transcription. While technology may displace
workers in some jobs, it directly creates jobs in the IT and other industries.

This rapidly changing world requires a new set of skills for young workers. It is estimated that
the number of roles requiring digital skills will grow by 12% by 2024. As firms’ production and
employment needs continue to change rapidly, the youth labor supply needs to be able to rapidly
adjust to meet demand. Notably, young workers must commit to lifelong learning, where they

1% World Bank 2016a.
20 Arntz, Gregory and Zierahn 2016.
21 McKinsey Global Institute 2017a.
22 World Bank 2016a.
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continue to acquire skills and knowledge in order to remain relevant in the labor market. In 2017,
Accenture developed a ‘New Skills Now’ taxonomy that maps the skills youth must possess in
order to remain competitive in the future (see Figure 1.2).

FIGURE 1.2 ACCENTURE’S ‘NEW SKILLS NOW’ TAXONOMY
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Source: Accenture 2017.

Digital technologies are also enhancing livelihoods in a variety of ways, including through
online platforms and in the gig economy. For example, web-based platforms make possible the
rapid growth in on-demand exchange of services such as ride-sharing?® and food deliveries. E-
commerce sites such as Etsy and Alibaba allow millions of small-scale artisans and traders to
access an international customer base. Platforms using Internet or mobile phones help match
jobseekers to employers more efficiently, and allow remote farmers to obtain price information,
find buyers for their output, and get technical assistance.

The digital revolution has significant implications on traditional ways of addressing job security
and social protection for many workers. Many new forms of work in the digital economy offer
advantages such as flexibility in terms of hours and the ability to work from remote locations. At
the same time, this work can be viewed as precarious, offering little or no job security or benefits.
Additionally, work performed online is often virtually invisible to governments, and is
consequently harder to bring under the umbrella of social protection and labor regulation.?

23 For the purposes of this report, the authors use the terms ride-sharing and ride-hailing interchangeably.
24 Berg 2016; Fanggidae et al. 2016.



Policy has yet to adapt to these changes in ways that maintain competitiveness while ensuring
the well-being of digital workers.?

2.3 Why Focus on Young Women?

Disparities in labor force participation rates between young women and young men persist. In
2017, the global labor force participation rate for young men aged 15-24 was 53.7% whilst that
for young women was 37.1%.2° However, gaps in labor force participation rates only tell a part
of the story. There are persistent inequalities in earnings, time spent, productivity, and the types
of jobs that men and women do, further affecting women’s wellbeing and empowerment.
Therefore, it is not enough to simply create more jobs, there is a need to focus on improving
women'’s access to good quality jobs.?’

This gender disparity in the labor market is replicated in the digital economy. The global
proportion of women using the Internet is 12% lower than that of men. In almost every region of
the world, Internet user rates are higher for men than they are for women.?® Infrastructure gaps,
high costs, lack of relevant content, and the prevalence of online harassment and violence
targeting women also reinforce the digital gender divide.?°

Reducing the digital gender gap can be economically and socially transformative. Digital jobs
can increase young women’s productivity, earnings, and financial independence.? Jobs involving
online work offer flexibility that can help young women to overcome mobility constraints and
combat restrictive gender norms. Digital work can also help reduce longstanding occupational
segregation in various industries, including the ICT sector. Importantly, as technology continues
to transform societies, digital tools and services must reflect the diversity of the global
population. Digital solutions must be developed by women and men for women and men.

Youth employment programs targeting digital job creation must advocate and educate
companies on gender-inclusive human resource policies and practices. In 2015, McKinsey found
that advancing women’s equal economic participation could add USD 28 trillion to annual global

25 This report will not discuss in detail the challenge of adapting social security systems to this new way of working,
as it is the subject of the upcoming World Development Report 2019.

261L0 2017.

27 Datta and Kotikula 2017.

28 |TU 2017. Internet penetration rates refer to the number of women/men using the Internet, as a percentage of
the total respective population of women/men.

22 World Wide Web Foundation 2015; GSMA Connected Women 2015; GSMA Connected Women 2018.
30Broadband Commission for Sustainable Development 2017a.
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GDP by 2025.3! Recent World Bank research found that gender inequality in earnings can
contribute to a loss in wealth USD 23,620 per person.3? Employers of all sizes must realize the
proven return on investment in gender-balanced workplaces.

It is critical that such youth employment programs for digital jobs address constraints to digital
job creation broadly, as well as specific barriers to young women’s access to these jobs. For
example, Tunisia, Egypt, Algeria, Nigeria and Pakistan ranked at the bottom of the 2015
Workforce of the Future Index — a tool that measures the preparedness of the labor force in 56
countries’ to work in technology-rich environments.3® Analysts found that the technological
aptitude of these five countries” workforces were limited by “weak education systems, meagre
infrastructure, lower technology integration in everyday life and poor business and government
environments.”3* These governments are taking steps to reduce or remove these barriers. In
Pakistan, the Ministry of Information Technology and Telecommunication has launched the “ICT
for girls” initiative, which provides girls and women from disadvantaged backgrounds with access
to digital skills training and equipped them with broadband supported devices.?* In addition to
addressing these barriers, interventions must also overcome those barriers in the enabling
environment that limit access to those jobs by women. Such constraints include discriminatory
regulations, laws which do not guarantee the protection of women from online threats,
restrictive social norms, and limited access to assets for women, among many more.3®

To increase women’s participation in the digital economy, new program models must be
developed to address women’s specific needs. Programs intended to connect youth with digital
jobs often fail to address women’s constraints in accessing and utilizing ICTs. It is imperative for
digital jobs programs to be designed with young women in mind. To do so, practitioners and
policy-makers must understand the program design and implementation strategies that
overcome these barriers and generate optimal employment outcomes for young women.

New youth employment programs must integrate digital skills training with enterprise
promotion in the private sector. Many governments and civil society organizations are looking
to digital jobs to combat growing youth unemployment rates. However, most youth digital
employment programs focus primarily on skills-building. While an emphasis on including digital
skills in training programs is crucial it is also critical to address the constraints facing firm growth
that will create new jobs that could adequately utilize these newly gained digital skills of the
growing youth population. Youth employment programs must utilize an integrated approach to
digital jobs to help young people fully leverage the potential benefits of the digital economy.

31 McKinsey Global Institute 2015a.

32 Wodon and de la Briére 2018.

33 The Economist Intelligence Unit 2015.

34 |bid, 6.

35 https://news.itu.int/how-pakistan-is-promoting-women-and-girls-in-ict/.

36 GSMA 2015; Broadband Commission for Sustainable Development 2015; World Bank 2018a. The Internet can
both empower young women and expose them to new risks. Online harassment, abuse, theft and fraud are
significant barriers to women’s productive ICT access and use. Lack of awareness of women’s rights online and
offline, and low law enforcement capacity, can also lead to under-reporting of these incidents.
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3. An Integrated Framework for Digital Jobs

Highlights

= There are three categories of digital work: ICT-intensive work; ICT-dependent work; and
ICT-enhanced work.

= There are three levels of digital skills: advanced; intermediate; and basic.

= The sources of digital work are presented in a typology that identifies four broad drivers
of demand for digital jobs: I. Public Sector; Il. Private Sector; Ill. Online Outsourcing; and
IV. Digital Platforms to Improve Livelihoods.

= |t is necessary to understand both the drivers of demand for digital jobs, as well as the
supply of available skills to perform those jobs. Providing training programs on digital skills
may be insufficient to stimulate youth employment if there are not enough existing jobs
or new jobs being created in the market that require those skills.

= Although concerns persist, digital jobs provide a means for young women to circumvent
constraints to labor market participation arising from lack of mobility or from social
norms. The flexibility of digital work can also allow women to combine paid work with
household or caregiver responsibilities.

3.1 The Demand-Side: Drivers of Demand for Digital Jobs

SAYE’s 2018 Stock take of Evidence of Youth Employment Programs revealed that almost two-
thirds of youth employment programs fail to have any impact on youth employment.3’ One
reason for this limited impact is that traditional youth employment programs often focus only on
the supply-side, by working with youth in helping them overcome constraints through programs
that deliver skills, training, counselling, and other services. While these supply-side efforts are
important, many programs often ignored or under-emphasized the demand-side program design
components which work with firms to ensure that enough good quality jobs are being created in
the first place. It is critical for youth employment programs to adapt strategies that
simultaneously address both the supply- and demand-sides in an integrated way.3®

This chapter takes an integrated view of the digital jobs agenda by discussing the different
possible drivers of demand for digital jobs. This chapter also highlights challenges on the supply-
side, especially the role of digital skills.

37 Datta, Assy, Buba, Watson et al. 2018a.

38 Datta, Assy, Buba, Watson et al. 2018b. Integrated youth employment strategies that combine supply- and
demand-side interventions have long been promoted by thought-leaders in the youth employment space,
including the ILO. S4YE proposes a new framework for thinking through an integrated approach to youth
employment interventions.
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Defining Digital Jobs

All work that uses digital technology, or is made possible by such technology, could be
considered ‘digital work.” However, this broad definition would likely encompass the majority of
jobs by those who are working in advanced economies.?® At the other extreme, the term ‘digital
work’ is sometimes applied to a limited scope of advanced careers in the IT industry, such as
software developers. This definition is too narrow, and does not capture the growing demand for
highly-skilled workers outside of the ICT industry. Therefore, this report employs a more nuanced
categorization that distinguishes between three categories of digital work: ICT-intensive jobs that
are directly focused on ICTs; ICT-dependent jobs that use digital technologies to varying degrees
and are made possible by ICTs; and ICT-enhanced jobs that use digital technologies to varying
degrees, but could be performed without ICTs.

FIGURE 3.1  TYPES OF DIGITAL WORK

High
ICT Intensity

ICT- Jobs which are directly created through the .
| . - production of ICT and through the intensive D'\::;ge::ﬁt
ntensive use of ICT. P
ICT- The digital technology enables work to such a Customer Service
- degree that the job cannot be performed | Call Center, Online
Dependent without the technology. Freelance Work
ICT-
Enhanced

Low
ICT Intensity

Source: Adapted from World Bank 2013a; OECD 2005.

The categories of digital work will often overlap. Most ICT-enhanced jobs are traditionally
performed in offices or other standard workplaces that are enhanced by using digital technology
for some or all tasks. This includes an office assistant using word-processing or spreadsheet
software. Jobs that are contracted, submitted and/or carried out online can be classified as ICT-
dependent, because they could not exist without the Internet. Similarly, such jobs could also be
considered as ICT-enhanced if tasks include traditional activities that are conducted using
industry software, such as editing or financial analysis. This job may even involve ICT-intensive
work, in the case of e-lancers doing coding or website development. Despite the potential
overlap, this categorization still facilitates granular industry-level analysis.

39 Bukht and Heeks 2017.
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The above categories focus on the use of ICT as a direct aspect of one’s work activities.
However, the digital revolution is impacting livelihoods across the globe in other important ways
as well. Online platforms or simpler applications using mobile phones facilitate the on-demand
exchange of services such as ride-sharing and food deliveries; make it possible for millions of
small scale craftspersons and traders to access an international customer base; and allow remote
farmers to obtain price information, find buyers for their output, and get technical assistance
from extension services. While these applications of ICT do not necessarily directly create new
jobs, or require significant digital skills as defined above, their impact on productivity and
incomes, especially among the world’s poor, may be profound. Hence these applications will also
be considered in the typology presented in Table 3.1.

Defining Digital Skills

Digital skills exist on a continuum, ranging in level from basic to intermediate to advanced (see
Figure 3.2).%° These skills refer to “a combination of behaviours, expertise, know-how, work
habits, character traits, dispositions and critical understandings”*! that enable youth to actively
participate in and contribute to the digital economy.

FIGURE 3.2  TYPES OF DIGITAL SKILLS
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Source: ITU 2018.

In order for youth to successfully perform digital work, they must develop digital skills. These
skills qualify youth for jobs in traditional sectors while also empowering youth to thrive in
emerging sectors and even launch their own businesses. As the nature of work continues to
change, digital skills will become increasingly important for youth to engage in new forms of
work, such as virtual freelancing, and participate in the gig economy and online job marketplaces.

40 TU 2018.
41 Broadband Commission for Sustainable Development 2017b.
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While this section focuses on digital skills, there are additional work-relevant skills that youth
need to succeed in the digital economy. The 2016 World Development Report describes
cognitive and non-cognitive skills that complement digital skills.*?> Cognitive skills encompass
literacy and numeracy, as well as higher-order skills such as reasoning, creative thinking, and
problem-solving ability. Non-cognitive (or ‘soft’ or ‘socio-emotional’) skills that enable someone
to cooperate with others, communicate, and be responsible. Non-cognitive skills also include
personal traits such as openness, conscientiousness, self-control, and grit. Similarly, the World
Economic forum identifies three pillars of ‘21st century skills’: Foundational Literacies, which
describe how students apply core skills to everyday tasks (e.g. literacy, numeracy, digital skills);
Competencies, which refer to how students approach complex challenges (e.g. critical thinking,
problem-solving, communication); and Character Qualities, which encompass how students
approach changing environments (e.g. curiosity, initiative, persistence, leadership). Regardless of
how they are categorized, the digital economy is creating cross-functioning roles that require
youth to have technical, social and analytical skills.*

Categorizing Drivers of Demand for Digital Jobs

The classification of types of digital work is a useful way to categorize the levels of use of digital
technology at work, but it leaves unanswered the question of the sources of these jobs. To
stimulate youth digital employment, it is necessary to first identify the sectors of the economy
where digital jobs are found. This section employs a typology of drivers of digital work to examine
sectors that are sources of jobs that use ICTs to enable jobs or enhance livelihoods.

FIGURE 3.3 DRIVERS OF DEMAND FOR DIGITAL JOBS
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Public Sector Private Sector Online Outsourcing Digital Platforms for
Improving Livelihoods
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Source: Authors.

42 World Bank 2016a.
43TU 2018; WEF 2015; WEF 2016.
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The typology identifies four drivers of demand for digital jobs (see Figure 3.3). These drivers
are: (I) Public Sector; (lI) Private Sector; (Ill) Online Outsourcing; and (IV) Digital Platforms for
Improving Livelihoods. To enable sector-level analysis, these drivers are divided into
subcategories:
The public sector comprises of (. A.) Public sector agencies.
The private sector includes: (ll. A.) Businesses in the ICT sector; (ll. B.) Other businesses,
ranging from retail to manufacturing to finance; and (lII. C.) Digital entrepreneurs.
Online outsourcing includes: (lll. A.) Business process outsourcing (BPO); (lll. B.) Virtual
freelancing; and (lll. C.) Microwork.
Finally, the framework includes online platforms that have significant impacts on
livelihoods: (IV. A.) On-demand services and the shared economy; (IV. B.) E-commerce
websites and business services for SMEs; and (IV. C.) Online job-matching services.

Although online outsourcing could be classified under private sector, it is treated as a separate
category for two main reasons. Online outsourcing has played a unique role in taking the fourth
industrial revolution to LMICs. As online outsourcing continues to create employment
opportunities for vulnerable youth, it merits its own separate focus as a catalyst for change.
Secondly, digital jobs interventions connecting young women specifically with online outsourcing
opportunities often have program design components than interventions placing women in the
private sector at large. These differences are described in greater detail in Section 3.2.

The typology presented in Table 3.1 provides in-depth detail for each of the drivers.*® First, the
typology presents a definition and provides examples for each subcategory. It then matches the
drivers of demand to the main kinds of digital work involved in each sector. The typology also
identifies the typical level of digital skills and other skills required to perform each type of work.
Finally, it identifies the types of work arrangements that are prevalent in each subcategory.

4 This report does not discuss in detail the rapidly changing nature of work, which is the subject of the upcoming
World Development Report 2019.
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TABLE 3.1 DRIVERS OF ICT-INTENSIVE, ICT-DEPENDENT AND ICT-ENHANCED WORK

Sector
classification

Definition

Examples

Type of Digital

Work

Digital Skills
(required)

Additional Skills
(preferred)

Work
Arrangement

Additional
Comments

I. PUBLIC SECTOR

I. A.
Public sector
agencies

Regular operations and functions
in government departments and
agencies (including record
keeping, billing, human resources);
New e-public goods and e-
governance using specialized
software

E-public goods; Big data;
E-governance; cyber
security; IT maintenance;
military intelligence;
artificial intelligence;
administrative (health,
education, justice)

ICT-intensive;
ICT-enhanced

Advanced;
Intermediate;
Basic

Varied

Wage, formal,
permanent

Public agencies also
often use in-house
IT specialists to
maintain systems.

Il. PRIVATE SECTOR

Services and manufacturing

Web development;
network administration;

1. A. related to computer, telephone, virtual reality; . . Strong cognitive, Wage, formal, | Excludes non-digital
S . . ICT-intensive Advanced A . .
ICT sector broadband and audiovisual cybersecurity; 1oT; machine analytical skills permanent work in IT sector
networks learning; blockchain
technology
Any non-specialist IT jobs usin Billing, finance services; )
ny P J & '8, ’ . . Wage, Large firms may use
digital tools such as word medical care records; ICT-intensive; .
Il. B. . . Advanced; . permanent, in-house IT
processing, spreadsheets, etc. business consultants; ICT-dependent; . Varied L
Non-ICT sectors . . L Intermediate formal and specialists to
Includes routine operations and desktop publishing; in- ICT-enhanced . s
o L . informal maintain systems.
specialized software applications house ICT services
Ventures using Internet, digital L . .
. C. & . " .g Application development; . . E-business skills, Self-
. . products or services or digital . . ICT-intensive; Advanced; e
Digital S . online education; web . strong cognitive, employment, -
. distribution channels, incl. cloud . L ICT-dependent Intermediate . .
entrepreneurship hosting; membership sites analytical skills entrepreneur

services

lll. ONLINE OUTSOURCING

1. A.
Business process
outsourcing

Outsourcing of entire business
processes to another country, incl.
low-skill front office processes
(e.g., customer service) and high-
skill back office processing (billing,
accounting, or medical diagnostics)

Call centers (e.g. in India,
Philippines, China, South
Africa, Kenya); Impact
sourcing service providers
(ISSPs); medical diagnostics
(radiology)

ICT-dependent

Intermediate;
Basic

Foundational
cognitive skills, soft
skills (front office),
strong
cognitive/analytical
skills (back office)

Wage, formal,
permanent




Sector
classification

Definition

Examples

Type of Digital

Work

Digital Skills
(required)

Additional Skills
(preferred)

Work
Arrangement

Additional
Comments

Jobs involving complex tasks

Work done within

1. B. (translation, coding, web/graphic Advanced; Strong Self- .

. . Upwork; freelancer.com; . e . longer projects than
Virtual design, software development, 99designs ICT-dependent Intermediate; | cognitive/analytical | employment, microwork (days
Freelancing technical writing), distributed via g Basic skills, Soft skills temporary weeks) ¥s,

an online platform
Business processes are broken Microtasks are
Fiown into small t.asks.(e.g., data MTurk, Figure Eight; ISSPs . Self- quickly perfgrmed
. C. input, proof-reading, image . Foundational (seconds, minutes)
. . o (e.g. Samasource, ICT-dependent Basic . . employment,

Microwork tagging, and text transcription) CloudFactory) cognitive skills temporar and workers are
which are then distributed to v P v paid small amounts
workers via an online platform. by task

IV. DIGITAL PLATFORMS FOR IMPROVING LIVELIHOODS

Ride hailing (e.g Lyft, Uber,
Online on-demand services that Gojek); Food delivery (e.g . e
IV. A. require ICT Deliveroo, UberEats, ICT-dependent Basic Varied Self- For this discussion,
On-Demand Foodora) employment exclude.s.platforms
. that facilitate asset

Services (Independent sharing but not

Platforms . ) " Babysitting; Home services contractor) )
Onllpe on d.e.mand for traditional (e.g. Taskrabbit); Home ICT-enhanced Basic* Varied™* labor (e.g. Airbnb)
services facilitated by ICT .

cleaning
Online information services for For farmers: M-Farm

IV. B. . .

. . farmers and small entrepreneurs, (Kenya), ict4dev.ci; Self-employed,

Business Services . . . - P
providing price and weather info; Lelapafund (Kenya) ICT-enhanced Basic Varied entrepreneurs, | -

for Farmers &

SMEs links to buyers; funding and farmers
technical services; online markets For SMEs: Alibaba, Etsy

IV.C. Online services matching of job SoukTel. Kazi Connect Excludes platforms

Job-Matching seekers and employers; Online ! o ICT-enhanced Basic* Varied™* Wage used to find and

. . Jobberman (Nigeria) .

Platforms career and job counseling perform online work

*  For digital platforms, this refers to digital skills needed to access platforms, not to the work that is enhanced or located through the platforms.

** Refers to skills needed for work that is enhanced or located through the digital platform.
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3.2 Drivers of Demand in Digital Employment

Many governments have made significant investments to incorporate ICTs into their
administrative functions and operations. As of 2014, all 193 UN member states had national
websites; 101 enabled citizens to create personal online accounts, 73 allowed income taxes to
be filed online, and 60 had online systems for registering a new business. For the most common
government administrative operations, 190 UN member states had automated fiscal
management systems, 179 used online systems for customs processing, and 159 for tax
management. Further, 148 member-states had some form of digital identification, and 20 had
multipurpose digital identification platforms.*> So far, developing countries have invested more
in automating back-office functions than in services directed at citizens and businesses.*®
Additionally, government jobs in developing countries are more likely to be ICT-intensive than
jobs in the private sector. As this process of digitization continues in LMICs, the public sector
should be a robust source of demand for workers with both basic and advanced ICT skills.
However, this requires governments to make sustained, long-term investments that withstand
changes in leadership.

Governments are increasingly using the Internet to better provide information and services
that affect citizens’ livelihoods. In South Asia, Latin America and Sub-Saharan Africa, government
bodies are increasingly utilizing ICTs to deliver extension services. For example, agricultural
agencies are providing advice on crops, soils, and inputs using ICTs, with far more reach than
traditional in-person services. E-voucher systems for distributing subsidies for seeds, fertilizer
and other farm inputs can eliminate intermediaries, reduce corruption and leakages, and
enhance efficiency. E-vouchers have been introduced in Nigeria, Zambia, Malawi and Zambia
with promising signs of success.*’ These services are also creating new opportunities for work. In
Uganda, Farmer’s Friend is a mobile application that provides information for smallholder
farmers, as well as providing community jobs in the form of data collection on animals and plants
on local farms. The increasing pressure on public authorities to extend reach of basic services to
the marginal communities and regions, and be more responsive, accountable and transparent in
allocation of public resources, creates more demand for public agencies to hire digitally skilled
employees.

While promising, e-public goods and e-governance initiatives have often, but not always,
performed short of expectations. An e-voucher system to enable Zambian farmers to receive
direct government subsidies for farming inputs, while reducing leakages and having other

4 World Bank 2016a.
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benefits, was found to help well-off farmers more than poorer ones, because many poor farmers
could not come up with the necessary down payment to activate their cards.*® E-public good
initiatives may be limited in reach, and inaccessible for many vulnerable communities, if they rely
solely on the Internet. The reasons for the limited success of e-governance initiatives directed at
improving government accountability service quality through digital information provision and
feedback include lack of adequate ICT skills in government agencies and rigidities in procurement
of the necessary ICT services.*

Many government agencies are experiencing a shortage of supply of ICT specialists, which is
often driven by challenges in channeling youth — particularly young women - into STEM
careers.>® Many countries are pursuing aggressive agendas to close the gender skills gap, and
develop their ICT sector and ICT-skilled workforces. Countries are also coordinating initiatives to
promote advanced ICT careers that operate outside of the formal education system. Mexico’s
Cddigo X initiative was created to promote collaboration between industry, civil society,
academia and government to expand access of women and girls to the ICT field. Kosovo and
Georgia have also launched efforts to develop ICT training, with explicit efforts to target young
women for high skill ICT occupations.”* Government efforts to encourage women’s participation
in STEM careers are discussed in more detail in Chapter 6.

On average, the ICT sector accounts for 1% of the workforce in LMICs.>? This includes all workers
in ICT firms, not just ICT specialists. Globally, about half of ICT specialists work in non-ICT sectors,
illustrating the economy-wide importance of the availability of high-level skills to manage ICT
operations in large firms and government agencies.>® Approximately 1% of workers in LMICs are
characterized as ICT specialists. For more advanced OECD economies, the share is 2-5%.>*

Trends in data from OECD countries indicate that the ICT sector in LMICs will likely continue to
expand, but may not become a major generator of direct employment. In 2015, the ICT sector
accounted for 10% of total value added in South Korea, over 7% in Sweden and slightly less than
7% in Finland.>> However, multiplier employment effects may be large, and benefit lower income
individuals.®® In the US and Turkey, one job in the high-tech industry generates 3 to 5 jobs
elsewhere in the local economy. Many of these additional jobs are low- or medium-skilled in local
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services such as retail, cleaning, and food preparation. Hormuud Telecom, the largest operator
in Somalia, employs 5,000 staff and supports 25,000 agents. While direct employment effects
may be skewed toward the highly skill-intensive jobs, employment spillovers of the ICT sectors
are more likely to benefit the lower skilled jobs.>’

Constraints to expansion of the ICT sector include a lack of enabling policies in the areas of
regulation, cyber security, trade and competition, lack of skilled ICT specialists, and
underdeveloped ICT infrastructure. In a 2017 global survey of employers, ICT staff were listed as
the second most difficult set of jobs to fill.>® Lack of access to ICT expertise explains in part why
smaller firms in LMICs lag in uptake and integration of ICT, and why many firms do not participate
in business-to-business e-commerce despite the potential for access to an international customer
base.>® Furthermore, in order for ICTs to be adopted in trade and production, firms and
entrepreneurs must have access to reliable and affordable high-speed broadband infrastructure.

The greatest potential for digital technologies to improve employment opportunities lies
outside the ICT sector.?° The need for workers with basic, intermediate and advanced digital skills
is increasing across all sectors of the economy in virtually all countries, as more and more firms
as well as governments adopt new digital technologies. This is evidenced by the sharply rising
share of workers using digital technology on the job across all sectors —a share that is rising faster
in developing countries than in developed ones.%!

Digital technologies can increase total employment and earnings in ICT-dependent industries
by improving productivity and boosting companies’ growth throughout the economy. For
example, as the number of Internet domains and users per capita in China grew between 1997
and 2007, employment in ICT-dependent industries flourished. In Brazil, between 2009 and 2013,
firms in ICT-dependent industries experienced greater wage increases across skill levels
compared to the rest of the economy (though they did not experience faster employment
growth).%?

Workers with advanced skills are best positioned to take advantage of digitalization’s effects
on employment opportunities in non-ICT sectors. Findings from a study of the effects of ICT
investments on labor demand in selected OECD countries between 1990 and 2012 suggest, in the
period after 2007, ICT investments increased employer demand for high- and low-skilled labor
compared to medium-skilled labor, though this effect was estimated to be temporary.®3 Globally,
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about half of ICT specialists work in non-ICT sectors, further illustrating the economy-wide
importance of the availability of high-level skills to manage ICT operations in large firms and
government agencies.®* The increase in demand for high-skilled workers that resulted from a tax
allowance program for ICT investments in small firms in the United Kingdom further illustrates
this trend.®

Digitalization reallocates employment opportunities across non-ICT industries. While labor
demand decreased with ICT investments in manufacturing, business services, trade, transport
and accommodation, and financial services sectors, labor demand increased as a result of ICT
investments in sectors such as culture, recreation and other services, as well as construction and
government. ® These findings highlight the need for policies to support growth in industries
where ICTs have positive effects on employment, for example by motivating ICT adoption by
companies in these industries and supporting worker skill development to promote transitions
into these industries.®’

Digital entrepreneurship may be especially important in countries where fiscal constraints limit
the number of public sector jobs available, and slow economic growth limits the number of
jobs being created by the formal private sector. In such a scenario a vibrant entrepreneurship
ecosystem can help youth start and grow their own businesses, thus also creating more jobs (and
growth) in the economy. Digital entrepreneurship and app development are tightly linked. The
term ‘digital entrepreneurship’” most commonly refers to the process of creating an Internet
enabled/delivered business, product or service.®® This is often related to the development of an
application that makes the business, product or service possible. For example, it is impossible to
separate the Uber ride-sharing service from the Uber app now installed on millions of
smartphones. Digital entrepreneurship has been enhanced by the advent of cloud computing,
which allows firms to access business computing services online. This reduces hardware and
software costs, and helps entrepreneurs avoid large up-front investments.®®

An enabling environment for digital startups includes favorable regulations governing entry
into established industries, as well as access to finance. In countries such as India and the US, a
well-developed ICT ecosystem allows small startups to benefit from outsourcing by large ICT
companies and the public sector to small firms to provide services and apps and other products.
Where these conditions are lacking, or where policies are biased toward larger or more
established firms, the development of digital startups will be constrained.”® A study of startups
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in Kenya notes the high barriers remaining for young entrepreneurs, in terms of access to seed
funding and securing partnerships with telecommunications companies.”*

Although they do not directly comprise a major source of employment, the economic impacts
of digital startups are potentially catalytic. By entering and disrupting existing markets with new,
web-based services or products, digital startups can provide lower prices and other benefits to
consumers. These impacts come through enhanced efficiency as well as increased competition.
For example, M-Pesa, the mobile phone based money transfer system in Kenya, quickly increased
the frequency of transfers and the likelihood of being formally banked, while also forcing
traditional services like Western Union to reduce their prices.”> Moreover, the payment system
creates additional income for more than 80,000 agents.”?

Innovations introduced by digital start-ups can also greatly enhance and create livelihoods for
low-income individuals and for women. For example, Alibaba, the online retail platform in China,
has enabled very small entrepreneurs and craftspeople to sell their wares to enlarged customer
bases. Approximately 40% of these retailers are women.”® China’s State Information Center
estimates that the recent boom in the country’s e-commerce sector has created 10 million jobs
in online stores and related services, approximately 1.3% of the country’s total employment.”®

IIl.  Online Outsourcing’®

BOX 3.1 WHAT IS ONLINE OUTSOURCING?

Online Outsourcing is the contracting of third-party workers and providers (often overseas) to supply
services or perform tasks via Internet-based marketplaces or platforms. These technology-mediated
channels allow clients to outsource their paid work to a large, distributed, global labor pool of remote

workers, to enable performance, coordination, quality control, delivery, and payment of such services
online.

Source: Kuek et al. 2015

Ill. A. Business Processing Outsourcing

Widespread improvements in ICTs have revolutionized the global organization of the
production of goods and services. BPO involves the shifting of entire business processes to a
third-party service provider that is often based in another location. This include international
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outsourcing, where the third-party service provider is located in another country, as well as
domestic outsourcing, where business processes are shifted to different areas within a country.
These services are usually contracted to firms that employ large workforces. In front office
outsourcing, workers typically perform customer service functions in call centers, whereas in
back office outsourcing, workers perform specialized business functions in accounting, finance,
human resources, and health. Unlike other forms of online outsourcing in following sections, BPO
involves companies setting up brick and mortar facilities for workforces.

The global BPO industry had total revenues of over USD 140 billion in 2016, and grew at an
annual rate of 4.4% over 2012-2016.77 India and the Philippines are leading host countries in the
industry, with some 3.7 million employed by the sector in India alone, accounting for 9.3% of
GDP.”81n 2016, approximately 1 million workers were employed in the Philippines BPO sector, or
2.3% of the country’s total workforce.”® In 2017, the Philippines’ BPO industry generated USD 23
billion in revenues, despite slowing annual growth rates for the industry.8 Other emerging
markets for BPO include Romania, Mexico, Brazil, and Malaysia.8! With client companies and
customers located largely in the US and other English-speaking countries, English language
fluency gives an important advantage. Countries such as South Africa and Ghana are capitalizing
on their large English-speaking populations. However, outsourcing in other languages is also
growing. Francophone Morocco and Tunisia have also developed large BPO sectors by servicing
a customer base in France. Similarly, Spanish language outsourcers are growing in Latin America.

Success can be elusive for LMICs attempting to enter the BPO market as a way to spur
employment and development. Many African countries have competitive wage levels, English
language capability, and time zones conducive to supporting customers in the US and Europe.
However, while South Africa and Mauritius have done relatively well, BPO development in other
countries have been slower than expected. Constraints include lack of appropriate infrastructure
in the form of reliable connectivity and power, physical facilities, and IT specialists to develop and
manage software systems and communications.®? However, policymakers in Kenya have made
significant investments in attracting international BPO companies while also stimulating
domestic demand for outsourcing.®3 Kenyan BPO managers faced several difficulties accessing
international contract, including lack of managerial experience, lack of professional connections,
and physical distance from markets. In response, BPO companies have focused on attracting
Kenyan and East African clients.8
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lll. B. Virtual Freelancing
BOX 3.2 WHAT IS VIRTUAL FREELANCING?

Virtual freelancing is where clients contract professional services to distributed third-party workers. E-
lancing often requires a higher level of expertise than microwork, with workers typically possessing

technical or professional skills. Virtual freelancing tasks tend to be larger projects that are performed
over longer durations of time.

Source: Kuek et al. 2015

Virtual freelancing, also called e-lancing, involves relatively sophisticated tasks that can be ICT-
intensive or ICT-dependent, and are performed by individuals as subcontractors. Freelancing
clients tend to be SMEs that need specialized work done, but are not yet large enough to bear
the costs and risks of hiring skilled, full-time workers. Online platforms such as Upwork and
Freelancer coordinate the connections of firms to workers.

Pay is relatively high for freelancing work. Freelancers generally negotiate their own rates with
their online clients. A recent survey of 21,000 freelancers across 170 countries found an average
pay rate of USD 19 per hour, though with substantial variation by age and location.®> Research
findings indicate that those who secure full-time work earn salaries that are comparable to, or
higher than, what they could earn in traditional jobs in local labor markets.2¢

The global market for online freelancing is large and growing. Precise global numbers are hard
to find, in part because platforms’ data are proprietary, and in part because organizations define
freelancing differently. An estimated 4.2 million freelancers were active in 2013.%” The Upwork
platform estimated approximately 9.7 million freelancers were registered on the platform in
2014.288In 2016, India hosted 15 million registered freelancers. It is estimated that the global
market is growing at 14% per year.?®

English-speaking populations have a strong advantage in access to freelancing work, as most
client companies are in English-speaking countries. As of 2015, almost two-thirds of freelancers
lived in the US, followed by India and the Philippines.?® Serbia and Romania are leaders in Europe,
and South Africa and Kenya lead in Africa. Some platforms have emerged to serve particularly
large domestic or regional non-English speaking markets, such as Zhubajie in China and Nabbesh
in the Middle East. Overall, however, countries that lack an English-speaking workforce remain
at a disadvantage.
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Ill. C. Microwork

BOX 3.3 WHAT IS MICROWORK?

Microwork is where projects and tasks are broken down into microtasks that can be completed in
seconds or minutes. Microworkers require basic numeracy and literacy skills, for example, for image
tagging, text transcription, and data entry. Workers are typically paid small amounts of money for

each completed task, and barriers to entry are lower than in online freelancing, making it particularly
attractive to unemployed and underemployed individuals with no specialized skills.

Source: Kuek et al. 2015

Microwork is a form of online outsourcing that deconstructs a service or the development of a
product into a virtual assembly line of simple, highly-repetitive tasks which are them
completed by a group of individuals, who possess only basic digital skills, as well as some
literacy and numeracy skills.® This work generally requires basic literacy, numeracy, and digital
skills. The microwork value chain includes firms that are clients, service providers that break
down clients’ business processes into small tasks and provide the online platform to recruit and
pay workers, and the microworkers themselves.

Microwork is still a relatively small industry, where demand is dominated by large businesses.
By one estimate, roughly 80% of companies using microwork each have more than USD 10 million
in annual revenue.®? The microwork market is significantly smaller than that for freelancers and
BPO. In 2013, there were an estimated 580,000 active online workers, representing
approximately 10% of all those registered online.?3

Pay in microwork is generally quite low, ranging from a few cents to a few dollars per task.
Payment rates for microwork relative to locally available opportunities vary substantially by
country. For example, in a recent survey of MTurk workers, hourly pay for those based in India
was 14 times the country’s minimum wage. Conversely, average hourly earnings in the US were
just 74% of the minimum wage rate.®*

Microworkers in LMICs tend to be young, generally well-educated, and disproportionately
male. Despite the lower skill requirements, microworkers in LMICs are generally well-educated.®
For example, over 90% of Indian MTurk workers have completed a bachelor’s degree or higher.%®
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69% Indian MTurk workers are men, compared with an equal gender ratio among American
MTurk workers. Similarly, in a sample of CrowdFlower (now Figure Eight) workers, 73% were
male.%’

Most active microworkers in developing countries are engaged only part time in this work. For
many young workers, microwork is an important but not primary source of their income.®®
Surveys indicate that microworkers, especially women, benefit from the flexibility of this work
additional income. However, women also reported that they find the pay or task rates quite low,
and note that stressful overwork is common.%

In most countries, domestic sources of demand for microworkers remain undeveloped.
Governments can stimulate this demand by conducting outreach to potential partners, fostering
connections between impact sourcing platforms and firms, and implementing adequate
cybersecurity procedures to attract international investment. For example, in 2016 Kenya’'s
Ministry of ICT collaborated with the office of Public Service, Youth and Gender Affairs to launch
a program that connects youth with online jobs.1% The Ajira Digital Programme has trained over
40,000 young men and women to perform microwork online.0!

Impact sourcing has emerged in recent years as an approach to explicitly target online
outsourcing opportunities to disadvantaged and vulnerable populations, including youth,
women, and rural communities. Impact sourcing companies typically provide workers with
shared co-working spaces, computers, and Internet access, as well as training and oversight,
either directly by the provider or by a local intermediary. This approach is necessary, as many
members of the target populations are likely to lack access to computers and Internet-enabled
mobile devices at home. Workers at impact sourcing companies often have guaranteed hours
and social benefits, alleviating many concerns about online outsourcing.

BOX 3.4 CONCERNS ABOUT ONLINE OUTSOURCING

Online outsourcing can provide work that vulnerable youth were unable to access otherwise. However,
online microworkers and freelancers usually lack social protections afforded to other workers in the
formal economy, such as minimum pay. E-lancing and microwork have traditionally been unregulated
and informal, rendering it essentially invisible to governments. Currently the only regulation is that

exerted by the platforms themselves. The global dispersion of the workforce also makes any form of
collective action among workers very difficult. Country and donor strategies can, in principle, address
concerns about the targeting and quality of online work, through impact sourcing approaches.
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Online platforms allow individuals to offer labor services or assets to other individuals or
businesses ‘on-demand’. Such apps also provide benefits for workers, including documentation
of hours worked, and integration with online banking services. Two iconographic examples are
the ride-sharing app Uber, through which individuals sell a combination of labor services (driving)
and asset services (use of their cars), and Airbnb, through which individuals provide asset services
alone (use of their homes). Other services include food delivery, logistical services such as courier
and package transport, and home cleaning or repair. This report only considers examples where
labor services are exchanged for income.

While the on-demand economy appears to be growing rapidly in LMICs, the market remains
small. One recent estimate suggests that there are 4.3 million ride-sharing workers worldwide as
of 2017, with the total number expected to double by 2022.1%2 Despite this growth, a very small
share of workers is engaged in the global on-demand economy.'% Further, available data
suggests that only a small percentage of registered providers are actively working.%*

Ride-hailing services are becoming increasingly popular in LMICs. Selling driving or transport
services through a mobile app generally requires only basic digital skills. Yet, youth who lack
access to a vehicle, an Internet-enabled phone and/or a driver’s license are still likely to be
excluded, as are youth living in more rural, remote or poorer areas.'% Gojek, the ride-hailing
service in Indonesia, requires drivers to have competed at least a lower secondary education. In
a survey of Gojek drivers, 83% of young respondents had completed upper secondary school.%
Additionally, most of the estimated 50% of the global population that does not own or cannot
access a smartphone are less affluent, and more likely to be women.'” Lower barriers of entry
can also lead young, well-educated and digitally skilled workers to supplement their incomes by
engaging in tasks that are typically performed by workers with lower- levels of education.

Despite the potential for job displacement and disruption, the sharing economy offers
significant benefits for youth and women. As noted in a recent IFC and Accenture study on
women and ride-hailing, sharing platforms can create new pathways for income-generating
opportunities for those entering the labor-market for the first-time and those who find it difficult
to work in traditional jobs.1° The sharing economy can also benefit low-income youth by
providing access to assets and resources they would otherwise not be able to afford, such as cars,
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motorcycles and bicycles. 74% of women surveyed identified the flexibility of ride-hailing work
as the most valuable aspect of the job, allowing them to manage competing household and care
responsibilities.%®

On-demand platforms have the potential to reshape job categories within which women are
heavily represented. Mobile apps linking domestic workers with clients are gaining traction in
many LMICs, including India, Mexico and South Africa. For example, MyDidi and MrRight.in are
two companies in India providing app-based domestic services, and are reportedly expanding at
a rate of between 20% and 60% each month.110

However, the focus on traditional ‘women’s work’ in the on-demand economy can reinforce
labor market inequalities for young women. For example, domestic workers who obtain work
via an app have less economic security, predictability, and ability to organize to demand
improved pay and conditions.!!? Yet, as the Overseas Development Institute have argued, “the
infancy of the on-demand domestic work economy in developing countries means it is not too
late to raise standards.”!'? Potential solutions include efforts by companies to 'design-in' good
practice, as well as by government to ensure the rights of the most vulnerable workers are
prioritized and protected.

Internet platforms have helped SMEs and micro-entrepreneurs to expand their customer-base
with no need of a storefront presence. Alibaba has expanded markets for many small
entrepreneurs and craftspersons. In 2016, the World Bank reported that Alibaba supports an
estimated 10 million jobs in China, or roughly 1.3% of China’s total workforce.!'3 It is now
estimated that Alibaba created over 36 million jobs in 2017.114 Etsy, a peer-to-peer e-commerce
platform for handmade or vintage items and various services, has an estimated 1.75 million active
sellers worldwide, with 30% of its sales outside the United States.!!®> E-commerce platforms have
also been launched in a number of other large countries, including Flipkart and Snapdeal in India,
Ozon in Russia, Jumia and Konga in Nigeria, and Takealot and Kalahari in South Africa.!'®

In agriculture, the use of mobile phones is allowing farmers to link to a wider pool of customers
for their output and to obtain information about prices in distant markets. Phones can also be
used to provide accurate information about weather. Many studies show that use of mobile
phone to provide information results in higher prices and profits for farmers in a range of
settings.!!” Other innovations make use of websites and the Internet for e-commerce without
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requiring broadband access by rural households. Such developments help overcome
coordination and information asymmetries in agricultural value chains and help raise farmer
productivity and incomes, hence raising the quality of agricultural jobs.

Digital technology can also facilitate low income farmers’ integration into value chains for high
quality production for advanced country markets. Remote producers can be connected to
developed country buyers and provided guidance on producing new high value specialized crops
or on standards of quality for high income country markets. The ability to connect digitally to
remote rural producers in poor countries makes it more feasible to monitor quality and safety
and allows those farmers to enter new markets. The use of such digitally integrated systems in
agricultural value chains is still limited, but has the potential to raise incomes and make
agriculture a more attractive, skill-intensive occupation for young people.!'® For these benefits
to accrue to small farmers, governments must make complementary investments in technical
assistance, physical infrastructure (ICT and transportation) and literacy.*®

The Internet is transforming how youth seek jobs and employers seek workers. In advance
economies, and increasingly in MICs, the delivery of employment services has been
revolutionized by the use of the Internet to post resumes and job announcements. Counseling
and other individualized services are also increasingly carried out online.

Job matching programs have been adapted to populations that lack Internet access but have
mobile phones. SoukTel, a social enterprise that designs and delivers custom mobile solutions
and mobile service provider, has developed MatchMe, a job-matching application that is being
used in the across the Middle East, Africa and Asia. The MatchMe platform for firms and potential
employees to connect via instant-messaging channels, including WhatsApp, Facebook
Messenger, and SMS. This represents a low cost, potentially equity-enhancing option available
to the many youth, including those in rural areas. Duma Works in Kenya and Babalob in India are
other examples of job-matching platforms designed to assist low skilled workers using text
messaging.?°

As ICTs continue to transform societies, the lines between online and offline networking
approaches will continue to blur. Online job-matching platforms may not fully substitute for
offline networks and connections. Even in advanced economies, analog professional networks
remain the main avenue to a job. However, online networking and job-matching platforms can
be complementary to offline approaches. For examples, LinkedIn is a networking site that
combines professional networking with standard intermediation services for employers and
workers. Globally, LinkedIn has over 310 million registered members, two-thirds of whom are

118 |pid.
113 World Bank 2016a.
120 |pid.
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outside of the United States. 8% of Brazil’'s workforce is registered on the platform, and
international use of the site is particularly strong among youth.?!

Online platforms for job-matching can also serve similar roles as e-commerce sites, by
connecting SMEs to a global customer base and allowing for payments to be processed online.
Lynk is an online platform which connects thousands of Kenyan customers to workers
participating in the informal sector. Workers range from self-employed artisans and carpenters
to chefs and hairdressers.?2 Users can connect to Lynk via a mobile app and website, as well as
via SMS. The platform identifies the most suitable workers based on their set of skills, the
location, cost, language and experience.'?® This platform has the potential to address some of
the uncertainty associated with self-employment and the precariousness of work in the informal
sector.

3.3 Stimulating Digital Job Creation

Governments investing in digital jobs must assess key constraints faced by the drivers of
demand, while also considering the supply of workers to do those jobs. It is necessary to
understand key characteristics of the country’s populations, including the current level of
education and skills. For a country that wants to stimulate creation of more digital jobs, the
decision to focus on specific drivers of demand would depend on a range of factors, including the
availability of different levels of digital skills in that country. Policymakers must also be
committed to long-term continuity of programs to support digital jobs in the public and private
sectors.

Digital jobs created by the public sector could potentially provide opportunities for young
women. However, given education requirements for formal public-sector employment and the
urban location of government agencies, relatively few digital jobs may be available for low-
income, low-educated young women in rural areas. Governments can create digital jobs in the
public sector by embracing open government principles and providing safe, accessible online
services to citizens in urban and rural areas. The Online Services Index, an indicator measured in
the 2015 Workforce for the Future Inde, identified four stages of development for governments
providing online services: emerging information services, enhanced information services,
transactional services and connected services.'?* As government agencies progress through these
stages, they will require more workers with increasingly advanced digital skills, creating digital job
opportunities for youth.

121 World Bank 2016a.

122 Jackson 2016.

123 www.lynk.ke.

124 The Economist Intelligence Unit 2015.
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The private sector is generally similarly structured, especially in the formal sector and in more
modern firms which tend to have digital jobs. In many countries women have less access to
private formal employment, including work using digital skills, than men.'?> The ICT sector, as well
as ICT specialist jobs in other sectors, is limited to those with substantial schooling and living in
urban areas. The low share of women who are ICT specialists, seen in the STEP data and
elsewhere, indicates that these jobs are hard for women to access. Lack of access to financial
assets also makes it hard for women to raise finance to become digital entrepreneurs (although
digital entrepreneurship often requires less capital than in other sectors). However, policymakers
and practitioners can encourage private sector growth by supporting policies that open markets,
encourage foreign investment, and allow greater access to finance by firms.126

Online outsourcing affords relatively more opportunities for women, as well as for rural and
low-income individuals. In the BPO sector, there is a high share of women in customer care
services. Additionally, many BPO impact sourcing organizations provide direct training and
employment to disadvantaged youth and women in rural areas. For microwork, while a majority
of participants are male, opportunities are fairly high for women given the flexibility of this work.
further, a number of microwork impact sourcing organizations target women, as well as rural
areas and low-income groups. Freelancing in contrast is more skill-intensive, and is likely
significantly more male-dominated at present. Attracting foreign investment from global
companies, while encouraging the demand of local BPO service providers, will help to stimulate
increased job growth in the online outsourcing sector. For example, in Pakistan, the Khyber
Pakhtunkhwa IT Board has committed to boosting domestic and international demand for
outsourcing services in the province by providing local and foreign outsourcing companies with
subsidies on operational costs, tax rebates, and additional incentives to support business
development for BPO companies.

Platforms to improve livelihoods are helping to involve rural and low-income residents, as well
as women in the digital economy. Platforms that help farmers and small entrepreneurs with
information and services enhance the livelihoods of many with relatively low income and
education. While job matching services still tend to be used by better educated youth, this picture
is changing, with many online or mobile-based job matching services platforms designed to help
lower income and less educated youth who would not normally access the formal sector. As LMICs
continue to develop their ICT infrastructure, citizens’ engagement with digital platforms will
continue to improve livelihoods.

125 The analysis of STEP data above comparing digital work by gender and sector uses samples of those who are
employed in each sector, so does not take into account the differential access to employment of males and
females.

126 The Economist Intelligence Unit 2015.
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Identifying Opportunities for Investment

Table 3.2 illustrates how an interactive assessment tool could be used to map the degree to
which digital jobs are accessible by different subgroups of youth within a specific context.'?’
The rows indicate the key drivers of demand for digital jobs and the columns show the social
economic profile of the target population. This illustration begins by mapping the existing levels
of access to existing digital jobs opportunities by different segments of the population. The
results are depicted by colored cells: red cells mean ‘limited employment opportunities,” yellow
cells indicated ‘some employment opportunities,” and green cells indicate ‘many employment
opportunities.” For example, women, rural youth and poor youth, face greater barriers to digital
employment, and so will most likely be red or yellow on the chart. Some policy objectives may
be laudable but not feasible in the short run. For example, ICT-intensive jobs will likely be based
mostly in urban areas, and are more readily accessible by those with substantial schooling.

TABLE 3.2 CURRENT OPPORTUNITIES FOR DIGITAL WORK, SELECTED GROUPS

Interactive Tool enables policymakers to map existing levels of employment opportunities and identify areas for increased invesments.
Example: If Gender = F and Location = U and Income Group = B40 and Education Level = L, then results are displayed below.

O POP A O ARA
RESULTS Bl RS OF D AND FORD A OB GENDER LOCATION INCOME GROUP EDUCATION LEVEL
‘ Male Female Urban Rural Bottom-40%| Top-60% Low High
(M) (F) () (R) (B40) (T60) ] (H)
I. PUBLIC SECTOR

A. Public Sector Agencies
Il. PRIVATE SECTOR

A.ICT Sector

B. Non-ICT Sector

C. Digital Entrepreneurship
11l. ONLINE OUTSOURCING

A. Business Process Outsourcing
B. Virtual Freelancing
C. Microwork

IV. DIGITAL PLATFORMS FOR IMPROVING LIVELIHOODS

A. On-Demand Services Platforms
B. Business Services for SMEs
C. Job-Matching Platforms

KEY

Many Employment Opportunities
Some Employment Opportunities

Limited Employment Opportunities

Source: S4YE estimates.

127 Table 3.2 is meant to be illustrative.

33



Policymakers considering investing in inclusive and integrated digital jobs projects for youth
could use the interactive tool in Table 3.2 to identify high-potential opportunities to make
digital jobs more attainable by different youth populations. Teams would first select their target
beneficiary population, and then consider the resulting values for drivers of digital jobs in the
design and implementation of their intervention. In this example, low-educated, low-income,
urban women are identified as the target group. There are limited existing digital jobs
opportunities for young women from the selected target group in public sector agencies or in
private sector jobs — these results are indicated by the red cells beside the respective drives of
demand. Policymakers can create more opportunities by investing in advanced skill development
for these women. Yellow cells indicated that there are some existing employment opportunities
for women in the target group for in BPO or microwork opportunities. This remains a chance for
policymakers to reduce existing constraints facing these young women and the firms hiring these
women. Finally, this target group could benefit from investments focusing on increasing access
to and engagement with on-demand services and job-matching platforms.

Subsequent chapters in this report review and outline policies to closing the digital gender
divide and improving young women’s access to digital jobs. For example, if a policy-maker
would like to focus on digital job creation for rural women with limited skills, then microwork
opportunities might be one category with the highest potential economic and social benefits. On
the other hand, if the policy challenge is to create quality jobs for unemployed or under-
employed college-educated youth, then investing in digital entrepreneurship might hold the
most potential. Finally, if stimulating agricultural productivity and promoting rural incomes is
high on the policy agenda, policy-makers may find it valuable to support new solutions using
digital platforms that focus on SMEs.*?8

3.4 The Supply-side: Building Digital Skills

The phrase ‘drivers of digital work’ implies a demand-side focus that examines the sources of
new jobs and the demand for digital and other skills. Information about demand, when
projected into the future, can inform youth employment stakeholders about investments in the
skills needed to take advantage of employment opportunities. Skills and training programs for
building digital skills should be based on a careful assessment of the type of demand that exists
or the type of new jobs that are being created that would require those skills. For example, a
microworker would require a different set of skills than a software specialist.

The expansion of domestic demand for skills will also need investment in developing the ICT
ecosystem. A robust ICT ecosystem facilitates the spread of digital jobs by providing Internet
services, computer hardware and software, and maintenance of other companies’ and public
agencies’ ICT systems. Other elements of the ecosystem include the physical ICT infrastructure

128 The types of digital jobs discussed in the typology are not water tight compartments, and will likely need to be
used in combination depending on characteristics of different sub groups of youth.
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and power supply, digital platforms for identification and payments, policies to enable cyber
security, and regulatory and trade structures.'?®

The pace of adoption of digital technologies is also determined by the structure,
competitiveness and dynamism of the private sector. Firms that use digital technologies
intensively tend to be larger, fast-growing, skill-intensive, and more likely export-intensive.'3? In
high-income countries, ICT-intensive firms also tend to be newer, while the opposite is true in
low income countries. There is also large variation across countries’ Internet penetration rates,
even when controlling for level of income per capita. This likely reflects differences in regulatory
barriers to starting new business.3!

Insights from STEP Surveys

FIGURE 3.4 SHARE OF WORKERS USING DIGITAL SKILLS BY SKILL LEVEL, SELECTED
COUNTRIES
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Note: Urban areas only. Countries are arranged in ascending order of per capital GDP, PPP ($), 2016

The World Bank’s Skills Toward Employment and Productivity (STEP) Skills Measurement
Program can help give policymakers a detailed understanding of the level of job-relevant skills
available in a country’s labor market. Using data from STEP surveys, which were conducted
primarily in urban areas of 13 lower- and upper-middle-income countries, permits a nuanced
examination of the digital skills being used in the labor market.'3? The 13 countries represented

125 Hanna 2016.

130 World Bank 2016a.

131 |pid.

132 Basic skills are defined as any use of a computer at work. Advanced skills are defined based on the survey
guestions as using advanced spreadsheet functions, software of book-keeping, accounting or finance, presentation
and graphics software such as PowerPoint, computer aided design software, or doing statistical analysis. IT
specialist skills include software programming and managing computer networks.
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in this subset are not representative of the entire range of developing economies, but can shed
some light on middle-income countries. The data is limited also in that it only reflects a point in
time in these countries as data over time from STEP surveys was not available.

Many workers in countries surveyed by STEP indicated that lack of ICT skills was a barrier to
finding a job or earning higher income. Figure 3.3 shows that overall use of digital skills among
the urban employed increases with country per capita income, ranging from barely 10% in Ghana
to over 50% in Macedonia and China. Most of this digital work involves basic digital skills, and ICT
specialists are usually just a small share of ICT-using workers.

There are differences in the use of digital technologies among women and men. While in Ghana
and Lao PDR, the use of digital technologies at work is significantly lower for women than for
men, the share of women using ICT exceeds that of men in most countries (see Figure 3.4).
Overall, similar shares of women and men use ICT at work.33 However, women are less likely to
do work that uses advanced digital skills (6% vs. 9%) or to be a digital specialist (3% vs. 5%). These
findings mirror the patterns seen in advanced economies. Data for 22 OECD countries
participating in the Survey of Adult Skills (PIAAC) indicate that similar shares of women use
software at work, but men are much more likely than women to be ICT specialists.'34

FIGURE 3.5 SHARE OF WORKERS USING DIGITAL SKILLS BY GENDER, SELECTED COUNTRIES
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133 Unweighted country averages.

134 OECD 2017a. Please note that this data is looking only at women and men who are working. Female labor force
participation in urban areas is generally selective on individual with more skills while that of men is not. Therefore,
the workforce is not equally representative of female and male skills in the overall population. At the population
level, the gender distribution of digital skills, or access to training in these skills, is highly unequal in many
countries. This suggests that the apparent gender parity in terms of basic digital skills among workers reflects
selection.
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Use of digital skills at work is more prevalent in the public than the private sector in almost all
countries in the STEP sample, with the difference particularly large among the lowest income
countries (see Figure 3.5). The urban private sector includes many small self-employed producers
and SMEs, so it is expected that ICT use would be low. However, the gap largely persists even if
only larger private firms (50 or more workers) are included.*®®

FIGURE 3.6 SHARE OF WORKERS USING DIGITAL SKILLS BY SECTOR, SELECTED COUNTRIES
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In LMICs, the private sector is lagging behind the public sector in the uptake of ICT. Most
enterprises in LMICs with 5 or more employees have access to the Internet, and many have
websites. However, most firms do not use these tools in sophisticated ways, nor have they
adopted more advanced technologies that would lead to substantive changes in production or
work organization, despite the productivity benefits of more sophisticated ICT applications.!36
This in turn limits the demand of firms for workers with digital skills. Smaller firms, in particular,
are the least likely to adopt ICT, as measured by use of broadband Internet, having a website, or
selling online.'®” The reasons firms do or do not adopt digital technologies are complex, but
include lack of access to specialist ICT expertise and other characteristics of the ICT ecosystem.

135 World Bank 2016a.
136 World Bank 2016a.
137 Hussain 2015.
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4. Young Women and the Digital Economy

Highlights

= |n 2017, the labor force participation rate for young men stood at 53.7%, compared to
37.1% for young women. In 2017, the global gender gap in Internet access was 11.6%; in
LDCs, the gap was 32.9%.

= Young women face many individual constraints which inhibit their ability to find and
retain digital employment opportunities, including: skills gaps & mismatches; little or no
work experience; information gaps & limited mobility; limited ownership & control of
assets; and safety & security concerns.

= Digital jobs programs can overcome these barriers and connect young women across all
demographics with new work opportunities, and help firms to provide higher quality
digital jobs for qualified young women.

BOX 4.1 WHAT IS THE GENDER DIGITAL DIVIDE?

The gender digital divide refers to the measurable gap between women and men in their access to,
use of and ability to influence, contribute to, create and benefit from ICTs.

Source: UNGA 2017

Despite rapid advances in connectivity, the gender digital divide persists. Only 48% of the
world’s population currently has at least a basic Internet connection.3 Among those who lack
Internet connectivity, women are significantly overrepresented. In 2017, the gender gap in
Internet use was 11.7% worldwide. The Internet user gender gap is the largest in LDCs, increasing
from 29.9% in 2013 to 32.9% in 2017.1%° The largest gaps are in Asia & Pacific countries, the Arab
States and Northern Africa where the Internet user gender gaps were 17.1%, 17.3% and 25.3%,
respectively.'*® Economic and socio-cultural barriers contribute to the gender digital divide. For
example, women in India, Egypt, and Uganda report not using the Internet due to perceptions
that the Internet was inappropriate for them or would lead to disapproval by friends or family
members.14?

138 |ITU 2017.

139 |bid.

140 |pid.

141 |ntel, Dalberg Global Development Advisors & GlobeScan 2013.

38



The gender digital divide limits the ability of girls and young women to participate in the digital
economy to an equal extent as their male counterparts.'*> Women in LMICs are, on average,
10% less likely to own mobile phones than men. This means that there are roughly 184 million
few women who own mobile phones. There is also a gender gap in mobile phone usage. Over 1.2
billion women in LMICs do not use mobile Internet. Among mobile-phone owners, women are
still 18% less likely to use mobile Internet, social media apps or SMS services compared to men.143
Leading barriers to mobile ownership include cost, low literacy, low digital skills and safety and
security concerns — all of which disproportionately affect women over men. In addition to those
constraints, women are less likely to use mobile Internet because of knowledge gaps — women
are less likely to know how to access the Internet from their phones, and many women believe
that mobile Internet is simply not relevant to their lives.'4

The gender digital divide limits young women’s ability to thrive in new categories of digital
jobs. A 2015 study by Deloitte found that “digital know-how” will be the highest-priority skill for
businesses of the future.!*® The 2016 World Development Report found that ICT skills are
increasingly important in today’s labor markets, along with higher-order cognitive and socio-
emotional skills.?*¢ Other contemporary research by the World Economic Forum similarly predicts
“particularly strong demand growth” in ICT skills in workplaces of the future.!*” Yet young
women, on the whole, remain underprepared for this shift in employer demand, which will be
accompanied by automation of existing job categories and advances in artificial intelligence.

4.2 Barriers to Digital Employment for Young Women

While all youth face specific barriers to employment when compared to older workers, young
women tend to experience many of these barriers more acutely. Furthermore, as Locke et al.
observed, “gender is not homogenous and we must take into account differences of age, income,
race, class, urban/rural differences and so on.”'*® For example, young women experience
different barriers to accessing employment opportunities than elderly women. Similarly, young
women in rural areas face different challenges to accessing employment opportunities than
young women in urban areas. Disability status can also compound the gender digital divide. While
ICTs have strong potential as a means of flexible working, people with disabilities — and
particularly women with disabilities — are significantly less likely to have access to the Internet
and ICTs, 149

142 GSMA Connected Women 2018.
143 1bid.

144 |bid.

145 Deloitte 2015.

146 World Bank 2016a.

147 World Economic Forum 2016.
148 Locke et al. 2017.

149 UNGA 2017.
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Table 4.1 identifies constraints that affect young women entering digital jobs. Constraints are
grouped according to their scope of impact: individual level; market level; and macro-level.
Recognizing that these types of constraints can impact young women and young men differently,
the table identifies those constraints that affect all youth, those which affect only young women,
and those which affect all youth, but affect young women more than young men.

TABLE 4.1 CONSTRAINTS TO YOUNG WOMEN'S DIGITAL EMPLOYMENT

CONSTRAINT | DESCRIPTION GROUP

Low digital literacy and ICT skills Wy

Lack of complementary non-ICT skills Wy

Household and care responsibilities (childcare, elderly care, sibling care) W

Lack of voice and agency Wy

S Limited mobility Wy

:-g Low digital self-efficacy and self-confidence Wy
'_E Bias against pursuing ICT-related education & careers W
Low representation in STEM education & careers W

Limited ownership & control of assets Wy

Financial exclusion Wy

Online safety concerns & threats of violence W

@ Lack of access to capital Wy

5 Lack of information about digital work opportunities Wy

< 9 Lack of information about workers Wy
g E Gender pay gap w
s E Promotion bias w
% Occupational segregation W

o Low bargaining power Wy

Availability of relevant ICT infrastructure Wy

g Conflict and violence Wy

§ Constraints to business creation and job creation Wy
Age cohort-size Y

Notes: Y = constraint affects all youth workers; Wy = constraint affects all youth workers, but young women more
than others; W = constraint affects young women only.

Source: Adapted from Robalino et al. 2013; World Bank 2018a.

Barriers to digital employment for young women include structural inequalities, entrenched
stereotypes and biases, and social norms which constrain women’s financial, physical and
economic mobility (see Figure 4.1). Discriminatory policies and regulations can limit young
women’s ability to access financial resources necessary to pursue high education or start a
business. A 2018 report by the World Bank found that 104 countries have at least one law that
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specifically impedes women’s economic opportunities.’®® Examples include restrictions on
working hours and occupations, gender differences in tax regulations, insufficient maternity
leave policies, and inadequate or non-existent sexual harassment legislation. In the most extreme
example, 18 countries provide men with a legal basis for blocking their wives from working.*>!

FIGURE4.1 BARRIERS TO DIGITAL EMPLOYMENT FOR YOUNG WOMEN

Restrictive
Laws and
Regulations

Unequal Access
to Education

Discriminatory
Workplace
Practices

Source: GSMA Connected Women 2015; World Bank 2016a; World Bank 2018a; GSMA Connected Women 2018.

Young women’s unequal access to education has resulted in low levels of numeracy, literacy
and digital fluency. Nearly two thirds of the world’s 750 million illiterate adults are women,>?
and men outscore women in “digital fluency” in almost every country.'®3 This, in turn, makes it
more difficult for girls and women to learn digital skills and capitalize on the potential of basic
technology, such as mobile phones and SMS-based services. Lower digital literacy also makes
girls and women more susceptible to risks associated with using technology and going online,
such as unnecessary and high user fees, signing up for services they do not need, or inadvertently
sharing too much personal information about themselves.*>*

Negative perceptions on women’s use of ICTs, pursuit of STEM-related studies, and entrance
into careers in tech, have contributed to a gender imbalance in the ICT workforce. Research by
the GSMA shows that in households with a single computer or mobile phone, it is usually
intended for the boy rather than the girl child.*>> These findings were supported by a 2017 review
of evidence from LMICs, which found that parents provide technology to girls at a later age than
boys, and view ICT-related careers as more associated with boys than girls.'*¢ In late 2015 and
early 2016, Girlguiding and Microsoft conducted a series of focus group discussions, which
explored the attitudes of girls in the UK aged 7-14 toward technology. 56% of the girls who took

150 World Bank 2018d.

151 |bid.

152 UNESCO Institute for Statistics 2017.

153 Sweet 2016.

154 Broadband Commission for Sustainable Development 2013.
155 GSMA Connected Women 2015.

156 Livingstone et al. 2017.
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part agreed that STEM subjects “have the image of being more for boys” than girls.'>” These
expectations are compounded by a lack of role models which, along with persistent stereotypes,
have been shown to discourage girls from pursuing ICT studies after secondary education. >8 A
2012 report by the ITU found that, on average, women account for 30% of operations technicians,
but only 15% of managers and 11% of strategy and planning professionals.?>® In 2016, Deloitte
estimated that women held less than 25% of IT jobs in developed countries.'® Findings from EU
countries also indicate that women’s participation in the ICT sector is not improving. In the EU,
less than 25% of all tertiary graduates in ICT-related fields are women, despite women forming
over 57% of total tertiary graduates.'®! Furthermore, even when women graduate with tertiary-
level degrees in ICT-related subjects, very few enter ICT-related careers.

As in the ‘offline’ economy, concern for safety can be a barrier preventing girls and women
from accessing and remaining in digital employment opportunities. According to Intel’s 2013
Women and the Web report, 25% of non-Internet users between the ages of 14 and 17 reported
that their families opposed them being online because they saw it as a safety risk.®? The same
study found that, in parts of India, girls are often discouraged from accessing Internet cafes due
to a perception that such places were unsafe.'®® As a result of feeling unsafe or unwelcome in
online spaces, young women’s opportunities to develop digital skills are limited, and gender
stereotypes about appropriate studies and careers are reinforced.

When women do enter employment in the ICT sector, they often face barriers that limit their
progression. A 2017 study by the Kapor Center for Social Impact, based on a sample of over 2,000
people who had left a job in a technology-related industry or function in the US within the last
three years, found that women had significantly higher experiences of unfair treatment at work
than men. One in ten women experienced unwanted sexual attention, and women from all
backgrounds experienced significantly more unfair treatment than men. The study found that
unfair treatment directed at women was more pronounced in technology companies than other
companies.'®* In China, where only 20% of engineers in IT and telecommunications industries are
women, several technology companies explicitly state during the recruitment process that
certain positions are just for men.6>

157 Girlguiding 2016.

158 Gras-Velazquez, Joyce and Debry 2009.
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4.3 New Opportunities for Young Women

Digital jobs hold strong promise for youth, and young women in particular. Inclusive and
sustainable economic growth can only be achieved when all women are fully participating in the
digital economy. As girls and young women develop digital skills, they will enjoy greater choice
in their personal and professional lives, and access better-paid, better-quality jobs. These new
digital jobs opportunities can significantly improve the economic and social lives of young women
of different nationalities, economic classes, education levels, races, areas of residence, abilities
and religions.

Digital entrepreneurship offers a potentially catalytic opportunity for women to participate in
income-generating activities. Coding bootcamps and other digital jobs programs can equip
vulnerable young women with the advanced digital skills and soft skills necessary to enter ICT-
intensive and ICT-dependent jobs in the public and private sector. They can also help well-
educated women to switch careers to access better-quality jobs, or launch their own digital start-
ups. AlMakinah, a coding bootcamp launched by two young female entrepreneurs in Egypt, offers
programs for women to become full-stack web developers. This twelve-week intensive program
is targeted at beginners with little programming experience, university-graduates who want to
improve skills or switch jobs, and entrepreneurs who want to start companies.®® This could be
catalytic in many MENA countries, where young women’s labor force participation rates are
some of the lowest in the world, despite having education rates at parity for boys and girls.®’

Online outsourcing can combat high youth NEET rates by enabling young people to access new
work opportunities beyond the confines of local labor markets. Microwork can be especially
helpful for remote or vulnerable populations that face constraints to mobility and access to local
employment, including low-income rural residents, and women in culturally conservative
environments. Business processing outsourcing jobs in call centers, which also tap into global
rather than local demand, go disproportionately to women compared with their share of
employment in the broader local economy.'®® Online freelancing can help young women
circumvent physical, social, and economic constraints to their mobility. E-lancing can also be
advantageous for young, educated women who face societal or family pressure that discourages
their formal employment, and young women with disabilities who experience workplace
discrimination that limits their opportunities for advancement.®®

The BPO sector can connect women with new work opportunities which would otherwise be
lacking. In India, 30% of the BPO industry’s 3.1 million workers are female; in the Philippines,
women account for 55% of the BPO workforce. The growth of women’s employment in the BPO
industry in the Philippines is due, in part, to a 2011 law that overturned prohibitions on night

166 https://www.almakinah.com/.

167 World Economic Forum 2017.

168 Holman, Batt and Holtgrewe 2007.

169 Further research on gender wage gaps in online outsourcing (including microwork and freelancing) is needed.
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work for women and providing protections for night shift workers.'’® Many BPO providers
provide income-generating opportunities for women in environments that typically provide few
options for paid work. Wages in call centers may substantially exceed those in alternative local
employment.'’t Additionally, a study of BPO expansion in rural India indicated that an
intervention providing information about BPO opportunities increased the probability of young
women engaging in BPO work and any paid work. The intervention also shifted their aspirations
toward pursuing formal careers, and induced young women to enroll in computer or English
language training.'’?

Impact sourcing can connect vulnerable young women with microwork and BPO opportunities,
and provide on-the-job skills training. Such programs often focus on those in rural areas and
with low education, thereby helping to close several of the gaps identified earlier. For example,
Samasource provides microwork opportunities in Kenya, Uganda, and India, and explicitly targets
youth and women and youth without formal work experience who are earning below a local
wage. iMerit runs IT training centers in India targeting rural, low income youth and women for
preparation for BPO employment. Both iMerit and IndiVillage, another impact sourcing service
provider targeting disadvantaged rural communities, have predominantly female workforces.

The on-demand economy is also creating new opportunities for employment for young
women. In a survey of 600 Uber drivers in the US, almost half were women and the majority
were under 40 years old.1”? Given social customs and perceptions on women’s work, one may
expect opportunities for young women in LMICs in ride-hailing and related services to be limited.
Indeed, a 2018 IFC report found that social norms limited the extent to which women
participated in ride-hailing as drivers.'’* Over 11% of women drivers surveyed said that their
family or friends disapproved of their decision to work as a driver. In Egypt and Indonesia, more
than half of current male drivers reported that they would be unhappy if a woman in their family
wanted to sign up for Uber.'’> Regulatory requirements, and low rates of financial and digital
inclusion can also create barriers to entry for women to work as drivers. However, opportunities
are emerging in LMICs through ride-hailing services that feature exclusively female drivers and
target security-conscious women riders. For example, Ladylek was launched in Indonesia in 2016
to provide a motorcycle ride-hailing service that is exclusively for women. Such opportunities will
continue to expand as governments work to reduce social, legal and financial barriers to women’s
employment in traditional and digital jobs.

Online platforms are making it easier for young women to start their own businesses and
access new markets. E-commerce sites such as Alibaba in China have dramatically opened

170 A T. Kearney 2017; World Bank 2016a; Errighi, Bodwell, and Khariwada 2016.
171 Errighi, Bodwell, and Khariwada 2016.

172 Jensen 2012.

173 De Groen and Maselli 2016.

174 |FC 2018.

175 |bid.
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opportunities for small-scale artisans and entrepreneurs by connecting them to a global
customer base, and appear to strongly benefit women in lower income households.'’® Platforms
such as Mogul, She Leads Africa and Enterprising Women facilitate the sharing of experiences
and information, and make it easier for female owners of SMEs to access management training
and advice.'”’ Kiva has a suite of investment opportunities focused on women-run enterprises,
bringing investors together with young female entrepreneurs.

Job-matching platforms can also help young women to develop professional networks and
identify female mentors. Several organizations and institutions specifically target young women
for online job-matching services. The European Bank for Reconstruction and Development, UN
Women and the Women’s Digital League have used online platforms to bring employment and
supplementary income to young women. Findings from a survey for Souktel for Palestinian job
seekers suggest the strong potential for digital platforms to overcome barriers facing young
women in many environments, including constraints on their mobility to physically search for
work and a lack of professional networks compared with their male counterparts. Female users
of Souktel are more likely to rely only on online job search platforms for finding jobs.1’® Female
job seekers also report being invited to interviews more often than male job seekers.

BOX 4.2 DIGITAL JOBS FOR YOUNG WOMEN WITH DISABILITIES

In 2013, UNICEF estimated that there are between 93 million and 150 million children and youth with
disabilities aged 0 to 18 years. Youth with disabilities are more likely to face severe social, economic,
and civic disparities as compared with those without disabilities.

Youth with disabilities experience many employment barriers, including inaccessible physical
environments and transportation, the unavailability of assistive devices and technologies, non-
adapted means of communication, gaps in service delivery, and social stigma and prejudice. Young
women with disabilities (YWWHDs) also face the added burden of gender-based discrimination.

Digital jobs offer opportunities for YWWDs to overcome some of these barriers. Virtual skills-training
programs can help them to develop the digital, soft and entrepreneurial skills necessary to succeed in
the digital economy. These skills can help young women with disabilities facing mobility constraints to
access online outsourcing and e-lancing opportunities. Online work experience can also help young
women with disabilities to qualify for ICT-dependent and ICT-intensive jobs in the public and private
sectors, establish a work history, and develop a professional network.

Young women with disabilities will not be able to realize the full benefits of digital jobs without
significant public- and private-sector commitments to disability inclusion, implementing non-
discriminatory policies, and providing access to affordable assistive devices and technology.

Source: Mitra, Posarac & Vick 2013; UNICEF 2013; World Bank 2011

176 World Bank 2016a.
177 Lee 2016.
178 Santos 2016.
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5. Promising Practices for Gender-Inclusive Digital
Jobs Programs for Youth

Highlights

= S4YE coalition members developed 19 case studies based on their experiences
implementing digital job interventions for youth.

=  Review of case studies, along with external evidence, identified several challenges
commonly experienced by program staff when implementing gender-inclusive digital jobs
programs.

= This chapter identifies approaches undertaken by past and ongoing programs to overcome
the supply- and demand-side challenges that limit young women’s ability to enter and
thrive in digital employment and entrepreneurship opportunities.

This chapter identifies challenges experienced during program design, implementation and
evaluation, and provides examples of initial findings and lessons learned from digital jobs
programs for youth. There is very little rigorous evidence on the most effective combination of
program design components for interventions to successfully address gender gaps in digital
employment programs for youth. However, as more governments, donors, non-governmental
organizations and private sector companies realize the importance of closing both the gender
digital divide and the gender gap in youth labor force participation, several promising practices
have emerged that increase young women’s recruitment, retention and training completion
rates and improve young women’s employment outcomes, as well as the success of women
entrepreneurs. Program examples capture experiences of S4YE partner organizations as well as
external organizations.

5.1 Program Insights

This report presents findings from 19 case studies based on past and ongoing employment
programs designed, implemented and/or funded by S4YE coalition members that connected
youth with digital job opportunities.'’® The case studies describe programs that implemented a
range of activities, including: training youth in digital literacy and entrepreneurship skills;
connecting youth with digital work opportunities, such as online microwork and freelancing;
utilizing digital platforms to inform youth about job opportunities, allow them to share resumes,
and connect them with employers; helping youth access jobs in the shared economy; and
providing support to firms/enterprises to increase their ability to employ youth in digital jobs.

179 All case studies can be found in Annex B.
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Methodology

S4YE members were invited to develop case studies that met two main criteria. Firstly, each
program’s target population includes youth beneficiaries within the age range of 15 — 35 years
old. Secondly, case studies were required to describe either ongoing projects that were
implemented for at least 1 year, or closed projects which were completed within the past 5 years.

To garner useful insights for how to modify program design and implementation strategies to
optimize employment outcomes for young women, case studies describe interventions that
focused specifically on young women, as well as those that targeted young male and female
beneficiaries. S4YE members were required to complete a case study template, which collected
information on: program design and implementation components, such as targeting and
recruitment, activities, beneficiary experiences, and implementation challenges; employment
outcomes with respect to the impact on, access to, creation of and/or quality of digital jobs for
youth, including gender-disaggregated jobs indicators; and key lessons learned and
recommendations going forward.&

Unless otherwise noted, the sources of findings in the case studies are through project
monitoring data as reported by program staff. It will be explicitly stated when data is taken from
a counterfactual impact evaluation.

180 please see Annex A — Case Study Guidelines & Template for additional information.
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Limitations

The case studies have several limitations. There is a skewed geographical representation, as
almost half of them are based in Africa. The case studies are therefore intended to be context-
specific, and are not reflective of the global landscape of digital jobs programs for youth.
Additionally, several interventions are ongoing, and therefore lack data on final employment
outcomes. However, they are valuable in teasing out design and implementation features,
decision-making and modification strategies to improve young women'’s recruitment, retention
and performance. Finally, several programs were not initially designed to have gender and/or
digital components. These cases were included to provide insight into strategies that project
teams can adopt to modify their initial program design during implementation, to improve
employment outcomes for young women in the digital economy.

Recognizing the limitations of the case studies, this chapter also draws upon examples of digital
jobs program, platforms and initiatives that are implemented and/or supported by
organizations that are not members of the S4YE coalition. These insights supplement the
findings of the S4YE partner case studies and demonstrate additional approaches to overcoming
shared challenges when implementing gender-inclusive digital jobs program for youth.8?

S4YE organized online consultations with key youth employment stakeholders, including
beneficiaries, program staff and employers. The consultations sought to understand
perspectives and experiences of young digital skill trainees and entrepreneurs; digital skills
training implementers; and firms that hire young workers for digital jobs. S4AYE conducted
gualitative interviews to supplement emerging insights from the case studies and the secondary
literature review. The interviews focus on learning, with the expectation that these stakeholders
would have valuable information and insights to share about the design and implementation of
digital jobs program for youth.'8? This chapter integrates insights from these consultations. Box
5.1 provides an overview of key messages distilled from the online consultations.

181 For a full list of external digital jobs programs, platforms and initiatives reviewed by the authors, see Annex C.
182 See Annex D — Online Consultations Report for more detail.
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BOX 5.1 ONLINE CONSULTATIONS: KEY MESSAGES

S4YE organized online consultations comprising of focus groups and one-on-one interviews to learn
about the experiences of young digital skill trainees and entrepreneurs; digital skills training
implementers; and firms that hire young workers for digital jobs. Insights on promising practices for
gender-inclusive digital jobs programs for youth emerged across five main topic areas including
program design, program recruitment, program curriculum, beneficiary retention, and job search
and placement.

Within these topic areas, several cross-cutting themes were identified that affected the potential for
success in each of these areas. These cross-cutting themes included: the role of community partners
(public, private, community based) in recruitment and support; central contextual factors that shape
women’s access and opportunities, such as the overall economic situation within the country, as well
as business expectations; social norms; and the importance of soft skills.

Program design: Training programs are matched to the target audience, which includes the
trainees’ and potential employers’ needs. Digital trainings aim to link to business experiences in
the country of operation. Many programs build local partnerships with government and CBOs to
ensure the training is context specific.

Program recruitment: Training programs and firms utilize a range of options for reaching young
women. Some work with CBOs to screen potential trainees and to accommodate social norms.
Many programs and firms check the trainee’s education level to ensure that trainees will be able
to successfully complete the program.

Program curriculum: Training methods are designed to fit local needs, norms, and businesses.
Programs adapt to the beneficiaries’ levels of education. Programs focus on improving soft skills
such as communication, team work, problem solving, and job search skills. Beneficiaries use these
soft skills during 'hands on' projects.

Beneficiary retention: Some training programs provide additional support to the trainees such as
childcare and female role models. Many beneficiaries could speak more openly to other women
about issues such as health and family problems. Some programs have flexible schedules so that
the women can attend the training.

Job search and placement: Training programs form partnerships with firms to provide greater
opportunities for young women who have completed their programs. These firms give feedback to
programs on how to improve the program. Depending on the local context, firms create diverse
ways to recruit the women. Some training programs connect the trainees with female mentors to
transition the women into employment.

For more in-depth insight, please see Annex D.
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The discussion of the promising solutions and approaches being taken by digital jobs programs
for youth is done in three parts, following the structure of S4YE’s Guidelines of Integrated
Youth Employment Programs.!® Section 5.2 discusses ways in which projects have conducted
their initial and ongoing diagnosis of the supply- and demand-side challenges for digital jobs.
Section 5.3 discusses approaches to design effective gender-inclusive supply-side programs.
Finally, Section 5.4 discusses approaches being taken to design gender-inclusive demand-side
interventions. There are fewer approaches that we have been able to curate because there are
fewer youth digital employment interventions that operate on the demand-side by specifically
helping firms to create jobs. There are even fewer fully integrated digital jobs projects that
effectively intervene on both the supply- and demand-side. A notable exception is the World
Bank’s Digital Jobs for Khyber Pakhtunkhwa project in Pakistan, discussed in Box 5.2 below.

BOX 5.2 DIGITAL JOBS FOR KP: AN INTEGRATED APPROACH TO DIGITAL JOBS

The World Bank’s “Digital Jobs for Khyber Pakhtunkhwa (KP)” project presents a comprehensive
example of how governments can integrate supply-side, demand-side and policy-level approaches
when implementing digital jobs interventions for youth.

Supply-Side: “Digital Jobs for KP” supports two flagship skills-building activities. The objective of the
Youth Employment Program (YEP) is to equip youth with in-demand digital skills for the global digital
economy. The YEP encourages youth to enter self-employment and entrepreneurship opportunities by
using online work platforms to connect to online freelancing work. The KP IT Board (KPITB) also
established public, gender-inclusive “durshal” co-working spaces for youth (as discussed in Approach
3.2).

Demand-Side: To position itself as a growing outsourcing destination, the KPITB developed a global
marketing campaign to promote investment in the IT Sector and BPO sector. This campaign includes a
package of subsidies on operational costs, tax rebates, support on recruitment and training,
customized business facilitation, and incentives to support business development in the province. The
KPITB has also launched a USD 1 million effort to prepare BPO ready spaces for use by national and
international BPO service providers.

Policy & System-Level Considerations: The Khyber Pakhtunkhwa IT Board (KPITB) is also investing in
the enabling environment and infrastructure improvements to attract international and national BPO
companies to KP. More recently, the Government of KP removed taxes on BPO providers, IT businesses,
as reduced the broadband tax from 19.5% to 10%, effectively making it 30% cheaper to operate IT
businesses in the province.

183 Datta, Assy, Buba, Watson et al. 2018b.
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5.2 Understanding Context and Diagnosing Constraints

Following S4YE’s guidelines for integrated youth employment programs, the starting point for
program design is gaining a thorough understanding of the local context. Project teams need to
identify the specific barriers young people face when accessing economic opportunities, as well
as those constraints that the private sector must overcome to grow and create digital jobs for
youth. The typology of drivers of demand for digital jobs presented in Table 3.1 (Chapter 3) can
serve as a framework to help determine the digital economic opportunities and limitations in the
public and private sectors (including the ICT and non-ICT companies), present and forecasted in
the local economy, generated via outsourcing, or facilitated via online platforms. Understanding
the context and diagnosing constraints faced by young women (on the supply side) or firms (on
the demand side) is important but not always straightforward. Most project teams do some sort
of diagnosis of the challenge, although the rigor and scope of this pre-design analytical work
varies greatly across projects. Discussed below are challenges that project teams face during this
pre-design phase, along with some strategies used to overcome them.

Challenge 1 Navigating Shifts in Demand for Digital Skills
The digital landscape is constantly changing, with certain skills becoming obsolete and new

skills constantly in demand. Many programs found it necessary to create digital skills-training
curricula that reflected current needs of public- and private-sector employers.

We find that there are growing opportunities for our graduates. This is not only with the usual suspects
in the computer and technology sectors, but traditional companies going through digital revolution.
These companies are now in a position where they want to leverage digital technology to optimize
their use of resources. This includes creating technical teams ‘in house’. For example, we are finding
that banks have become major employers for our graduates.

Interview with Program Staff, Laboratoria, Mexico

When designing digital jobs program for youth that include technical skills-building
components, project teams should ensure that they conduct market analysis that evaluates
the level of demand for digital skills in the local context. To improve the employment rates for
youth beneficiaries who completed their programs, many implementers found it necessary to
conduct market research and analysis to identify those technical skills which are most demanded
by local firms and by online freelancing and microwork platforms.

Laboratoria, coding bootcamp for women, works closely with tech companies in Latin America
and Silicon Valley to develop a business-directed curriculum. Laboratoria surveys hiring
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managers across private sector companies to learn what skills are required for web developer
openings. Based on these findings, program staff develop a project-based, open-source training
curriculum that is shared widely with developers and industry professionals for feedback. With
this feedback, as well as that of hiring companies and Laboratoria’s own tech team, Laboratoria
creates an education program that develops the skills needed for in-demand positions.

In Kenya, the African Centre for Women in Information and Communications Technology
(ACWICT) implemented the Vusha Project, and provided over 19,000 youth with market-
relevant ICT skills. Program staff researched the ICT skills which were most requested in local job
postings, and reviewed studies showing skills which were most demanded on online freelancing
sites such as Upwork.

The Information Technology Training Program (ITTP) for People with Disabilities in Viethnam
partnered with local universities to provide people with disabilities with relevant ICT skills,
opening employment opportunities in a wide range of sectors, including those traditionally
inaccessible to them. Funded by USAID and implemented by Catholic Relief Services, ITTP works
closely with employers to understand the specific niche skills they need. ITTP invited the private-
sector employers to participate in designing training curricula to meet the needs of the market.8
ITTP also formed business advisory councils to strengthen relationships between ITTP and its
most committed employers. The business advisory council meets two to four times per year to
allow employers to provide input on curriculum design, and to receive suggestions for job
placement, and fund-raising for scholarships. Further, ITTP works with private-sector employers
to reduce stigma for hiring people with disabilities, and educates employers on how to
accommodate employees with disabilities in the workplace.8>

Monyetla is a government-funded, employer-led consortium model in South Africa. Through
this consortium, employers partner with recruiters and training organizations to source and train
employees for international BPO jobs. Employers take the lead on developing curriculum that
meets their needs. They then work with a third-party training provider (also in the consortia) to
deliver training properly.18¢

Challenge 2 Understanding Gendered Differences in Roles, Needs, Opportunities and
Limitations

Digital youth employment programs targeting female beneficiaries should perform additional
analysis of the local gap in ICT access and use, and the challenges and opportunities for women
generated by the digital economy.

184 Results for Development Institute 2013.
185 Zhao, Rowe, Kamioka and Hegarty 2012.
186 Grimm et al. (2013).
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Our approach was based on four years of experience with the Yunus Social Business platform, which is
an accelerator for social businesses. This includes an investment fund for social businesses, with an
emphasis on women and young people. Following our work with Yunus Social Business, we decided to
adapt some of the Tunisian lessons and created a new enterprise, Impact Partners. Changes to our
model were designed to fit local needs for enterprise and business. We needed to adapt to the barriers
to young women in social enterprises and digital skills. In Tunisia, this meant identifying the cultural
barriers facing young women.

We found that there were fewer women entrepreneurs; however, this could be overcome. For example,
having an online platform provided women with greater access to online tools and training. We are
also targeting businesses that explicitly had social impact, and the employability of women and youth
as their goals. When targeting business, we considered the following: (1) Women and youth must be
beneficiaries of business investments; and (2) Businesses should target women/youth specifically for
hiring, and as sources of revenue within the business model.

Interview with Impact Partner, Tunisia

Approach 2.1 Conduct Context-Specific Gender Analysis

Before starting the design phase, project teams should conduct an analysis to understand the
gender dynamics within the labor market, identify gender roles, relations, constraints and
opportunities, and align all design decisions with those findings.!®” This is crucial for all youth
programs, regardless of whether they target women-only, men-only or include all genders.

The Women in Online Work (WoW) Pilot program in Kosovo assessed and explored the
potential of a digital skills-training program for connecting women with online work
opportunities. The program integrated findings from the World Bank’s 2012 study on gender
disparities in education, health, and economic opportunities in Kosovo.'® The diagnostic
recommended several strategies to improve employment outcomes for women, including
launching active labor market programs that target women and establishing of skill-building
programs as a strategy to improve women’s chances of starting their own business. The World
Bank team also reviewed existing World Bank interventions designed to connect young people,
and in some cases women, with online freelancing opportunities. These activities indicated the
potential for online work to help women overcome barriers to labor market participation, by
giving them more control over their working hours, allowing them to participate in income-
generating activities irrespective of their location, and creating new opportunities for work within
a global pool of demand for online labor. This background research also identified three main
obstacles to women benefiting from online work opportunities: (1) lack of awareness; (2) lack of
relevant technical and soft skills; and (3) limited access to technology. Finally, the World Bank
team conducted consultations with ICT stakeholders in Kosovo, including local universities and

187 A good toolkit for conducting gender studies is the “Gender Analysis, Assessment & Audit Manual and Toolkit”
by Lis Meyers and Lindsey Jones, ACDI/VOCA.
188 World Bank 2012.
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local software outsourcing firms. These discussions revealed that the local ICT sector increasingly
required qualified labor to meet growing demand by foreign clients, and the number of self-
employed online contractors was relatively small. Although a feasibility study was not performed,
the World Bank team concluded that the following factors proved sufficient grounds to test the
possibility of using online work to connect young women with growing digital employment
opportunities: (1) available talent with an intermediate-level fluency in English; (2) rising access
to broadband infrastructure and Internet-enabled devices; (3) availability of online payment
systems; (4) lack of prohibitive regulations; and (5) a family-focused culture which drives demand
for flexible work arrangement.

The project staff of Plan International’s Saksham carried out a market intelligence study before
the commencement of the project. Staff collected data to understand gender-based job
requirements in Delhi, Hyderabad and Uttarakhand. Jobs indicators included: the number of men
and women in the workforce; the profile type of skills required by employers; remuneration
levels for men and women; and differences in work timing and shifts for young men and
women.8 Staff also researched details of facilities, infrastructure and benefits provided by local
employers, including: the availability of maternity benefits; the existence of separate restrooms
for women; availability of transport subsidies; and compliance with labor and safety regulations.
Program staff also monitored market trends to identify companies that hired only or mostly
female staff. Saksham integrated a gender mainstreaming strategy throughout its project design
and implementation, by: systemically analyzing concerns of both women and men; designing
program activities that enabled young women and men to participate equally; and ensuring
gender-disaggregated data was collected throughout the program cycle.

5.3 Program Design Components: Supply-Side
Interventions

Once market and gender analyses have been completed, project teams should use their
findings to design supply-side activities. Project teams should integrate gender-inclusive
strategies at each of the following implementation steps:

1. Identifying and targeting the population.

2. Registering, ensuring eligibility, collecting information on target population and selected
beneficiaries.

3. Profiling the youth beneficiaries.

4. Delivering and paying for integrated packages of services to connect beneficiaries to jobs,
either self-employment or wage-employment, with strong linkages to the needs of the
private sector.

5. Putting in place the tight monitoring system to evaluate performance.'*®®

189 plan International 2018.
190 Datta, Assy, Buba, Watson et al. 2018b.
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Several digital jobs programs identified gender-specific challenges across these steps, and
developed their own strategies to overcome them.

Challenge 3 Recruiting Young Women to Digital Jobs Programs

The case studies revealed that many S4YE members, and their implementing organizations,
had difficulty in recruiting female youth beneficiaries. Young women had severe time
constraints because of their family and household responsibilities. Safety concerns often
prevented young women from joining digital skills-training programs. Several youth beneficiaries
could not afford the cost of transportation and meals while attending training. Youth digital jobs
programs adopted various strategies to overcome these barriers.

One young woman reported that she was bartering childcare with a relative in exchange for housing.
However, because of the training, she could no longer take care of the children. As a result, she had to
move in with a friend until she could find alternate housing or started earning income.

Another young woman had to drop out of one of the training courses because she could not find
someone to care for her child. However, she was able to join a later training cohort after the local CBO
arranged to provide for childcare during her course hours.

The focus group in Nairobi pointed out that the flexibility of the training program combined with
support from the local CBO was vital for both addressing expectations for caregiving and offering

support for balancing demands.

Beneficiary Focus Groups, Digital Basic Program, Samasource, Kenya

Approach 3.1 Utilize Mixed Recruitment Techniques

In order to recruit young women from disadvantaged communities into digital jobs programs,
project teams created promotional campaigns that targeted spaces which are commonly
frequented by young women. Many programs and initiatives also developed advertisements and
other promotional messages that were context-specific, reflecting the local realities of young
women’s lives, highlighting their specific needs, and describing the opportunity presented by the
digital jobs intervention.

Plan International’s Saksham project in India applied a mix of youth and community
mobilization techniques, including door-to-door outreach, project announcements on cars,
strategically located information kiosks, and social media ads, for recruiting girls and young
women. Storytelling is central to Saksham’s recruitment strategy. Advertisements portray
program alumni who look, talk and act like the girls and young women that Saksham is targeting.
By emphasizing alumni stories, potential applicants can see how the program is relevant to their
own lives. Videos and advertisements are posted in English and in Hindi, and depict girls and

56



young women in classrooms, using computers, discussing the impact that Saksham has had on
their personal and professional lives. Saksham also publishes blogs featuring interviews with
current and past students.

In South Africa, Harambee found that transport costs, phone costs, exclusion from social
networks hindered youth’s job search. In response, Harambee implemented its “Feet on Street
Campaign”, where recruiters worked directly in poor neighborhoods to recruit youth job-seekers.
Harambee also advertised via Facebook, as well as through conducting outreach campaigns via
email and online job search platforms. Program staff also established a mobile system that
allowed program candidates to request phone calls from Harambee call center operators, rather
than having to call Harambee directly. This was designed to reduce phone charges for interested
youth who wanted to speak to Harambee staff to learn more about the program. Finally,
Harambee relied on referrals from community-based partners, faith-based organizations and
youth clubs to identify potential program candidates.

In Kosovo, the World Bank’s Women in Online Work (WoW) Pilot conducted beneficiary
recruitment through four main avenues. Program staff believed that WoW could be most
valuable to university students, who tend to be unemployed/under-employed, with a basic level
of digital literacy, marketable skills, and an intermediate-level of English fluency. As a result,
WoW staff conducted information sessions at universities to inform potential beneficiaries about
the program. Second, program staff leveraged social media marketing, for two main reasons: (1)
Coders Trust, the implementing training partner, identified Kosovar women as avid Facebook
users; and (2) digital literacy could be measured through the breadth and depth of beneficiaries’
online activities. As a result, WoW anchored its online recruitment through targeted Facebook
ads. Third, WoW staff partnered with the Ministry of Economic Development of Kosovo, who led
a recruitment drive through traditional media including TV, radio and the press. This strategy
helped the program reach women who may not have been active Internet users or who may have
lacked Internet access at home. Finally, program staff liaised with local advocacy groups
representing the rights and voices of ethnic minorities and people with disabilities, in an effort
to be inclusive of those disadvantaged groups. These recruitment activities led over 1,100 women
to express interest in participating in the pilot.

Accenture’s Training for the Future program, implemented in collaboration with Education for
Employment (EFE), relies on word-of-mouth from alumni as a key strategy for advertising the
program to prospective candidates. In Morocco, program staff have established an
“ambassadors” program, where alumni are invited to share their experiences at public events
and forums. Social media also plays a substantial role when recruiting female beneficiaries.
Today, EFE Morocco has a Facebook page with over 124,000 fans. In addition, by collaborating
with local government partners, such as Ministries of Higher Education, Training for the Future
has been able to recruit youth directly from career centers.
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Many youth face mobility constraints which inhibit their ability to travel to training programs,
search for jobs, and commute to and from work.'®! In many contexts, these restrictions are
compounded by social norms which further limit young women’s ability to access safe, affordable
and reliable transportation. Recognizing young women’s disproportionate burden of mobility and
financial constraints, and their concerns regarding safety and security, several digital jobs
programs offered stipends and adopted other strategies to decrease risk and increase
accessibility for young women.

Harambee implemented ‘bridging programs’ to place disadvantaged 18 to 28-year-old
unemployed work seekers, with no prior work experience, into entry level jobs in the BPO and
financial services sectors. Program staff found that the job dropout risk was the highest in the
first three months of employment, especially when the newly hired young person needs to travel
far to their place of work. To minimize that risk, program staff adapted a “one taxi ride away from
the job rule.” In practice, this means that Harambee staff consider geographic proximity when
placing youth beneficiaries into employment opportunities. This not only reduced financial costs
for youth beneficiaries, but also helped participating women to feel safer during their commute.
However, this accommodation was not always achievable.

Plan Sri Lanka program staff found several obstacles preventing the use of local telecenters by
rural women. Reasons for low usage included: (1) existing telecenters were mainly owned by
men, in locations that women were not comfortable visiting, (2) opening hours were not
convenient for women’s schedules; (3) content was generic, with no clear applicability or
relevance to women’s lives; and (4) operators lacked sufficient resources to conduct outreach
programs to encourage poor, illiterate women, and women with little or no education to use
their services. Consequently, the Empowering Women through E-Governance initiative sought to
establish at least two telecenters, or ‘Nenasalas’, to be owned and operated by women’s groups.
These telecenters were in turn used by women to access public information and/or train
themselves in digital and other skills.

The World Bank’s Digital Jobs in Khyber Pakhtunkhwa, includes a provincial strategy focused
on supporting regulations, institutions and capabilities with the objective of promoting job
creation and growth. As part of its gender sensitive strategy, the initiative encourages private
sector employers to offer home-based employment and flexible working hours to female staff.
These policies were put in place given the insecurity of the region and the gender norms that
limit the mobility of women outside their homes.'®? Additionally, the Khyber Pakhtunkhwa IT
Board launched Durshal, co-working spaces which incorporate principles of gender inclusivity in
their design: depending on the cultural context of their location, women are provided options of
female-only hours or separate work sections, in a safe, secure public facility with community

%1 Romero and Urquhart 2018.
192 World Bank 2017.
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codes of conduct. There are pilot initiatives to address women’s constraints, including
transportation support, childcare support, or events focused on soft skills, such as confidence
building for women in digital skills programs.1®3

MotherCoders, based in the United States, is a part-time coding bootcamp that specifically
focuses on recruiting mothers as beneficiaries.’® In order to help women with children to
overcome financial constraints, MotherCoders provides affordable childcare facilitates on-site.
Additionally, to accommodate time and mobility constraints, program staff schedules classes on
weekends and on weekdays, according to the times when children are usually in school. This has
the added benefit of allowing women to complete assignments remotely during pregnancy and
maternity leave.

The Italian Association Women for Development (AIDOS) has developed a business incubator
methodology that focuses on strengthening the productive and entrepreneurial capacities of
female entrepreneurs. AIDOS implemented Women Business Development Incubators
throughout the Middle East. This program is described as an “incubator without walls” because
premises are not provided. Instead, the female entrepreneurs continue to operate from their
homes. The program consists of an integrated package of business development services, which
includes a business health check (identifying capacity gaps and limitations), business
management and technical skills training, support for product development and design,
facilitation of access to finance, marketing assistance, support in creating and establishing
linkages with business networks, and individualized technical assistance that focuses heavily on
the provision of business counselling, coaching and mentoring.'%

Exposing young women to digital skills at an early age increases the likelihood that they pursue
tech-related education or employment opportunities. This requires a comprehensive targeting
approach that not only recruits girls and young women into digital skills programs, but also
educates family members and other household decision-makers on the benefits of having girls
develop technical skills.

In 2016, Accenture found that early exposure to coding drives interest in computing among
girls.1% In the United States, with support from Accenture and other private sector partners, Girls
Who Code implements various programs to engage girls aged 10 through 18 in learning computer
science and programming concepts. Activities include free seven-week summer immersion
programs that teach coding, two-week accelerated computer science programs held at local
schools and universities, and clubs that meet weekly for two hours after school or on the

193 World Bank 2018c.
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weekend for 11 weeks during the academic year. By spring 2018, Girls Who Code will have
reached 50,000 girls in all 50 states in the US, successfully inspiring girls to consider studying
computer science and paving the path for future careers in technology. Nearly 90% of Girls Who
Code alumni say they are more likely to pursue a career in technology because of their
participation in Girls Who Code programming activities.®” By 2022, at current course and spend,
Girls Who Code programs will help fill 13%, or roughly 11,000, of the entry-level computer science
jobs needed to be filled by women to create gender parity in the industry in the U.S.1%8

AkiraChix started a High School Outreach Program in Kenya, to promote girls to join STEM
fields. Program activities include bi-weekly training sessions at high schools on thematic areas
such as programming, graphic design, user experience and robotics during every school term.
AkiraChix also runs bootcamps during every school holiday which target the students who could
not attend the biweekly sessions. Additionally, AkiraChix hosts in-person and virtual meetups
every quarter to engage the members, volunteers and mentors. They also host an annual event
on International Girls in ICT Day which exposes high school students to women working in the
tech industry.

Reducing the cost of attending digital skills training programs can make programs more
accessible to young women, regardless of their financial situation. Providing stipends and other
incentives for beneficiary participation can also help address attrition within digital jobs
programs. However, implementers should be aware of the potential risks of providing financial
incentives and other meal and transportation accommodations, as noted below.

In Kosovo, the Women in Online Work (WoW) Pilot provided transportation and meal stipends
to female beneficiaries. Reducing financial barriers for enrolment and participation helped more
trainees to become “active learners”, who completed self-paced online lectures and videos,
actively participated in classroom exercises and discussion, and successful bid for digital jobs
using an online freelancing platform. However, program staff also found that stipends disrupted
the atmosphere of the training, as some beneficiaries complained that students were accepting
the stipend then not attending training. The program team decided to discontinue paying
stipends in subsequent phases of the training to help ensure that beneficiaries were solely
motivated by the value of the skills-training itself. Program staff also learned that training could
be organized better without paying financial stipends, e.g. locations could be more convenient,
and transportation services could be provided.

Youth4Jobs (Y4J) is a skills-training program targeting rural and disabled youth in India. The
organization provides a 45-day training and skill-development program targeting young men and
women with speech, hearing and vision disabilities between the ages of 18 and 20 living in rural

197 Girls Who Code 2017.
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areas. The training includes free accommodation, and includes English language lessons, digital,
life and soft skills training. Program staff work with partners to design an industry-specific
curriculum, followed by on-the-job training. Training is followed by a traineeships and
placements in organizations that may lead to appointment as full-time employees.*®

Ada Developers Academy, based in United States, waives tuition fees for students of its 11-
month intensive coding bootcamp while also providing a stipend.?®® During the classroom
instruction period, which lasts for the first 6 months of the program, students only need to make
sure their cost of living expenses are fully covered. The internship phase lasts for the remaining
5 months of the program, during which students receive a stipend equivalent to minimum wage
for full-time employment. ADA also offers a low-interest loan that students can apply for to cover
living expenses during the classroom period.

The US-based Grace Hopper Program of Fullstack Academy stipulates that tuition is paid only
after the student is hired for a job. Upon enrolment, students make a deposit to secure a space
in the training cohort. This deposit can then be applied toward tuition fee payment once the
student finds a job. After the student gets a job, the tuition is to be paid in nine monthly
instalments. If the student does not get a job a year after her graduation date, the deposit is
refunded. If the student leaves the program halfway, partial or full refunds are provided.

Challenge 4 Retaining Female Beneficiaries in Programs

Digital youth programs reported facing significant challenges with retaining young women in
training, work based learning, and employment. Due to context-specific gender roles, women
often required additional support services to succeed in a training for employment program. A
2018 World Bank report advised that coding bootcamp providers thoughtfully mitigate some of
the constraints young women face in participating in intensive skills training interventions. These
constraints include care and domestic responsibilities, lack of safe transport, and limited free
time.?%! The report also recommended that programs build young women’s confidence, promote
female role models and connect women with wider professional networks.?%? The digital jobs
programs discussed below incorporated many of these approaches to help improve retention
rates for female beneficiaries.

199 Misra 2017.
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We originally had a wide variety of participants, including primary-school dropouts. This created
difficulties at first, as the students had no English skills and had never seen a computer. This led to an
80 percent failure rate in the first cohort. As a result, we switched from solely an application form
entrance to also screening applicants. We also added an ‘impact criteria’ that included a preferential
option for lower income students. Some community partners offered services for childcare, which
addressed another barrier both to women’s recruitment and completion of the course.

Interview with Program Staff, Digital Basics Program, Samasource, Kenya

Many youth employment programs conduct thorough screening of applicants before enrolling
beneficiaries in their training. Youth interested in joining these programs usually must apply
online, submit a CV, take numeracy, literacy and digital literacy assessments, and go through one
or more interviews (by phone and/or in-person). Some programs also administer psychometric
tests to determine candidates’ motivation, resilience, work ethic, and other traits important for
success. Rejected candidates are sometimes referred to local skills remediation programs, and
invited to reapply once their basic competencies have improved. Such a process can help staff to
ensure that their programs truly meet the needs, abilities and ambitions of the accepted
beneficiaries.

In 2017, USAID’s West Bank and Gaza mission partnered with SAP, a leading global enterprise
software company, to hold the first iteration of the Compete Project — Young Professionals
Program (YPP). The YPP was a 45-day bootcamp to provide targeted training in multiple aspects
of SAP’s enterprise software. The recruitment phase lasted for 3 months, during which time the
YPP was advertised extensively in local print media, as well as through social media and
university-affiliated alumni networks and electronic bulletin boards. SAP also held in-person
sessions at local universities to explain the YPP to interested graduates. Advertising materials
emphasized that applicants graduating from the program would become more attractive
candidates for highly-desirable IT jobs. The program specifically encouraged female candidates
to apply for the program. SAP employees conducted a rigorous candidate selection process for
the YPP, including individual interviews, cognitive testing, personality profiling, and essay writing,
to ensure that the chosen candidates had the highest chance of successfully completing the
program. Of the 400 applications sourced from Palestinian companies and universities, SAP
enrolled 18 candidates — a selection rate of less than 5%. Of the 18 YPP trainees, 11 were women.

Laboratoria uses social media — where their target beneficiaries spend the most time - to
recruit a new cohort four times a year. The application process includes an interview and a test
to gauge their aptitude for learning and persevering through challenges. After experiencing
challenges with young women withdrawing from the bootcamp because it was too demanding,
program staff adjusted their interview process to now focus more intently on traits that would
enable young women to complete the demands of the programs program, such as creative
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problem-solving and determination. Laboratoria received over 4,000 applications for their final
2017 cohort, and accepted only 9% of students.

The American India Foundation (AIF) utilized official assessments to test basic skills of
applicants for its Market Aligned Skills Training (MAST), but found that this prevented the most
vulnerable students from participating. To improve retention rates for low-income students,
MAST program staff conduct “motivation-based” assessments. During these assessments,
students walk through training centers and are observed for their interactions with other
students and interest in mock training. On average, one out of every four applicants is selected
to join the program.203

In areas where youth beneficiaries face barriers to movement that limit their ability to attend
training courses regularly, online training programs can provide a convenient and accessible
alternative to in-person training programs. Conversely, many youth beneficiaries — young
women in particular — may have limited ICT access at home. In such instances, in-person training
in centers that provide reliable computer and Internet access may help youth beneficiaries
overcome such barriers. A blended approach that combines both online and classroom training
modules can also help to reduce transportation and food costs that may otherwise be prohibitive.
This approach also provides youth beneficiaries with the flexibility to complete assignments while
still fulfilling other demands on their time. This is particularly important to ensure the
participation of young women who face a disproportionate burden of household and care
responsibilities.

Digital Divide Data (DDD) recruits and trains youth to work as DDD data management
operators (DMOs) to deliver BPO services to their clients. DDD’s recruitment and hiring model
has three phases. First, DDD recruits youth from disadvantaged areas to undergo business
education, soft and technical skills training. The training is a combination of in classroom face-to-
face learning (70%) and online learning (30%). This provides youth with the flexibility to complete
assignments according to their own schedules, while also helping to develop team-building and
communication skills through group activities. In the second phase, DDD hires promising trainees,
who spend an additional three months in a work readiness training program, before they are
placed in a job for nine months of contracted work. During this period, beneficiaries earn a living
wage and receive career guidance. Finally, after this year-long on-the-job training period,
beneficiaries have the opportunity to start higher education, whereby DDD structures their work
schedule to allow for further study. DDD has provided over 900 youth with long-term
employment opportunities in the ICT, business services, retail, and banking and finance sectors.
50% of the beneficiaries who participated in the program were young women and 10% were
people with disabilities.

203 Grimm et al. 2013.
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Accenture and Education for Employment’s joint initiative, Training for the Future, leverages
an online tool to identify skills gaps, train youth in soft and technical skills, and connect youth
with private sector employers. Participants are required to complete an online self-assessment
through Emplea+, which measures an individual’s proficiency level in five core workplace
competencies: self-confidence, self-control, communication, compliance with rules and tasks,
and mathematical reasoning. The program is then tailored to the individual based on factors such
as level of education, self-assessment average score and lowest rated competencies. Based on
their results, beneficiaries are either placed in Online Training or Blended Training (combination
of classroom and virtual training). Students also have the flexibility of completing courses on their
own or at partner locations. This blended approach allows implementing partners to monitor
student progress on the Emplea+ platform, provide technical support, and respond to students’
guestions as they go through the training. It also allows program teams to provide laptops and
Internet connections in areas where students would otherwise lack access to ICT devices and
Internet connectivity. In the first two and a half years of the program, Training for the Future has
trained almost 9,500 youth for traditional and digital employment opportunities. Young women
account for 51% of participants who complete employment training. Of the 4,600 youth that
Training for the Future has placed into jobs, 13% found opportunities in call centers, 11% entered
the ICT sector, and 4% worked in financial services; the remainder found jobs in other sectors.

Implemented by the World Bank in partnership with the Italian Association Women for
Development (AIDOS) and the Tanzania Gatsby Trust (TGT), the Tanzania Virtual Business
Incubator’s program objective is to increase the entrepreneurship capacity and incomes of
women micro-entrepreneurs.?%* The training program consisted of two training packages — a
typical training program that provided entrepreneurship and product development training and
a technical assistance program that provided individualized technical assistance delivered either
in small group settings or at the entrepreneurs’ premises. The technical assistance program also
included business counselling and coaching, which paired entrepreneurs with mentors.

Catholic Relief Services’ Information Technology Training Program (ITTP) for People with
Disabilities also incorporate a blended method or training delivery. The program curriculum
was designed to equip youth with disabilities with advanced digital skills. The program also
provided beneficiaries with soft skills training, including how to conduct a job search, interview
for a job opportunity, and interact in an office. Approximately 30% of training time is spent in
lectures, with the remainder spent on experiential learning and group work. The program offers
one-year, six-month, and three-month courses. Between 2007 and 2012, ITTP trained more than
700 students. 80% of beneficiaries found full-time employment or internships with government
offices, as well as domestic and international private sector companies.?®®

204 World Bank 2015a.
205 Results for Development Institute 2013.
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Many young women withdraw from skills-training programs because they do not see a clear
connection for how the newly-developed skills will improve their employment outcomes.
Similarly, one major limitation with placing skilled youth in digital job opportunities is a lack of
prior work experience. In order to incentivize young women’s program participation, and help
vulnerable youth to overcome employment obstacles, several digital jobs programs developed
models that provided skills training as well as job experience.

The EOH Youth Job Creation Initiative trained disadvantaged youth in South Africa, first-time
job seekers, over a period of 12 months. The program adopted a “learnership” model, which
included 30% classroom or theoretical teaching, followed by 70% of structured workplace
learning. During the workplace learning, beneficiaries were placed in jobs in the manufacturing,
IT, finance and engineering industries. This model allowed youth to embed themselves in
organizational culture, increasing their likelihood of continued employment after the program’s
completion. EOH placed over 35,000 beneficiaries in learnerships from 2012 to 2015. 85% of the
beneficiaries placed were in full-time employment one year after the program ended. 51% of
them were women.

Samasource, an impact sourcing provider based in Kenya, ran a “Digital Basic” program that
provided opportunities for digital employment to youth beneficiaries who were earning below
the living wage in the informal economy, and had little or no formal employment experience.
Samasource’s training-to-employment model involved three steps. First, Samasource hired
beneficiaries directly in its own delivery centers. This provided youth beneficiaries with their first
formal job opportunity. Second, graduates of the Samasource program were given preferential
opportunities to be hired by partner delivery centers. This created opportunities for youth to
progress in the field, and access new roles with increased wages and benefits. Lastly, graduates
were directed to online courses to become self-employed digital microworkers. This final step
helped equip youth beneficiaries with the skills to successfully bid for online microwork contracts,
providing an alternative source of income-generation. This model helped youth enter and remain
in the formal labor market. In 2016, Samasource had a cumulative direct beneficiary count of
8,398 since starting operations in 2008. 85% of beneficiaries continued to work or pursue their
education after they left Samasource. Of those that continued working, 98% were in formal
employment, with 51% of them working in the ICT sector.

CloudFactory, an impact sourcing service provider in Kenya, found that microworkers can
become demotivated when there is not enough work, or experience boredom when doing the
same, repetitive tasks, over an extended period. Program staff resolved these challenges by
engaging with a wide range of clients with differing microwork needs, including companies such
as Microsoft, Facetec, Emberk, Cruise and Ibotta. This enabled them to provide their workers
with a continuity and variety of assignment, resulting in 95% retention over a six-month period.
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Many youth populations, including those in lower-income groups or living rural areas, lack
affordable access to ICTs. Under-developed ICT infrastructure in developing countries can also
result in low network quality and coverage. Furthermore, as discussed in earlier chapters, young
women have a lower access to the Internet and to mobile phones than men. This gender gap in
access limits young women’s remote work and training opportunities. Recognizing these
constraints, many digital jobs programs have developed strategies to provide youth beneficiaries
with ICT access.

In Ghana, Friends of the British Council (FoBC) launched the Digital Innovation Center (DIC) as
a space for young people to share ideas, network, and access IT tools, software and high-speed
Internet. Equipped with high-speed Internet and laptops, the DIC also served as a workspace for
beneficiaries to create their own digital companies and access online freelance IT jobs such as
data entry, image capturing, document reviewing and typing. FoBC also provided beneficiaries
with access to a Skills and Innovation Hub. This Hub was equipped with high-speed Internet and
laptops, which helped beneficiaries to create their own digital companies and access online
freelance jobs.

The Empowering Women Through E-Governance project was launched in 2015, by Plan
International, to help women in target communities in Sri Lanka to claim and exercise their
rights as citizens. An analysis with women in communities in Monaragala and Nuwara Eliya
Districts showed that most have accessed some local government services, but have limited
knowledge of the extent of services available. This initiative works to empower marginalized
women and youths from plantations and rural village communities in Monaragala and Nuwara
Eliya Districts and their CSOs to claim their rights, and access opportunities and services. Program
implementers provided laptops, tablets or smartphones for use at the community level.

In Kenya, AkiraChix program staff recognized that many students did not have safe, reliable
and affordable access to computers, laptops or the Internet. As a result, they were unable to
practice the skills they learned during AkiraChix workshops. To address this issue, AkiraChix
launched the “Once a computer, always a computer” initiative. AkiraChix encouraged all
students, program staff, and community members who had old computers to donate them to
AkiraChix. Staff then distributed the computers to schools and community-based organizations.

Nigeria’s Awele Academy provides teachers, individuals and schools with pre-built STEM kits
and universal equipment. These kits include projects which focus on upgrading students’
technical skills. Awele Academy provides these kits to help upgrade science labs in schools and
to introduce practical computer science and engineering projects to secondary school
curriculum. These STEM kits include software such as Arduino, Raspberry Pi, and Green Energy.
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Challenge 5 Building Self-Confidence in Young Female Beneficiaries

Several youth programs observed that their female beneficiaries were less confident, quieter,
more reserved, and engaged less during training, than their male counterparts. Since active
participation leads to better learning outcomes, youth employment programs can adapt their
curriculum and training methods to improve learning outcomes. This includes promoting
participatory approaches, encouraging equal levels of participation, and providing learning
support inside and outside the classroom.?% Several programs adopted these approaches to
build the self-confidence of young women, and help them to engage in training activities.

The program gave me emotional support; especially from my mentor who kept encouraging me to
change my mindset from considering myself as a failure when compared to other people. | remember
one day, | had found out that my parents couldn’t afford my university tuition, so | was stuck and felt
down. | talked to my mentor about my situation, and she told me that everyone has a goal in life. She
said, “Find out what you can do best and make your life better. The sky is the limit and just know you
are different.” The positive feedback she gave is still in my mind today, and it has made me conquer a
number of challenges that have come my way.

Interview with Graduate, Entrepreneurship Program, Educate!

Many digital jobs programs reported that low confidence levels of young female beneficiaries
resulted in less engagement with training materials, peers and trainers. In order to build self-
confidence, program teams adopted participatory teaching methods to encourage young female
beneficiaries to contribute more substantively to program activities. Program staff can set a
dedicated time during class for beneficiaries to speak to and in front of their peers, such as to
express difficulties with courses. Staff also leveraged social media platforms such as WhatsApp
and Facebook to provide a virtual environment for female beneficiaries to contact each other
and discuss course-related, professional and personal issues. Some programs also found it
necessary to create women-only cohorts to promote more open communication and
engagement with training materials.

Friends of the British Council worked to help disadvantaged and unskilled or minimally skilled
youth in Ghana to enter digital employment through BPO centers and other IT service
providers. FOBC program staff provided youth with training in basic literacy and numeracy skills,
technical skills for the BPO sector (spoken and written communication, online marketing, project
management, finance and accounting) and soft skills (time management, inter-cultural working,
customer relations, self-management). Facilitators created a highly interactive training, and
engaged participants in conversations, role plays, individual and group presentations, and

206 1TU 2018.
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encouraged them to share their questions, concerns and experiences. These program design
elements led female beneficiaries to report improved confidence levels and enhanced
communication skills. 1,003 beneficiaries were trained on technical, digital and soft skills during
the grant period. Of those who were trained, 631 beneficiaries secured some form of
employment.

The Youth Banner is a non-profit organization in Kenya that aims to decrease youth
employment and increase the success of youth entrepreneurs through various initiatives. The
Youth Banner Economic Empowerment Program (BEEP) is a six-month program that recruits
young entrepreneurs into business clubs led by experienced business professionals. These
volunteers mentor youth entrepreneurs and expose them to market opportunities. However,
program staff reported having difficulty recruiting women for their economic empowerment
clubs, because women were not being comfortable in clubs with male peers. Female beneficiaries
also reported that they could not openly share their thoughts and ideas in these co-ed clubs, and
instead opted to be placed in female-only groups. Based on these experiences, the Youth Banner
program staff elected to exclusively target women for their Intel-supported “She Will Connect”
initiative. With support from The Rockefeller Foundation, the Youth Banner partnered with the
Kenyan government to provide training of trainers (ToT) services to local community centers that
in turn provided digital literacy and skills training to disadvantaged youth.

Nigeria’s Awele Academy, provides Private and Group Tutoring facilities to young girls aged 8
years and above. This approach allows students to have more personalized attention during
training. This can help girls who are self-conscious or require more time to understand and
master concepts to have the space to ask questions. Group tutoring also provides an opportunity
for the girls to build strong interpersonal relationships and learn to work in teams with friends —
making the tutoring more enjoyable and thus more interesting.

Many implementers and their youth beneficiaries reported that employers valued soft skills as
much as, if not more, than technical expertise. As the nature of work continues to change,
having complementary digital and soft skills will become increasingly important.

Maharishi Institute, a South African impact sourcing company, implements a one-year program
to help unemployed youth from local communities to enter formal work opportunities. Most
beneficiaries were unable to secure employment opportunities prior to joining their program
because they were unable to effectively communicate their skills and experience to potential
employers. In response, Maharishi modified its training curriculum to incorporate soft skills
modules, including training on workplace readiness. As a result, female beneficiaries reported
feeling more resilient to challenges in the workplace. During The Rockefeller Foundation’s DJA
grant period, 772 youth were trained and placed in call center employment opportunities. Over
75% of the trainees were retained for at least three months after completing the training
program.
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The World Bank and the Fundacion Mujer y Desarrollo Econémico Comunitario, implemented
Innovations for Women’s Economic Empowerment in 24 rural communities in Nicaragua. The
pilot provided beneficiaries with training in social capital formation and leadership; gender
awareness (self-esteem, gender discrimination and gender roles/relations); intra-household
decision making and bargaining; use and control of resources; and, conflict resolution and
domestic violence. Program staff also targeted men for training on gender relations and
awareness.

BOX 5.3 LABORATORIA: CREATING A SAFE SPACE FOR YOUNG WOMEN

In order to increase retention rates, and ensure that women are truly prepared for entering into formal
employment opportunities, Laboratoria creates a culture based on an inclusive and participatory
learning strategy. Beneficiaries are expected to be in charge of their own learning processes,
displaying their commitment to pursuing IT-related education and employment. Program staff help to
cultivate a growth mindset, where students develop the belief that they can overcome challenges with
the encouragement, support and tools that Laboratoria provides to them. Laboratoria provides a safe
space for beneficiaries to experiment, make mistakes, and to provide feedback to each other and to

staff.

Laboratoria’s program has a strong focus on life skills, which are intertwined with how technical skills

are developed. Project-based learning helps ensure that students develop skills such as teamwork,
communication, self-awareness, planning and time management, and problem-resolution. In every
training center, Laboratoria hosts workshops on personal topics and issues affecting women in
particular. Laboratoria also employs psychologists at every location who help ensure that beneficiaries
are provided with the resources and support they need to thrive and learn.

The soft skills program has two parts. The first part occurs in the first month of the program, during
which young women participate in training modules on stress management, gender issues and
identity, and effective communication. The second part takes place towards the end of the training
program, and is more focus on employability. Training module topics include interview preparation,
workplace culture, and financial management.

Approach 5.3 Provide Female Role Models

The ‘role-model effect’ helps young women to more easily relate to their peers, instructors,
and mentors. By speaking with women in STEM, and learning about other women’s experiences,
female beneficiaries can feel more confident in navigating ICT-related careers. Many digital jobs
programs now provide opportunities for young women to connect with other professional
women with experience in digital jobs.

The Women in Online Work (WoW) pilot in Kosovo provided professional mentorship to female
beneficiaries. Mentors included accomplished peers and online freelancers who acted as trainers
in the classroom. Mentors were responsible for assisting beneficiaries with technical issues
during training, while also providing guidance during the job search process. With the support of
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their mentors, trainees were better able to identify online freelancing opportunities that were
good matches for their technical and soft skills.

The Working to Advance Science and Technology Education for African Women (WAAW)
Foundation is an international nonprofit organization based in Nigeria that works to increase
the number of African women entering STEM fields through bootcamps, scholarships and
workshops. WAAW also connects girls and young women with working professionals in the IT
industry who have volunteered to serve as mentors. Program beneficiaries receive advice and
insights from mentors on a range of personal and professional topics, including: future career
options; suggestions for self-learning using online resources and additional trainings; academic
challenges at school; the importance of maintaining and online presence through social media
sites such as LinkedIn; resources to support their success as girls in STEM; and support for
internship opportunities. WAAW’s STEM and Outreach Mentoring Program is currently being run
in 19 chapters across 11 African countries, reaching over 10,000 young people.

Girls in Tech provide one-to-one mentorship opportunities for girls and young women, which
were designed to fit beneficiaries’ educational and professional backgrounds.2%? Girls in Tech
offers two tracks for the mentorship programs: the first targeting professional women, and the
second targeting university students. The mentorship program for professional women focused
on entrepreneurial/intrapreneurial women who hope to hone their business skills, and develop
key technical skills needed to advance in the workplace. The mentorship program for university-
aged women focused on attracting and retaining future female talent in technical fields,
providing career advice and networking opportunities, and introducing entrepreneurial skills that
would benefit students as they enter the professional world.

In the United States, Hackbright Academy, provides two software engineers from leading tech
companies for every student in their Software Engineering Program.2%® Starting from week
three of the twelve-week coding bootcamp, beneficiaries meet once a week to gain confidence,
receive guidance and feedback on projects, and get the personalized direction they need to
flourish during and after the program.

Challenge 6 Combating Misperceptions, Stereotypes and Other Biases against Women

Cultural barriers limit young women’s ability to “spend time online” freely at home, travel to
training facilities to attend ICT courses, access capital needed to launch a business, and enter and
progress in jobs. For example, Plan International Sri Lanka noted that there were many obstacles
for rural women to use community telecenters. Since centers were mainly owned and operated
by men, women were not comfortable visiting them. Program staff have adopted several
strategies to overcome these limitations.

207 http://girlsintech.org/.
208 Robinson 2017; Hammond, Mulas, and Nadres 2018.
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We work with students already at school and selected by the principal of the program. Most of the
women have had some computer training, but we have to address the local norms. To build up
participation of young women, we separate training into men’s and women’s work groups, and we
directly address family expectations that women stay at home. This work is coordinated with the
government that wants training for young women. Government support allows us to deliver skills to
women ‘at home’ and facilitates discussion with families

Interview with Program Staff, Digital Jobs in Khyber Pakhtunkhwa, Pakistan

Approach 6.1 Influence Parents, Spouses, and others to Support Women’s Career Choices

As described in detail in earlier chapters, social norms underlie many of the social, financial and
institutional barriers which limit young women’s participation in training and job programs.
Program staff for digital jobs interventions have tried to engage with family and community
members to combat restrictive social norms for women.

Saksham in India engaged parents throughout the program, thus creating a supportive and
enabling environment for young program participants. By organizing parents’ visits to
prospective job places, Saksham ensured they are comfortable that their daughters would be
working in safe workplaces. Facilitating interactions between parents and employers, Saksham
helped address the concerns that parents have about employment.

Girls Who Code runs national and local campaigns to raise awareness about the gender gap in
coding, counter misconceptions about gender roles in technology, and to drive program
enrolment and participation. National campaigns leverage social media, online and print
publications, and television to educate various groups (parents, schools, girls, etc.) about the
opportunities in digital economy.

Several Laboratoria students and graduates reported that, when considering Laboratoria’s coding
bootcamp, they spoke with their mothers first. Since the idea [of a coding bootcamp] was new to all
of the women, they were initially very scared. However, their mothers listened about the program and
how it would help them to get better jobs. Mothers typically supported girls, because their daughters
liked the program and wanted to do it.

Other beneficiaries said that their spouses were against the idea of them participating in Laboratoria’s
program. Their spouses did not want them out of the house, because men were typically viewed as the
provider and women as the housewives. Several women reported that they had to convince their
spouses that the program was a good opportunity. Others spoke with their family and friends who at
first were skeptics, but ultimately accepted the idea.

Beneficiary Focus Groups, Laboratoria, Mexico
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In many cultures, young women are discouraged from engaging in income-generating
activities, including launching their own business, because of social taboos. However, efforts
are being made to shift social perceptions on a local and national scale. To overcome these
misperceptions, digital jobs programs hosted events that display the skills and aptitude of their
female beneficiaries. They also work directly with private sector companies to identify skilled
young women who could fill employers’ needs.

Before graduating from the six-month coding bootcamp, Laboratoria students participate in
Talent Fest, a 36-hour hackathon. Participating companies provide a real web development
problem they face, and teams of students brainstorm, problem-solve and present solutions.
Companies also have access to historical data on students’ performance throughout the
bootcamp. The in-person participation in the Talent Fest gives companies the chance to see first-
hand how the young women work, providing crucial insight into finding the right fit for openings.
At the same time, the companies hold interviews with high-potential candidates. Companies
which have been part of this fest in the past include Lyft, BCP, Scotiabank, Tekton Labs, GMD,
Ministerio de la Produccién del Perd, Urbaner, ThoughtWorks, Globant, and Everis.

Hiring bias persists in societies where it is taboo for women to work in STEM or ICT-related
careers — or work anywhere at all.2?? Hiring staff may also have negative perceptions about
women in STEM, or assume that candidates are unqualified due to their gender. Employers may
also view female staff as being a larger cost than their male counterparts, due to concerns about
providing maternity leave or childcare support services. Such attitudes may lead employers to be
blind to the value of hiring young women to perform certain digital job roles and responsibilities.
For example, ACWICT program staff reported that many female beneficiaries were given back
office roles whilst young men were given the opportunities to engage with clients. Most young
women did not feel sufficiently empowered to address this inequality with their employer.

Ada Developers Academy, a software developer training program based in the United States,
provides workshops to companies on becoming more inclusive. ADA offers two training
workshops: (1) “Implicit Bias” where trainers provide companies with concrete tools to help them
become more aware of bias, mitigate its impact and reduce its presence in the minds of
individuals; and (2) “Ally Skills” where trainers teach ways to influence and support people who
are targets of systematic oppression based on their gender, sexual orientation, ethnicity, religion,
and other personal characteristics.

209 World Bank 2018a.
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5.4 Program Design Components: Demand-Side
Interventions

Even less evidence exists for identifying successful interventions to promote growth and job
creation of women-owned firms and farms in digital economy, or stimulating digital jobs
creation for young female and male job seekers. S4YE’s guidelines on integrated youth
employment programs envision five steps that project teams must take in designing and
implementing interventions on demand side of the new generation of youth programs:

1. Defining the target youth population, and establishing a profiling of the possible jobs for
target population.

Decomposing the constraints to growth faced by private sector.

Defining the target group of firms to be supported.

Identifying the constraints faced by the target group of firms.

Designing and implementing comprehensive packages for target group of firms.21°

ukwnN

Specific challenges faced by women, owners of firms or farms, and young women, aspiring
entrepreneurs, and promising solutions are described below.

Challenge 7 Difficulty for Women Entrepreneurs to Access & Control Financial Resources

Although both young men and young women face similar barriers when accessing finance,
evidence from recent studies indicates that these barriers are higher for women, especially in
developing countries. 21! Several factors contribute to this imbalance, including restrictive social
norms, lack of traditional collateral (such as land or property which is often registered in men’s
names), women’s lower income levels relative to men, and financial institutions’ prejudices and
inability to design appropriate financial products targeting women.

Mobile money allows mobile phone users to electronically transfer funds to retailers or individuals.
This has lowered fees and created a wider network of efficient commercial exchanges. Currently,
mobile money is growing faster than traditional banking in Uganda and is the most convenient form
of payment that can be used. This is especially for the online business because of the increased
penetration of smartphone use, even in more remote villages.

Interview with Graduate, Entrepreneurship Program, Educate!

210 Datta, Assy, Buba, Watson et al. 2018b.
211 Narain 2009.
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Digital financial services (DFS) refer to a broad range of financial services (payments, credit,
savings, remittances and insurance) accessed and delivered through digital channels, and are
representing promising technologies to support women'’s financial inclusion.?'? Additionally,
earning revenue through online platforms also promotes financial inclusion, as women sign up
for payment systems and bank accounts which often provide them autonomous control over
their earnings.

Over the past ten years, M-PESA, Kenya’s mobile money system, has helped people send
money to one another with just a text message. A recent study found that M-PESA lifted
approximately 194,000 Kenyan households out of extreme poverty. As of 2015, Kenya had only
2,698 automatic teller machines (ATMs) across the country. By creating a network of 11,000
agents who provide deposit and withdrawal services, M-PESA has helped to fill a critical
infrastructure gap. M-PESA has also protected individuals from income and health risks by
providing an opportunity to save for the future, greater access to formal or informal lines of
credit, informal risk sharing and reduced cost of long distance money transfers. The authors posit
that increased financial inclusion, access to remittances, and financial agency helped roughly
185,000 women to move from subsistence farming to business and sales occupations.?*3

In Pakistan, GRID Impact partnered with Karandaaz, a non-profit development finance
company, to design a mobile money app specifically for low-income, low-literate women. The
team of designers and researchers used a behavioral and human-centered design process to
ensure that they were creating solutions with women and not only for women. First, the team
conducted a series of in-depth interviews with providers, mobile money agents, mobile money
customers, and people not yet using mobile money. Next, the team tested different user
interface designs and features with a focus group of low-income women. They helped to identify
and co-create the most appropriate visual assets for the app, as well as the right sequence of
steps for key flows (such as checking account balance and making a transaction). The team then
developed prototypes that simulated the app on mobile devices common in Pakistani markets.
Women were invited to interact with these prototypes on mobile devices and perform specific
tasks. The team observed how easily women navigated the designs, where women encountered
difficulties, and how they interpreted information and visuals on-screen. This feedback helped
the team improve the user experience and interface for the app, thus optimizing the chance of
adoption by its target audience.?!*

Access to credit is often difficult for young entrepreneurs, particularly in rural areas and for
those from impoverished backgrounds, who lack the capital and collateral required by

212 Alliance for Financial Inclusion 2016.
213 Surry and Jack 2016.
214 Fiorillo 2017.
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traditional financial institutions. Young women typically have less access to and/or control over
assets, further limiting their ability to raise credit and to start and grow a business. Digital job
programs supported young female entrepreneurs by training them about and connecting them
to non-traditional finance institutions and alternate forms of finance, ranging from angel
investors and venture capital funding to crowdfunding and competition earnings.

The Caribbean Mobile Innovation Project (CMIP) provides a networking channel for mobile
apps developers and entrepreneurs to connect with stakeholders in the mobile technology
ecosystem, such as angel investors, venture capitalists, national and regional governments, and
established business professionals. CMIP has hosted three regional one-day pitch competitions,
called PitchIT Caribbean, where promising digital start-ups and mobile app developers compete
for USD 5,000 in seed funding. CMIP also assisted winning teams with applying to local, regional
and global financing mechanisms, and helped to match teams directly with potential investors.

Saksham’s youth employment program included job-oriented vocational training (JOVT) as
well as vocational training for entrepreneurship promotion (VTEP). Among the VTEP’s key
components were modules on how source seed-capital, developing a business plan, identifying
value chain linkages, and establishing linkages with government and other welfare schemes.
Saksham also extended support for young female beneficiaries to open bank accounts and join
community-based savings groups.

Exim Bank in Tanzania launched its Women Entrepreneurs Finance Program in 2007 to provide
lines of credit to women entrepreneurs running midsize enterprises. Exim Bank allows the
entrepreneurs to use contracts with reputable companies as collateral for their loans. The
average size of the contracts is USD 160,000. In addition, with the help of IFC, Exim Bank has also
partnered with Sero Lease and Finance, a micro-leasing company in Tanzania, to aid women
moving from microfinance to the formal banking sector, by facilitating the transfer of borrowers’
good credit histories from microfinance institutions to commercial banks.?*>

Development Finance Corporation Uganda (DFCU) Bank created the Women in Business (WiB)
program to assist women who own SMEs to achieve growth by providing them with business
management, financial literacy and traditional loans. To address the collateral challenges faced
by women in Uganda, DFCU created a land loan, enabling women to purchase property that could
eventually be used as collateral for a future business loan. In addition, DFCU created an
investment club which served as a savings scheme, allowing female entrepreneurs to raise funds
together for future business investments.2%®

215 World Bank 2015a.
216 |pid.
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Challenge 8 Digital Entrepreneurs Require Skills & Support for Success

Digital technology is enabling new forms of entrepreneurship.?!’” Knowledge-based online
micro-enterprises can be launched with comparatively less starting capital, and still reach global
markets. ICTs also help self-employed youth to transition into becoming business owners and
help micro-firms to grow and create jobs. However, to take advantage of these benefits, youth
must possess digital, social and business skills. Their success is also dependent on the local
enabling environment, including access to ICT infrastructure and devices, non-discriminatory
legal and regulatory policies, access to funding, and the ability to establish professional networks.

When | became interested in shifting careers, | found that universities were not good places to learn
about business skills. After investigating potential programs, | learned that most of the
entrepreneurship programs are predominantly male. This made the potential for the Foundation
Program quite distinct, as it was set up in a way that made it safe and inclusive. Not only did it recruit
and admit a majority of women, but it also had a significant representation of women from different
ethnic and racial groups, which was highly unusual.”

Interview with Natalia Kyriacou, Entrepreneurship Program Graduate
Founder & CEO, My Green World

Approach 8.1 Train, Mentor and Support Female Digital Entrepreneurs to Succeed

Recognizing the strong need to foster greater involvement of women in tech entrepreneurship
in the region, the Caribbean Mobile Innovation Project (CMIP) organized the 2016 PitchIT
Caribbean Breakfast for Women Tech Entrepreneurs. This event encouraged and recruited
women attendants into the CMIP training program, and raised awareness of CMIP benefits
among women support organizations.

In May 2017, BMZ, UNESCO and SAP brought together over 30 female tech leaders from all
over Africa at the #eSkills4Girls Africa Meetup. The event offered a unique opportunity for
young female entrepreneurs, thought-leaders and industry experts to network, discuss
challenges and effective approaches and to further develop capacities and strategies for
successfully running and scaling up initiatives related to girls in ICT. Using the results of a survey
of current needs among the participants, trainings were offered in leveraging EU funding
opportunities, moderation techniques, media and communication, networking strategies, and
design thinking.

Internet Saathi, a partnership of Google and Tata Trust, is bringing entrepreneurship
opportunities to rural women in India.?! Launched in 2015, this digital literacy program has

217 McKinsey Global Institute 2017b.
218 https://www.google.com/about/values-in-action/internet-saathi/.
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already reached two million women, and is rapidly expanding. Internet Saathi training helps
women to learn how to access, use, and benefit from Internet. It also equips them with tech tools
and content to spread their tech knowledge to other women in their villages. Finally, some of
these trained women can choose to become local agents, who provide assorted services in their
community over Internet-enabled devices. Their roles vary, and include serving as distributors
for telecom products (including phones, SIM cards, and data packs), field data collectors for
research agencies, and financial services agents.

TechnoServe’s Impulsa Tu Impresa project aims to help small and growing businesses boost
their growth through mentoring and business training. Since its launch in 2012, the program has
increased the sales of over 1,000 businesses by USD 38 million and generated 1,400 new jobs in
Guatemala, Honduras, El Salvador, Nicaragua, and Burkina Faso. A recent study of this program
by the Emory University found that small women-owned business showed higher revenue growth
when their owners were mentored by a woman.?°

Girls in Tech is a global non-profit focused on the engagement, education and empowerment
of girls and women who are passionate about technology. Each year, Girls in Tech hosts
AMPLIFY, an annual start-up pitch competition for female entrepreneurs to showcase their
innovations and compete for funding. Attendees include entrepreneurs, venture capitalists, and
angel investors. AMPLIFY also features keynote speeches from industry leaders, and serves as an
opportunity for emerging female entrepreneurs to build their professional networks.

In Egypt, the IFAD-ILO Taqueem Initiative launched a nation-wide reality TV competition that
included both male and female entrepreneurs as competitors. The program, El Mashrou3,
followed 14 young entrepreneurs who competed for a chance to win prizes and support to
launching their own businesses. Program staff designed a randomized trial that evaluated
whether the TV show changed perceptions of young women as entrepreneurs and motivated
viewers to launch their own ventures. Preliminary results indicated that it was possible to shift
public perception on the ability of young women to launch and run their own businesses.??°

219 TechnoServe 2018.
220 Romero, Gardiner, McLaughlin and Martinez 2018.
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BOX 5.4 #ESKILLS4GIRLS: GLOBAL EFFORT TO CLOSE GENDER DIGITAL DIVIDE

Under Germany’s 2017 G20 presidency, Germany’s Federal Ministry for Economic Cooperation and
Development (BMZ) launched the #eSkills4Girls initiative to address the gender digital divide and
promote female participation in the digital economy.

To date, numerous activities have been launched under the #eSkills4Girls umbrella to address
challenges of gender-inclusion in the digital realm, resulting from collaboration between government,
private sector, academia and civil society organizations.

BMZ together with UNESCO has assumed the leadership of the Skills Coalition of EQUALS — the global
partnership for gender equality in the digital age. The shared vision of the Skills Coalition is to increase
the participation of women in STEM in schools, universities and vocational training. Therefore, the
members work on improving the data base on women’s digital skills, design campaigns to make
women opt for a tech career and develop principles for gender-inclusive digital skills trainings.

Within the EQUALS Skill Coalition, BMZ and UNESCO are leading the following initiatives:

Develop and publish principles and good practices for quality and gender-transformative
skills training. The Skills Partnership will draw on existing examples and frameworks to
develop EQUALS Skills Coalition principles that will aim to identify key considerations for
governments, international organizations, donor agencies and educational facilities to
establish quality and gender-transformative skills training initiatives.

Develop operational guidance for practitioners as a reference framework for the
conception, implementation and evaluation of projects to advance quality and gender-
transformative skills training. The EQUALS Skills Coalition will establish an online platform for
practitioners to access tools and information for the conception, implementation and
evaluation of existing and new projects that teach digital skills for women and girls. The online
platform will aim to support the translation of political will into operational strategies to
support the digital inclusion of women and girls.

For more information, please see the #eskills4girls case study in Annex A.
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6. Conclusion: Closing the Gender Digital Divide

Highlights

e This chapter discusses examples of public sector and private sector initiatives working to
close the gender gap in the digital economy.

e Governments can facilitate the empowerment of women in the digital economy by:
ensuring women’s online rights are protected; promoting gender-sensitive digital skills in
the education system; providing and subsidizing equitable access to digital ICTs; and
running public initiatives that address the gender digital divide.

e The private sector can also play an active role in closing the gender digital divide by:
implementing more inclusive policies to address gender bias in the workspace; and
promoting gender equity in supply chains.

Digital youth employment interventions are implemented within a broader context of local
laws and regulations, macroeconomic conditions, social and cultural norms, and business
climate and practices. For youth employment programs to be inclusive of young women, and
optimize their labor market outcomes, program staff must not only understand the sectoral and
institutional environment, but also leverage existing public- and private-sector initiatives for
closing the gender digital divide.

6.1 The Role of the Government

Recent studies have shown that “reducing gender inequality makes economic sense apart from
being the right thing to do.”??! In fact, the human capital wealth of nations could increase by
USD 160.2 trillion, or 21.7% globally, if women would earn as much as men. Policymakers
therefore need to address gender discrimination in laws and regulations.

When 193 UN member states signed the Sustainable Development Goals in 2015, they
committed, inter alia, to achieve gender equality, empower all women and girls (SDG 5), and
enhance the use of enabling technology, in particular information and communication
technology, to promote the empowerment of women (SDG 5.b). There are multiple public-
sector policies and programs that can promote equal rights for women and girls, in education,
employment, and entrepreneurship. This chapter focuses on initiatives that address the gender
digital divide, and create an enabling environment for young women to thrive in digital economy.

221 \Wodon and de la Briére 2018.
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Governments can foster empowerment of women in digital economy by focusing on five key
areas: women'’s rights; education and skills; access; content; and targets.???

RIGHTS
AlA

Protecting and enhancing women’s online rights and privacy, and
combating harassment of women online must be the core of national ICT
or broadband policies. Women (and especially young women) are more
likely than men to face harassment and other forms of abuse online. A 2015
report by the United Nations Broadband Commission for Sustainable
Development revealed that close to three quarters of women online have
been exposed to some form of cyber violence.?? For everyone to benefit
from the digital economy, governments must ensure that women feel safe
when accessing the Internet. Laws must protect women’s rights, without
limiting their freedom of expression and their privacy online. Australia is
responding to “digital harm” challenges by providing support services to
victims while also considering legislative changes to penalize those that used
digital platforms to commit acts of online harassment or abuse.??*

Investing in large-scale, ongoing national awareness campaigns to
eradicate online gender violence and educate users on their rights, privacy,
and security could possibly prevent, or at least drastically reduce the
incidents of online violence against women. Teaching boys and girls, young
women and men, how to practice safety on the Internet, recognize early
signs of online abuse, protect themselves, and condemn abusers, is the first
step towards equal rights for everyone online.

EDUCATION
& SKILLS

@

Integrating gender-inclusive digital skills courses at all levels of education,
and providing similar training for out-of-school girls and women. This helps
states develop their human capital, while also leveraging the transformative
power of ICTs. For example, Nigeria’s National Broadband Plan requires the
Federal Ministry of Communications Technology to monitor the number of
women without access to the Internet, and to provide incentives for private
educational centers and civil society organizations to train more women to
use the Internet.??> Starting in 2018, it will be mandatory for students in
South Korea to spend at least 17 hours per year developing digital skills in a
course on software education.??® This indicates a national strategy to create

222 https://webfoundation.org/.

223 Broadband Commission 2015.

224 https://www.un.org/press/en/2018/wom2139.doc.htm
225 World Wide Web Foundation 2017.

226 https://bit.ly/2MbRgEOQ.
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an pipeline for girls and women to pursue STEM-related educations and
careers.

Addressing reasons for high female drop-out rates from STEM subjects.
Germany’s National Pact for Women in MINT Careers, commonly referred
to as “Go MINT”, brings together politics, business, science and the media in
efforts to improve the image of MINT (mathematics, informatics, natural
sciences and technology) professions in society.??” Launched in 2008, Go
MINT aims to increase young women’s interest in STEM degree courses as
well as to attract female university graduates into careers in business.?%®
Over 260 partners are involved in the effort through a wide array of activities
and initiatives to provide academic and career advice to young women. Go
MINT’s success can be seen in the positive trend of female students in
related degree programs: in 2014 over 40,000 female students chose to
begin degrees in engineering compared to only 12,000 in 1995.%2%°

Designing educational programs to boost confidence and interest of girls
and women. Research by Accenture and Girls Who Code shows that
“universal access to computing in schools will not address the gender gap.
Only by tailoring courses to girls’ specific needs can we boost their
commitment to computing.”?3° Focusing on empowerment and rights, as
well as digital skills, is the comprehensive approach to addressing specific
educational needs of girls and young women.

Investing in ICT training and support of teachers for advancing ICT
education of girls and women. Without sustained investment in
professional development of educators, a country cannot provide high
quality education to its citizens. This includes adapting training curricula and
methods to be more gender-inclusive.?! Governments should also consider
replacing proprietary learning materials with Open Educational Resources to
lower costs and possibly expand the capacity of educational systems.

227 OECD 2018.

228 German Center for Research & Innovation 2013.
229 https://www.komm-mach-mint.de/Komm-mach-MINT/English-Information.

230 Accenture 2016.
231 |TU 2018.
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[:10) 4 INTERNATIONAL GIRLS IN ICT DAY

International Girls in ICT Day is an initiative that aims to create a global environment that empowers
and encourages girls and young women to consider careers in the growing field of ICTs, enabling both
girls and technology companies to reap the benefits of greater female participation in the ICT sector.

International Girls in ICT Day is celebrated every year on the fourth Thursday of April. To date, over
357,000 girls and young women have taken part in more than 11,100 celebrations of International
Girls in ICT Day in 171 countries worldwide.

Source: ITU Girls in ICT Portal, www.itu.int/girlsinict.

ACCESS Providing equitable, affordable access to digital ICTs (Internet, mobile
phones, mobile money, etc.) for all citizens, and in particular to
h disadvantaged groups, such as youth and women can be achieved through

a combination of policies that reduce the cost of Internet, and bring
broadband connectivity to rural areas, poor neighborhoods and
disadvantaged groups.

Governments should create more favorable environments for broadband
and other ICT infrastructure investments, particularly in rural areas. In the
short-run, governments can adopt policies to address infrastructure gaps
and reduce deployment costs. In the long-run, this requires governments to
regulate telecommunications markets through independent agencies and
stimulate fair competition. Governments can also join international
commitments. For example, the Alliance for Affordable Internet has set an
affordability target of 1GB of prepaid mobile data costing no more than 2%
of average per capita monthly income.?3? Alternatively, the Broadband
Commission for Sustainable Development has set a target of offering basic
fixed- and mobile-broadband services at <5% of monthly GNI per capita.?*3

Also, policymakers should expand free Internet access in public places,
such as libraries, schools, clinics, job and community centers. For example,
in Colombia, a program known as “Government Online” offered free
Internet hotspots all over the country, resulting in 81% of Colombian women
having access to Internet as of March 2018.234

232 Alliance for Affordable Internet 2016.

233 Broadband Commission for Sustainable Development 2017c.

234 As reported by Ms. Martha ORDONEZ, Minister for Gender Equality of Colombia, delivering her country’s
presentation at the UN Women’s Commission 62" session.
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Countries can use the Universal Service and Access Funds (USAFs) to
expand digital connectivity and digital education programming (see Box
6.2).23% For example, in Ghana, the government has invested USAFs in the
Digital For Inclusion program, which includes, among other things, mobile
financial services via a digital payment platform. The program has reserved
60% of the local agent positions that sells services for that platform for
women. In Tanzania, the Universal Communication Service Access Funds
(UCSAF) worked with She Codes for Change to train young girls across six
different zones in mobile application development.?3® Winning teams have
the opportunity to compete nationally and participate at the annual ITU’s
“International Girls in ICT Day” Conference.

BOX 6.2 UNIVERSAL SERVICE AND ACCESS FUNDS (USAFS)

Universal Service and Access Funds (USAFs) are communal public funds dedicated to expanding
internet connectivity and access opportunities for those least likely to be connected through market

forces alone. Many countries have established USAFs, which are typically financed through mandatory
contributions by mobile network operators and other telecommunications providers

Source: Thakur and Potter (2018)

CONTENT Ensuring relevant, user-friendly, gender-appropriate, local language
7= content on Internet can be truly empowering to girls and young women
= when they access Internet. In Kenya, the ICT Authority is collaborating with

organizations and individuals to make local data that is relevant to citizens
(e.g. information and datasets regarding health and agricultural practices)
available via a government website, www.opendata.go.ke/. Although this is
an excellent initiative, the data currently provided does not sufficiently
address issues affecting women, including information on reproductive
health, AIDS, antenatal and postnatal care, violence against women, and
women’s legal rights (e.g., information on voting, land ownership, marriage,
divorce and child custody).?3” Periodic auditing of government websites to
assess their gender relevance is necessary to maintain high quality, gender-
appropriate content.

25Thakur and Potter 2018.
238 https://news.itu.int/bridging-the-stem-and-ict-gender-gap-in-tanzania/.
237 World Wide Web Foundation 2017.
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TARGETS Adopting concrete ICT gender equity goals, and allocating adequate
x resources to achieve them ensures that policymakers are accountable for
@ reaching those goals. Time-bound policy objectives are linked to specific
dates for achieving partial or final targets. Collecting, monitoring and
evaluating ICT data disaggregated by gender, income, and location provides
governments with a measure of the progress. Developing new indicators to
measure the impact of ICT on women allows for even greater focus on
women. Data on the participation of women in ICT is extremely limited for
emerging and developing economies. However, a useful source is the UN

Foundation’s Data2X platform (see Box 6.3).

BOX 6.3 UN FOUNDATION’S DATA 2X PLATFORM

Data2X is a collaborative technical and advocacy platform dedicated to improving the quality,
availability, and use of gender data in order to make a practical difference in the lives of women and
girls worldwide. “Gender data” is data that is disaggregated by sex, like primary school enrollment
rates for girls and boys, or data that pertains to women and girls, such as maternal mortality rates.

Data2X works with UN agencies, governments, civil society, academics, and the private sector to close
gender data gaps, promote expanded and unbiased gender data collection, and use gender data to
improve policies, strategies, and decision-making. Data2X is named for the power women have to
multiply progress in their societies.

Source: UN Foundation’s Data2X platform, http://www.data2x.org/.

Addressing “Analog” Constraints

Gender-inclusive digital jobs programs for youth should consider government policies and
business practices that help reduce gender inequality and create an enabling legal and
workplace context for higher participation of women in the labor market. To do so, programs
must address gendered constraints in the digital and analog economy, such as:

TIME Reducing and redistributing women’s unpaid work (including household
CONSTRAINTS  and care duties) through public provision of affordable and quality child
care, parental leave, flexible schedules, and telecommuting. Evidence from

the US shows that gender pay-gaps tend to be smaller in industries where

working arrangements are more flexible.38

238 Goldin 2014.
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SAFETY
CONCERNS

o

Enhancing the security of transportation for women traveling to work
through better lighting in stations, cameras, and alarm systems in buses and
trains, increased law enforcement, education campaigns to change
behaviors, etc. An increase of one minute in commuting time in
metropolitan areas is associated with a 0.3% decline in women’s labor force
participation.?3®

LIMITED
ACCESS TO
PRODUCTIVE
ASSETS

For self-employed women, often in the informal sector, access to land,
property and other resources is critical; facilitating equitable access to and
control of these assets helps women improve their outputs and income.

LIMITED
ACCESS TO
CREDIT

=

For women entrepreneurs, access to credit may be limited when they do
not have control over an adequate collateral. Leveraging innovative
approaches for verifying women'’s credit worthiness through mobile phone
payment transaction history, for example, could help alleviate the financial
exclusion of women.

LIMITED
ACCESS TO
SOCIAL
CAPITAL

Networks, role models, and mentors are very valuable to both women in
employment, and entrepreneurship, providing them with information,
contacts, support and encouragement. For example, in Mexico, the
NifiaSTEM PUEDEN initiative, launched in 2017, invites women who have
prominent careers in science and mathematics to act as mentors to girls
and encourage them to choose STEM courses and degrees.

LACK OF
SKILLS

X

Addressing girls’ and women’s skill deficit in securing highly paid jobs
across industry sectors through various formal and informal training
programs; a recently published study, by Accenture, found that digital
fluency can help women gain employment and attain higher levels of
education, and that it is increasingly important to helping women advance
at work.240

239 Wodon and de la Briére 2018.
240 Digital Fluency is the extent to which people embrace and use digital technologies to become more
knowledgeable, connected and effective. Accenture 2018b.

85



TABLE 6.1 EXAMPLES OF COUNTRIES’ EFFORTS TO REDUCE THE GENDER DIGITAL DIVIDE

COUNTRY DESCRIPTION

Rwanda eRwanda: Campaigns for Enhancing Digital Literacy in Information and Communications
Technology (ICT) Skills. Bridging the digital divide by including women in all ICT training was a
high priority for Rwanda’s government when operations began in 2007. The eRwanda project
trained more than 2,000 citizens and focused on having a minimum of 30% female students in
each of the classes it offered to young Rwandans to obtain the “ICT driving license”.

Sri Lanka eLanka: Common access and training through telecentres. eLanka aimed to develop locally
relevant content through programs that educate marginalized rural populations on the uses of
the Internet. The project created an eGov portal with a focus on creating local content for
women and girls in Sinhalese and on training woman to access information through
government-funded telecentres.

Ghana eGhana: Creating jobs for women in the ICT industry (IT enabled services, Business process
outsourcing). eGhana is credited with employing women in the IT industry and helping create
strong ICT skills among women and young girls employed through the project. eTransform
Ghana, a follow-up operation, builds on the results of the earlier project and includes an elD
component that for the first time allows women to be included in processes related to digital
identity, obtaining credentials, and authentication, all essential elements to online serve
delivery, financial inclusion, and social protection.

Gambia Progressive Math Initiative and Progressive Science Initiative (PSI-PMI), The Gambia. With
support from the World Bank, The Gambia conducted a pilot program called Progressive Math
Initiative and Progressive Science Initiative in 24 upper basic and senior secondary schools. This
program provides math and science courses following best international practices and using 21st
century technology. An evaluation conducted in 2013 showed that participating students
performed better than nonparticipating students, and female students are actively participating
in this program.

Brazil Meninas Digitais in Brazil aims to promote technology and STEM subjects by motivating female
high school students and by developing their skills with short computing courses.
Korea Korea is supporting a research fund for female student research teams in architecture, material

and machinery, as well as computers. They are also promoting female talent in science and
engineering fields by providing field experience programs.

Mexico The OECD Mexico initiative, NifiaSTEM PUEDEN, launched in early 2017, invites Mexican women
who have prominent careers in science and mathematics to act as mentors and encourage girls
to choose STEM subjects. Codigo X in Mexico is a program to orient women to disciplines related
to STEM, and to promote the inclusion of girls and women in ICT sectors.

South Africa South Africa’s initiative, including South Africa’s Women’s Net, provides tailor-made training on
basic digital skills, advocacy and lobbying online.

Argentina Argentina’s Ellas Hacen (They Do) program, in conjunction with the National Plan for Digital
Inclusion and the Digital Educators Network of Argentina, aims to increase digital literacy among
unemployed women and provide the most vulnerable sectors of the population with the
necessary skills, motivation and confidence to use innovative technologies for their own benefit,
through courses for the creation of basic Internet use capabilities.

Source: OECD 2018.
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6.2 The Role of the Private Sector

Gender diversity in the workplace can improve the bottom line for companies.?*! Increasing
focus on gender equity from Investors and customers; and the need to widen talent pools is
creating an urgent need for firms to prioritize gender-inclusive, diversity-committed strategies.
An analysis of almost 22,000 firms in 91 countries suggests that the presence of women in
corporate leadership may improve a firm’s performance.?*? In fact, women’s equality in the labor
force could contribute USD 28 trillion to the global economy by 2025.2%3 Progressive business
leaders are realizing the importance of gender-balanced talent and supplier strategies, and are
leading their companies towards recognized gender equality certifications.?*

Private sector programs for empowering women in digital economy, and achieving gender
equality in the workplace focus on two primary areas: inclusive talent acquisition and
development; and inclusive supply chains.

:]0) QX FIGHTING GENDER BIAS IN THE WORKPLACE

Some companies are using technological innovations to raise awareness of gender
stereotyping. Working with Plan International Finland, Samsung has created the Sheboard, a
predictive text app which questions the way people talk to and about girls, and seeks to raise
awareness of the impacts of gendered speech.

Additionally, SAP Success Factors system has built decision-interrupting nudges into its
technology to make managers more aware of where unconscious bias may be affecting
decisions around hiring and promotions.

Source: Albrectsen 2018

INCLUSIVE TALENT STRATEGY

COMBAT Identifying and addressing adverse stereotypes and implicit biases in their
STEREOTYPES  organization related to hiring, promoting and equitably rewarding women
in digital jobs, and offering mandatory training for managers to recognize

a and counter these biases in talent management practices (see Box 6.4);

241 |FC 2016.

242 Nolans et al. 2016.

243 \Wahlen 2018. As stated by Richard Barathe, UNDP, during the Fourth Global Forum on Business for Gender
Equity convened in Santiago, Chile, in February of 2018.

244 http://edge-cert.org/.
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ANTI-SEXUAL
HARASSMENT

\

Instituting and upholding a clearly defined, uncompromising company-
wide anti-sexual harassment policy, including online sexual harassment;

MEASURE
PROGRESS

Yl

Setting specific targets and monitoring progress on reducing the gender
gap in recruitment, retention and promotion of women in digital jobs,
while linking managerial compensation to progress;

ELIMINATE
PAY GAPS

[

Conducting regular pay-equity reviews and establishing remediation
processes to eliminate existing gaps;

CONTINUED
LEARNING

2]

Providing training, coaching and mentoring programs for female
employees to develop their skills; sponsorship programs?*> have shown
promising results in promoting women and developing a strong pipeline of
female talent; employee resource groups (ERGs) and other internal women
networks can serve as advocates for advancing women in leadership;24®

SUPPORT
FAMILIES

(s

Offering flexible work options, paid maternity and paternity benefits,
child and elderly care, and other family-friendly policies;

IMPROVE HR
PRACTICIES
U

Engaging with EDGE certification body (see Box 6.5) or UNDP SEAL
program (see Table 6.2) to improve HR policies and practices. EDGE
Certification provides powerful tool for motivating companies to assess
themselves against EDGE Certified Foundation standards, better measure
progress, and benchmark themselves against other companies. Convergys
Philippines received recognition as the first business process outsourcing
company in the world to achieve EDGE certification. EDGE Certification is
currently working with nearly 200 organizations, in 50 countries and 23
industries.

245 |nternational Finance Corporation 2016.

246 |bid.
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BOX 6.5 EDGE CERTIFICATION

EDGE Certification is a global, independent and third-party certification system which has chosen to
use certification as an impactful tool to close the gender gap as certifications have three core
characteristics:

Based on objective and measurable evidence of a current status within an organization. It
provides the opportunity to clearly measure progress ‘what gets measured gets done’
Establish a global standard of excellence. Organizations need to establish ‘what does success

look like’
Sustainable instrument to create change, which is uniquely based on transparency,
accountability and recurring processes

Source: EDGE website, http://edge-cert.org/

TABLE 6.2 UNDP GENDER EQUALITY SEAL PROGRAM, COUNTRY EXAMPLES

Examples of Promising Practices: UNDP Gender Equality Seal Program

UNDP Gender Equality Seal program is a unique initiative that certifies companies that have eliminated pay
gaps, increased the number of women in decision making positions, and worked to end sexual harassment on
the job.2’

Chile Chile’s state-owned copper mining company Codelco, is increasing its ranks of female employees
—and boosting productivity in the process.
Costa Rica’s Banco Nacional has promoted dozens of women into managerial roles; the bank is
now a leading regional provider of financing to female entrepreneurs.
In Canada, Scotiabank has used a female mentorship program to become one of the industry’s
most gender-balanced companies.

Costa Rica

Canada

Source: Wahlen 2018.

INCLUSIVE SUPPLIER STRATEGY

GENDER Promoting gender equity in relationships with suppliers (ILO’s Better
EQUITY Work Programme, IFC’'s SheWorks) and supporting women to engage in
their supply chains through programs such as WeConnect International

Q (NGO that identifies, certifies and provides training to women-owned

enterprises and connects them with qualified multinational companies);

247 Wahlen 2018.
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ENGAGE Including women in domestic supply chains as distributors or retailers. For

LOCALLY example, Unilever’s Shakti program in India, launched in 2000, relies on
® women and their family members to distribute Unilever products to hard-
ﬁ-'_° to-reach rural villages.

BOX 6.6 GSMA’S CONNECTED WOMAN PROGRAM

GSMA’s Connected Women programs works with partners to deliver socio-economic benefits to
women and the broader mobile ecosystem through greater inclusion of women across the industry.
The program is focused on increasing women’s access to and use of mobile phones and life-enhancing

mobile services in developing markets, as well as closing the digital skills gender gap, attracting and
retaining female talent, and encouraging female leadership in technology on a global basis.

Source: GSMA 2015

6.3 Conclusion

Scaling Digital Jobs for Youth Interventions

Governments, private sector firms, NGOs, academic institutions and other stakeholders
seeking to close the gender digital divide and create quality youth employment opportunities
for young women must be committed to scaling digital jobs programs. ‘Scaling up’ refers to the
process of entails deepening the development impact of an intervention, increasing participation
of vulnerable populations that have been previously excluded, and that program results can be
sustained and adapted in different contexts.?*® When making strategic decisions about scaling
up, stakeholders must consider how to scale, what actor to involve in scaling efforts, and how to
ensure that program quality is retained. As stakeholders determine the appropriate responses to
these questions, they should adopt a combination of the following five approaches to scaling up
digital jobs programs.

= Create Ripple Effects through Partnerships. Stakeholders should use existing networks
and platforms to share experiences, lessons learned, success and failures with other
actors. For example, the Principles for Digital Development (PDD) represent nine
guidelines “to help digital practitioners integrate established best practices into
technology-enabled programs.”?*° Over time, the Digital Principles Community formed
and established an online forum to facilitate peer learning.

248 | arson, Dearing and Backer 2017.
249 https://digitalprinciples.org/.
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Embed Program in a Policy Framework. Stakeholders should leverage the scale of
established institutions and infrastructure, such as existing community education and
training models. For example, Year Up has grown from a local start-up to a national NGO
that offers work-readiness and skills training to disadvantage youth in urban areas across
the United States.?? Part of Year Up’s successful scaling strategy lay in partnering with
community colleges to capitalize on the resources of like-minded institutions.
Stakeholders should also influence policy changes that promote scaling up impact. This
includes obtaining public funding, changing restrictive business regulations, or advocating
for governments to join global commitments and compacts.

Change Mindsets. Implementing transformative gender-inclusive digital jobs programs
will require stakeholders to combat social norms that limit women’s work. This includes
supporting participatory, community-based advocacy and strategies to change
discriminatory attitudes, beliefs and behaviors.

Make the Business Case. Once a youth employment intervention achieves uptake in the
private sector, the program becomes more sustainable and more likely to scale. Investing
in integrated, inclusive digital jobs programs for youth helps to create a highly-skilled,
diverse workforce that meets the specific needs of firms. Increasing women’s
employment is also linked with positive business outcomes, including increased
productivity, firm performance and employee retention.?> Consequently, private-sector
support for digital jobs interventions can increase revenue and reduce costs for firms
across all industries.

Build Evidence. There is a dearth of evidence on the impact and effectiveness of youth
employment interventions, particularly those focused on connecting youth with digital
job opportunities. As stakeholders continue to experiment, innovate, fail and succeed, it
is crucial to track gender- and age-disaggregated indicators that measure jobs impacts,
business performance and return on investment. For example, in 2017, the World Bank
launched the Jobs M&E Toolkit, which provides tools for program implementers to collect
data on key jobs results throughout the entire project cycle.?>?> This data collection
process can help to encourage systematic assessments of the impacts of digital jobs
programs. These indicators and tools are also for stakeholders designing and
implementing counterfactual impact evaluations, further strengthening the evidence
base for digital jobs programs.

The global proliferation of ICTs has created opportunities for young people around the world
to engage in digital work. These digital jobs are not only limited to work within the IT industry

250 Bradach and Grindle 2014.
21 Hammond, Mulas, and Nadres 2018.
252 Krishnan, Karlen, Peterburs, and Tokle 2017.
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(e.g. software development, hardware design, networking), but also include work — such as data
entry, image categorization, graphic design, office assistance —where ICTs enable workers to find,
perform and get paid for work online. Work in the public and private sector, including online
outsourcing opportunities in BPO, microwork and virtual freelancing, provide significant
advantages for young people hoping to enter the labor force for the first time.

However, there remains a disconnect for young women hoping to take advantage of the
numerous benefits provided by digital jobs. Many young women in LMICs face greater legal,
financial and social barriers to digital employment than young men. These obstacles are further
exacerbated by local conditions, such as underdeveloped ICT infrastructure, that limit young
women’s access to and use of ICTs.

Practioners and policymakers have an opportunity to spur greater social and economic
development by designing integrated, gender-inclusive interventions that empower young
women to become more active players in the digital economy. Program teams must develop
proper understanding of the local context, identifying the constraints preventing young women
from accessing digital employment opportunities, the conditions that limit the success of young
women’s entrepreneurship ventures, and the barriers preventing firms from creating digital jobs.
Gender mainstreaming strategies should be incorporated throughout design and
implementation, including inclusive approaches to young women’s recruitment, retention and
completion. Projects must also integrate demand-side considerations into program design,
working to build capacity for entrepreneurs and private sector companies to create jobs and
connect with qualified young women to fill those vacancies. By leveraging public- and private-
sector initiatives aimed at reducing the gender digital divide, project teams can help young
women to access the many opportunities generated by the digital economy.
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Digital Jobs for Youth:
Focus on Young Women in the Digital Economy

SOLUTIONS FOR YOUTH EMPLOYMENT (S4YE)

Solutions for Youth Employment (S4YE) is a multi-stakeholder coalition among public sector, private
sector, and civil society actors that aims to provide leadership and resources for catalytic action to
increase the number of young people engaged in productive work. The S4YE coalition was founded by the
World Bank, PLAN International, International Youth Foundation (IYF), Youth Business International (YBI),
RAND, Accenture, and the International Labor Organization (ILO).

S4YE’s mission is to provide leadership and catalytic action and mobilize efforts to significantly increase
the number of young people engaged in productive work by 2030, by developing innovative solutions to
youth employment through practical research and active engagement with public and private
stakeholders to enable solutions at scale. S4YE combines a pragmatic approach to identifying solutions
for youth employment with an evidence-based advocacy platform to increase access to productive work
for young people.

DIGITAL JOBS REPORT

The Digital Jobs for Youth: Focus on Young Women in the Digital Economy annual report is intended to
provide operational recommendations for the design and implementation of future supply- and demand-
side digital jobs interventions for youth.

Using a newly developed digital jobs typology, the report will identify drivers of demand across various
categories of digital work. The report will then extract lessons learned from past and ongoing programs
implemented by S4YE coalition members in overcoming supply- and demand-side barriers to youth digital
employment. In doing so, the report will identify design elements and strategies that would be especially
helpful in connecting young women to the digital economy. Finally, this report will provide
recommendations for the design and implementation of a new generation of integrated and gender-
inclusive digital jobs programs for youth.

This report is targeted at private sector organizations, civil society organizations, international
organizations and donors, and government agencies that are interested in exploring innovative ways to
promote digital employment for youth.

CASE STUDIES
Case studies will form a crucial part of the evidence base for the report, providing insights into the

experiences of S4YE members. S4YE is keen to highlight evidence that reports on gender-disaggregated
impacts and outcomes for employment programs that connected youth with digital jobs opportunities.
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The report will highlight programs that:

trained youth in digital literacy and entrepreneurship skills;

connected youth with digital work opportunities such as online microwork and freelancing, coding
and mobile application development, digital start-ups, call centers, and business process
outsourcing;

utilized digital platforms to inform youth about job opportunities, allow them to share resumes,
and connect them with employers;

help youth access the jobs in the shared economy (e.g. Uber, Airbnb, Care.com);

provided support to firms/enterprises to increase their ability to employ youth in digital jobs.

CRITERIA FOR CASE SELECTION

Should include youth (persons aged 15-29); projects that specifically target young

women are strongly preferred, but not required.

Ongoing projects implemented for at least 1 year; or closed projects completed within the

past 5 years.

LEARNING QUESTIONS

Design & Implementation

1.
2.
3.

4.

What was the development objective of the intervention?

Who were the various intended beneficiaries of this intervention?

What were the project design components of the intervention? Were there any project design
components specifically targeted to young women?

What were challenges involved in implementing this intervention, particularly in targeting young
women? How were these challenges overcome?

Impact & Outcomes

5. What were the desired and achieved economic impacts of the intervention?

6. What were the desired and achieved social impacts of the intervention on young men and young
women?

7. Towhat extent did outcomes match the needs of beneficiaries, and specifically, of young men and
young women?

8. What were the differences in outcomes for beneficiaries, and specifically, for young men and
young women?

Implications

9. What were design elements and implementations strategies that were used which you would
modify, remove, include and/or scale up in the future?

10. How can digital jobs interventions for youth account for the different needs of young women and
young men during program design and implementation?

11. What were challenges and opportunities unique to young women in accessing and retaining
different types of digital jobs?

12. What are strategies for improving the financial sustainability of digital jobs interventions for

youth?
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Digital Jobs for Youth:
Focus on Young Women in the Digital Economy

SECTION 1: PROJECT DETAILS

1.1 Implementing Organization

1.2 Project Name

1.3 Project Location

1.4 Project Duration

1.5 Project Budget

1.6 Sources of Funding

1.7 Target Population

1.8 Digital Job Type(s)
See Digital Jobs Typology

SECTION 2: BACKGROUND

2.1 Country Context. Briefly describe a) youth unemployment levels, b) youth digital literacy levels, and
c) Internet penetration rates. Where possible, disaggregate by age, gender, area of residence (rural,

urban), and/or income level.

2.2 ICT Landscape. Briefly describe the size of the ICT sector, including contribution to GDP and the
types of actors involved (e.g. government, ICT enterprises, startups, innovation hubs).

SECTION 3: PROJECT DESIGN

3.1 Project Overview. Describe the project’s activities, intermediate objectives, and overall goal.
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3.2 Supply-Side Project Components. Please identify and describe the supply-side components

included in the project.

a. Skills Training for Individuals or Micro-Enterprises (e.g. on the job training, Y/N
apprenticeships, internships, or classroom-based learning)

b. Employment and intermediation services (e.g. information systems, job search Y/N
assistance, and counseling, transportation subsidies, mobility grants to youth)

c. Employment Subsidies (e.g. wage subsidies, tax credits, or vouchers, direct payment Y/N
to employers or workers, public works programs)

d. Other (please describe) Y/N

3.3 Demand-Side Project Components. Please identify and describe the demand-side components

included in the project.

a. Enterprise Promotion for Firms & other Programs to Address financing Constraints Y/N
(e.g. lines of credit,/guarantees, grants, asset-based finance, youth entrepreneurship

programs)

b. Capacity building and Information Provision (e.g. matching grants, training programs Y/N
to firms, consulting services)

c. Sector-specific Approaches (e.g. programs connecting large firms with SMEs, VC Y/N
development approaches, impact sourcing)

d. Financing for Positive Social Externalities (e.g. government programs to enable Y/N
private sector investments with large jobs payoffs)

e. Other (please describe) Y/N

3.4 Additional Project Components. Please identify and describe any additional project components

included in the project.

a. Regulatory Policy (policy analysis and advice on labor market legislation, developing
tax and benefit systems that encourage youth employment)

Y/N
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b. Fundamental System Reform (capacity building of institutions, enabling Y/N
macroeconomic environment)

c. Other (please describe) Y/N

3.5 Gender-Specific Project Components. Please describe any gender-specific design components
included in the project (e.g. training sessions for female entrepreneurs only, grants specific to women-
owned enterprises, direct hiring of male ex-combatants, subsidies for single mothers).

SECTION 4: PROJECT IMPLEMENTATION

4.1 Targeting Strategies. Describe the strategies used to identify and recruit beneficiaries. Highlight any
specific strategies used to target female beneficiaries.

4.2 Targeting Challenges. Describe any challenges in targeting, recruiting and/or retaining
beneficiaries, and the strategies used to overcome them. Include any course correction done during
the project.

4.3 Beneficiary Needs. Describe how the needs of young women differed from those of young men,
and what strategies were used to address those differences.

4.4 Beneficiary Experiences. Describe challenges and/or opportunities beneficiaries experienced in
accessing, creating or improving digital jobs. Highlight any challenges and/or opportunities unique to
young women.
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SECTION 5: MONITORING & EVALUATION

5.1 Results Framework. Describe the results framework used for this project, including the methods by
which M&E data was collected. If possible, share the results framework with the S4YE Secretariat.

5.2 Population. Provide a breakdown of the intended and actual number of beneficiaries served. If
possible, disaggregate data by age, gender, residential area (rural or urban), and income level.

5.3 Indicators. Identify which of the following indicators you are tracking, and provide values. Not all
indicators are relevant to all projects. If you are tracking different indicators, please include them.

Where possible, disaggregate data by gender

Total

Women

Men

1. Number of beneficiaries served (target)

2. Number of beneficiaries served (actual)

3. Number of new enterprises created/registered by
beneficiaries

4. Number of jobs created by new enterprises (if possible,
disaggregate by women-owned and men-owned enterprises)

5. Number of jobs created by existing enterprises (if possible,
disaggregate by women-owned and men-owned enterprises)

6. Number of beneficiaries employed by enterprises

7. Number of beneficiaries becoming self-employed

8. Average income of beneficiaries (before project)

9. Average income of beneficiaries (after project)

10. Average increase in earnings (intended)

11. Average increase in earnings (actual)

12. Number of beneficiaries receiving benefits e.g. social
security, pension, insurance (before project)

13. Number of beneficiaries receiving benefits e.g. social
security, pension, insurance (after project)

14. Number of beneficiaries reporting job satisfaction (before
project)
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15. Number of beneficiaries reporting job satisfaction (after
project)

16. Average length of time to find a job (for individuals)

18. Average level of firm sales/revenues (before project) n/a n/a
18. Average level of firm sales/revenues (after project) n/a n/a
19. Average increase in profits (intended) n/a n/a
20. Average increase in profits (actual) n/a n/a
21. Number of workers receiving benefits e.g. social security, n/a n/a
pension, insurance (before project)

22. Number of workers receiving benefits e.g. social security,

pension, insurance (after project)

23. Number of workers reporting job satisfaction (before

project)

24. Number of workers reporting job satisfaction (after

project)

25. Average length of time to fill a vacancy (for firms) n/a n/a

Other

SECTION 6: PROJECT IMPACT (defined in terms of job access, job creation, and job quality)

6.1 Project Successes. Describe the major successes of the intervention, with respect to the impact on
access to, creation of and/or quality of digital jobs for youth. Discuss whether these impacts are likely

to be sustained in the future.

6.2 Project Limitations. Describe the limitations of the intervention, with respect to the impact on

access to, creation of and/or quality of digital jobs for youth.

6.3 Unintended Consequences. Describe any unintended consequences of project implementation.

Highlight both positive and negative consequences.
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6.4 Livelihoods Strategies. Describe how beneficiaries’ livelihoods strategies changed during and/or
after the project. Highlight any differences between the livelihoods strategies of young women and
young men.

6.5 Beneficiary Outcomes. Describe the extent to which outcomes for beneficiaries matched their
needs. Discuss the reasons for any differences in outcomes between young women and young men.

SECTION 7: LESSONS LEARNED

7.1 Key Takeaways. In retrospective, describe elements of the project that you would add, remove or
modify to improve overall impact of the project (with respect to job access, job creation, and/or job
creation).

7.2 Scalability. Describe opportunities and/or barriers to scale the project in the future.

7.3 Sustainability. Describe opportunities for and/or barriers to the financial sustainability of digital
jobs interventions for youth.

7.4 Recommendations. Provide practical suggestions which, if implemented, could improve the
effectiveness of youth digital jobs programs in the location.
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SNAPSHOT

Federal Ministry for Economic Cooperation and

Rreaniation Development (BMZ2)

Project Name #eSkills4Girls Initiative
Location Global
Date(s) of Implementation 2017 — present

G20 members; private sector companies; academia; civil

FERDEH)  (eadE) society organizations

ABOUT HESKILLS4AGIRLS

In the framework of Germany’s G20 presidency 2017, the Federal Ministry for Economic Cooperation and
Development (BMZ) launched the initiative #eSkills4Girls to overcome the gender digital divide and
promote the participation of women and girls in the digital transformation.

Starting with the Chinese G20 presidency, digitalization has been receiving special attention from the G20
as the spread of digital technologies has been considered an important driver of development and growth
within the G20 member states and beyond. The digital ministers’ 2017 declaration and the roadmap take
note of this increased awareness and cover 11 fields of action and ambitious goals regarding the near
future of digitalization. Bridging the gender digital divide is one of the 11 fields. Most importantly, the
declaration supports the G20 initiative “#eSkills4Girls” and calls for building synergies.

“The empowerment of women is an essential cross-cutting issue and an important area for the future of
the G20 states”, said the German Chancellor Angela Merkel during her speech at the Women20 Summit
in Berlin in April 2017. #eSkills4Girls brings both topics together: it is about women’s contribution to
digitalization and about education. #eSkills4Girls is a key issue for the future, because half the population
is still underrepresented in digitalization, particularly in developing and emerging countries.

In 2018, under the Argentinian G20 presidency, the closing of the gender digital divide has been taken up
by the Education and the Employment Working Group.

GLOBAL COMMITMENT

At their summit in Hamburg on 7 and 8 July 2017, the G20 leaders endorsed the #eSkills4Girls statement
as an annex to their Leaders’ Declaration.?3 The statement defines common goals to facilitate education,
employment and entrepreneurship opportunities for women and girls in the digital economy.

253 #eSkills4Girls Statement (2017). Transforming the future of women and girls in the digital economy. Available at:
https://www.g20germany.de/Content/DE/_Anlagen/G7_G20/2017-g20-initiative-eskills4girls-
en.pdf?__blob=publicationFile&v=4.
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OBSERVATIONS
Within the statement, G20 members:

e Recognized that digital skills are vital to participate in and succeed in the digital economy. As
such, G20 members recognized the need to provide women and girls with tailored opportunities
to develop relevant skills and to effectively use them.

e Recognized the importance of encouraging girls’ and young women’s early interest in STEM
subjects to lay the foundation for lifelong learning and empowerment in the digital economy.

e Acknowledged the importance of providing educational opportunities for digital literacy for girls
and young women of all ages, particularly for the most vulnerable groups.

e Emphasized that increasing women’s representation in STEM-related technical and vocational
education and training (TVET) programs is key to increasing women'’s representation in the digital
economy.

o Noted that lack of access and affordability are two of the most important obstacles to women
and girls’ initial access and use of technological tools. G20 members further recognized the
importance of gender equality in education, and the need to address discriminatory norms,
structures and institutions which may prevent that access to education and may make it difficult
for women to develop their capacities as users, employees and leaders in the digital economy

e Recognized the need to generate resources to increase the security and privacy of women online.
This includes increasing awareness of prevention cyber violence to promote the safety of women

online.

e Recognized the need to develop content and services in other languages and formats in order to
make it more accessible to women and girls, particularly the most vulnerable groups.

e Emphasized that the participation of women in the digital economy, particularly in leadership
and decision-making positions, is indispensable to economic growth.

e Supported the need to enable women’s and girls’ entrepreneurship in the digital economy.

e Recognized the need for reliable and exhaustive data on women and girls in the ICT in order to
support any country level decision-making with regards to policies.

COMMITMENTS

In line with these observations, G20 Members made the following commitments:

e Promote the collaboration and sharing of best practices and lessons, by collectively and actively
contributing to the #eSkills4Girls online knowledge and exchange platform.
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e Encourage partnerships of all parties and stakeholders according to the 2030 Agenda, and to
increase public and private sector, international organizations, academia and civil society
partnerships.

e Commit to partnerships with the African governments to promote gender-inclusive digital
economy, according to the Agenda 2063 of the African Union.

e Promote and provide education, employment and entrepreneurship opportunities for women
and girls in the digital economy, particularly for low income and developing countries.

KEY ACTIVITIES

To translate the political commitments into practice, numerous activities have been implemented as part
of the #eSkills4Girls initiative. They are the result of the collaboration between governments, private
sector, academia and civil society organizations.

PRIVATE-SECTOR PARTNERSHIPS

The promotion of digital skills for women and girls is not only a matter of equality but also pays off in
economic terms. Thus, global IT players like Google and SAP have supported the #eSkills4Girls initiative
with financial resources and own projects.

In May 2017, BMZ, UNESCO and SAP brought together over 30 female tech leaders from all over Africa at
the #eSkills4Girls Africa Meetup. The event offered a unique opportunity to network, discuss challenges
and effective approaches and to further develop capacities and strategies for successfully running and
scaling up initiatives related to girls in ICT. Using the results of a survey of current needs among the female
tech leaders, trainings were offered in EU funding opportunities, moderation techniques, media and
communication, networking strategies, and design thinking. Among the tech leaders were: Carolyne
Ekyarisiima, a Mandela Washington Fellow and Tigo Digital Change Maker, a social entrepreneur and
founder of Apps and Girls, an organization that works to bridge the Tech gender gap in Africa by
empowering girls with coding and entrepreneurship skills; and Agang K. Ditlhogo, the co-founder of The
Clicking Generation-ICT Academy for Kids and Teens, a social enterprise which offers computing and
technology curriculum to kids and teens in both urban and rural Botswana. This event led to the creation
of the #eSkills4Girls network to continue the dialogue among the tech leaders.

Spearheaded by SAP since 2015, the Africa Code Week (ACW) is a continent-wide digital literacy initiative
reaching out to hundreds of schools, teachers, governments, businesses and non-profits. For the 2017
edition, BMZ supported 20 coding workshops in 17 African countries specifically designed for more than
8,000 participating girls and young women. The workshops take place in tech hubs, one Juvenile Centre
and a refugee camp. Among the main challenges described by the local organizations were lack of
hardware, power outages, poor Internet connection, and low levels of digital literacy among the
participating girls. 90% of them were at a very basic level in using computers or had no previous exposure
at all. Most of the girls and young women were recruited in schools, and there was a great interest among
girls to participate.
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The women who take part in these workshops were between the ages 8 to 27 years and came from poor
socioeconomic backgrounds. Volunteer trainers and teachers introduced the women and girls to the
basics of coding using Scratch, as well as to mobile application development and software programming
languages. The Asikana Network based in Zambia, combined the coding workshop with a one-day
hackathon. This was set up with a goal of creating efficient solutions to community problems. The two
winning teams were provided an opportunity to participate in the accelerator program after the
hackathon. This accelerator program is conducted by BongoHive, Zambia's Innovation and Technology
Hub for startup businesses.

In May 2017, #eSkills4Girls invited over 30 female tech leaders from all over Africa for the Transform Africa
Summit in Rwanda. This gave the women an opportunity to network, discuss the various challenges and
efficient solutions, and strategies for increasing initiatives related to girls in digital industry.?>*

Google supported the #eSkills4Girls Hackathon — an intensive work session in four different regions
worldwide —in Eastern Europe, South America, Eastern Africa and South Asia. Teams were asked to create
new and tangible solutions for the gender digital divide. The winning team was ‘Developers in Vogue’ from
Ghana. They developed tailored and personalized curricula to train women in software development, data
science and match them with real-time projects and jobs.

GLOBAL MULTI-STAKEHOLDER PARTNERSHIPS

BMZ together with UNESCO has assumed the leadership of the Skills Coalition of EQUALS — the global
partnership for gender equality in the digital age. The shared vision of the Skills Coalition is to increase
the participation of women in STEM in schools, universities and vocational training. Therefore, the
members work on improving the data base on women’s digital skills, design campaigns to make women
opt for a tech career and develop principles for gender-inclusive digital skills trainings.

The success of the Skills Coalition is based on:
e Regular meetings among the coalition members;
o Ashared commitment to achieve the deliverables of the workplan of the coalition in collaboration
with other coalition members; and
e Participation in the work of the coalition members by sharing resources and staff time.

In cooperation with the BMZ, UNESCO works on the following deliverables:

Develop and publish principles and good practices for quality and gender-transformative skills training.
The Skills Partnership will draw on existing examples and frameworks to develop EQUALS Skills Coalition
principles that will aim to identify key considerations for governments, international organizations, donor
agencies and in particular different educational facilities to establish quality and gender-transformative
skills training initiatives. Instead of providing high-level policy advice, the work will outline strategies to
engender ICT throughout the curriculum; hone pedagogy to support girls’ and women’s empowerment;
and tailor programs for gender equality outcomes. The principles will provide a gender lens through which
different stakeholders can analyse current principles and practices and make changes or initiate new

254 Africa Code Week — Factsheet.
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initiatives to ensure girls’” and women’s essential and equal role in digital knowledge societies. The aim is
to have a substantial number of actors adopt these new principles 2019 and are use them to guide their
work.

Develop operational guidance for practitioners as a reference framework for the conception,
implementation and evaluation of projects to advance quality and gender-transformative skills training.
The EQUALS Skills Coalition will establish an online platform for practitioners to access tools and
information for the conception, implementation and evaluation of existing and new projects that teach
digital skills for women and girls. Backed by political commitments (e.g. the G20 #eSkills4Girls declaration),
the online platform will aim to support the translation of political will into operational strategies to support
the digital inclusion of women and girls. It will include data on women’s and girls’ digital skills; projects
supporting digital skills development in different settings; and instruments and tools for awareness-raising,
mentoring, advocacy, training, community-building, capacity-building, outreach, communication and
research; case studies on promising programs; and practical guidelines and tools. It will draw on existing
materials and publications, consultations with relevant stakeholders, and the Digital Development
Principles.

DIGITAL SKILLS PROJECTS FOR WOMEN AND GIRLS

29 flagship projects on digital skills for women and girls have been set up or have been strengthened by
the G20 and its partners.

One German flagship project is “More job opportunities for Palestinian youth.” On behalf of BMZ, the
Gesellschaft fir Internationale Zusammenarbeit (GI1Z) and the KFW Development Bank are supporting the
introduction of dual studies in Palestine. The program is part of a special initiative designed to stabilise
and promote development in North Africa and the Middle East run by the BMZ. Through the projects that
make up this special initiative, BMZ is helping to open economic and social prospects for people in the
region.

Based on a successful dual study model developed in Germany, the newly designed Dual Studies Program
of Al-Quds University (AQU) aims to bring about the integration of theory and practice and to link
university studies more closely with labour market needs. The first of its kind in the country and sub-
region, the Program offers an innovative approach to Palestinian higher education, combining academic
studies with on-the-job training under real life conditions in private companies. Initially, three subjects
have been launched at the new Dual Study Faculty: Electrical Engineering, Business Administration and
Information Technology (IT).

Both the theoretical and practical stages of these B.A. programs are being developed and applied in
cooperation with a wide range of partner businesses to ensure that the curricula meet their needs and
deliver the competencies they require. As such, the Program relies on the close cooperation between Al-
Quds University and the Palestinian private sector.

Since the Dual Study Program began in January 2015, more than 160 Palestinian partner businesses have
signed up to the Program and, together, they are offering 312 paid on-the-job training places each year.
The dual curricula for these subjects have been developed in collaboration with private sector
representatives and have been accredited.
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In total, the project plans to prepare at least 500 students for successful careers, at least one-third of
whom will be young women. To this end, a gender analysis has been prepared which informs several
measures specifically designed to recruit young women to the studies program and to support them in
entering the labour market after graduation.

WeCode is a programming school and software agency focused on women, set up in East Africa. This
school is supported by a partnership of GIZ, German Cooperation, PSF and ICT Chamber. The first part of
this program is a 11-week long bootcamp. The best students from this bootcamp go into a 15 weeks
advanced courses such as Mobile App + Frontend Developer, Q &A Specialist and Data Analyst.

CAPACITY BUILDING FOR POLICYMAKERS

Capacity development for policy and decision-makers is critical in ensuring that they are advocates and
champions for the policy recommendations on digital skills for women and girls. A series of
#HeSkills4Policymakers workshops will be conducted by the World Wide Web Foundation through a
partnership of experts drawn from civil society and intergovernmental and developmental organizations
like UNESCO and the African Development Bank (AfDB), with the support of BMZ.

These trainings will focus primarily on policy and decision-makers working in the education sector. In
addition, representatives of government institutions that act as enablers such as affordable access to
internet and devices, access to government-held information via ICTs, privacy and data protection
considerations will be targeted. The trainings will draw upon the network of grassroots initiatives
conducting digital skills training for women and girls, the #eSkils4Girls Africa Network. This would have
the added benefit of facilitating discourse between women and youth with policymakers, bringing much
needed perspectives from their experience to the policy table and further strengthening multi-
stakeholder engagement.

ADDITIONAL ACTIVITIES

The #eSkills4Girls online platform showcases projects on digital inclusion, shares stories about female role
models and bundles information about studies, data and events by different partners.

Female role models who have created successful tech careers are an inspiration for young women and
girls to discover their opportunities. With a study and a video, the initiative acknowledges women who
work every day to challenge existing gender roles and stereotypes. In 2018, a book publication is
envisaged to further increase the visibility of female role models in the tech industry.
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SNAPSHOT

African Centre for Women in Information and

Dieaplestionts) Communications Technology (ACWICT)

Project Name The Vusha Project

Location Kenya

Date(s) of Implementation March 1, 2014 — February 28, 2017

Funding Amount USD 504,210

Partner(s) / Funder(s) H}E;?:ekefe”er Foundation’s Digital Jobs Africa (DJA)

Number of Youth Beneficiaries Trained Total: 19,927 | Women: N/A | Men: N/A

N f Youth Beneficiari
umber of Youth Beneficiaries Total: 3,555 | Women: N/A | Men: N/A

Employed

Avg. Monthly Earnings of Youth Short Term Contracts: USD 40
Beneficiaries after Program Long Term Contracts: USD 800
Type(s) of Digital Work Private Sector — Non-ICT Sectors
Source of Metrics Internal monitoring & evaluation

ABOUT AFRICAN CENTRE FOR WOMEN IN INFORMATION AND
COMMUNICATIONS TECHNOLOGY (ACWICT)

ACWICT is a Kenya-based ICT for Development (ICT4D) organization whose mission is to promote women’s
and youths’ access to and knowledge of ICTs as tools for sustainable development. Since 2007, ACWICT
has worked with large organizations to address the challenges faced by poor and disadvantaged young
people from the informal settlements of Kenya to improve their digital job skills and employability
prospects.

The Vusha Project was a three-year initiative with the overall objective to improve the employability
prospects and income-generating capacities of 4,500 high potential, disadvantaged women between the
ages of 20-29 from low-income households in Kenya. The program focused predominantly on recruiting,
training and placing women, but also had a small male contingent.

The intermediate objectives of the program included:

e Obtaining training tools for online work

e Recruiting and training a total of 4,500 young people from disadvantaged households

e Expanding ACWICT’s existing employer network by actively engaging the private sector, county
governments and non-profit organizations by hosting 36 quarterly employer roundtables

e Organizing at least 36 career counselling and mentoring workshops
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The project coursework was designed to incorporate classroom, self-study, workshops and follow-up
activities, on-the-job training (optional) as well as job placement support. The entire course duration was
designed to take a total of 888 hours translating into 28 weeks including internships.

There were 2 phases of the Vusha Project model:

e Phase 1: Training. ACWICT worked with local partners to market the program to young women in
their communities. All applicants accepted into the program were required to attend the ACWICT
training. At the end of the training period, beneficiaries completed an online exam to test their
technical IT skills. Those who passed this exam were awarded globally-recognized certificates?®.
Thereafter, they moved into job placement.

e Phase 2: Job Placement. ACWICT has a growing network of over 1,000 employers who hire
ACWICT graduates. On average, at least 80% of the young people trained are placed into jobs,
internships and apprenticeships. ACWICT established a feedback loop with employers, which
allows employers to provide input and feedback on the relevance of the training and the quality
of the graduates. This information is to improve subsequent training cohorts, and ultimately
ensure the employability of ACWICT graduates. In addition to these placements within ACWICT’s
network, ACWICT also has a team that searches for external work opportunities for beneficiaries.

PROJECT DESIGN & IMPLEMENTATON

Supply-Side Components Demand-Side Components

[ =

%n Training & v Improving Access to

Q Skills Development Finance for SMEs

g Employment & v Capacity Building & 9

‘é" Intermediation Services Information Provision

= Subsidized Employment x Targeted Sector-Specific x
Approaches

ACTIVITIES

Through the Vusha Project, ACWICT provided youth with market-driven technical IT skills, life and
entrepreneurship skills for employability and job-placement support. With these skills, young people
engaged in online work as a new way of generating income. Key project activities included:

e Identifying four counties for implementation in the program’s expanded strategy

e Recruiting and inducting county program staff (including program officer and community
mobilizer) in each of the four counties targeted by the project

e Obtaining training tools for online work and integrating these in the employability training
calendar

255 Including the following qualifications: CompTIA (Computing Technology Industry Association) A+ and EUCIP
(European Certification of Informatics Professional) and advanced courses will be connected to the Microsoft
Employability Portal
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e Recruiting and training a total of 4,500 young people from poor and disadvantaged households in
Kenya in Technical (IT) skills, online work skills, financial literacy skills and life skills for
employability;

e Expanding ACWICT’s existing employer network by engaging the private sector, county
governments and non-profit organizations by hosting 36 quarterly employer roundtables (12 per
year; three in each of the four counties targeted);

e Organizing events and activities such as career workshops and mentors’ days to increase the
profile for the project, project participants and project partners (including funding partners);

e QOrganizing least 36 (12 per year; three in each of the four counties targeted) career counseling
and mentoring workshops; and,

e Carrying out continuous tracking, monitoring and evaluating project performance, activities and
impact on the targeted youth and applying feedback received to improve project performance.

RECRUITMENT

The Vusha Project targeted high potential disadvantaged youth. The program targeted youth aged 20-29
from poor and disadvantaged households in Kenya, specifically from Nairobi’s main informal settlements
(Kibera, Kawangware, Mukuru, Mathare, Kangemi and Korogocho) and four counties outside of Nairobi
(Mombasa, Kisumu, Kiambu, Machakos, Kajiado, Busia, and Isiolo). Additionally, young people targeted
by the “Vusha” project were be at their transition point in their education from high school/vocational
and/or tertiary education to the world of work. The program focused predominantly on recruiting women.
However, the project faced challenges in recruiting and retaining only women. Consequently, the project
expanded its targeting strategies to include a small male cohort.

During recruitment, ACWICT worked closely with local authorities, county government authorities and
faith-based organizations to advertise their program and open applications. The application window was
a period of one month. Young people who applied for the program were required have their applications
certified by a community leader. Once certified, applicants submitted their paperwork at designated
collection points. Applications were screened for ACWICT’s eligibility criteria which is:

e  Must be female

o Aged19-24

e Qut of school for at least one year

e Living in the informal settlements of Nairobi, Kisumu and Lake Victoria Shores.

After the screening process, the remaining applicants underwent an admission test and an interview.
Successful applicants were announced and accepted into the training process.

IMPLEMENTATION CHALLENGES

The main implementation challenge faced by ACWICT was attracting and retaining young women. Most
women had severe constraints on their time due to the household responsibilities that they had to fulfill.
ACWICT made a concerted effort to identify female beneficiaries. ACWICT also provided incentives for
their participation by offering basic child care facilities.
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The cost of transport to the training facilities was often prohibitive. High transportation costs meant that
beneficiaries would not attend training. To address this, ACWICT collected information about the
beneficiaries’ addresses, distance traveled and ability to pay for transport was during the recruitment
phase. Using this information, ACWICT established training centers in locations that beneficiaries could
easily access.

Many beneficiaries could not afford to pay for meals. The cost of food while attending training was
identified as another main barrier for beneficiaries’ attendance. ACWICT provided a small stipend to
beneficiaries for a meal after training. It is not clear how this stipend was disbursed to the beneficiaries.

BENEFICIARY EXPERIENCES

During the program, male beneficiaries were often more assertive and confident whilst female
beneficiaries were typically quieter, more reserved and more supportive to fellow learners. In instances
when a young man was paired to share a computer with a young woman, the man would often take the
lead. However, when two young women shared a computer, they would support each other and facilitate
joint learning. As a result, beneficiaries’ learning and subsequent performance was found to be
accelerated when they worked on their own computers or when they shared a computer with the same
sex.

Trainers also perceived male beneficiaries to learn comparatively faster about technology than their
female counterparts. Trainers accommodated the different paces of learning by allowing male
beneficiaries to continue to explore more advance topics while the trainers reinforced the more basic
concepts to female beneficiaries.

Female beneficiaries also experienced safety and security concerns once they entered post-training
employment. On occasions when work ended late, young women feared being victims of crime when
returning home. ACWICT encouraged female beneficiaries to negotiate alternative working hours to
mitigate this risk.

EMPLOYMENT OUTCOMES
beneficiaries registered on placed in
generated income online job platforms digital jobs

Through scaling the Vusha project, ACWICT trained 19,927 beneficiaries over three years. This exceeded
the initial target by 15,427 youth. Scaling was enabled by the county government of Kisumu and the
national ministry of ICT, which funded the extension of the Vusha model to communities not originally
targeted by ACWICT.

3,555 beneficiaries accessed income-generating opportunities because of the Vusha project. 920 of these
beneficiaries were placed in digital jobs including data entry, online article writing, transcription, online
content writing, online sales and app development. Some of them are also engaging in social media
marketing, web development and graphics and 2,635 signed up to various online job platforms.
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average task-based payment average monthly income
(short-term contracts) (long-term contracts)

The monthly incomes for ACWICT beneficiaries engaging in digital jobs, including data entry, online article
writing, transcription, online content writing, online sales and app development ranged from USD 145 —
USD 290. The average monthly income for youth engaged in online work was approximately USD 800 for
long-term contracts. Task-based payments ranged from USD 30 — USD 50 per task.

Beneficiaries have been able to move out of their parents’ homes and support additional family members
because of having a job, engaging in online work or starting their own enterprises.

KEY FINDINGS

1. Vusha Project beneficiaries typically found digital jobs in the insurance and ICT sector. Most of
these jobs were existing vacancies in firms in ACWICT’s network of employers. Additionally, where
beneficiaries were not placed in digital jobs, they undertook online work.

2. Once placed in employment, female beneficiaries were often given back office roles whilst
young men were given the opportunities to engage with clients. On some occasions, women
were able to address this with the employer as a result of the life skills training. However, in many
instances, women did not feel sufficiently empowered to address this gender disparity.

3. The prohibitive cost of internet connectivity, the high cost of acquiring computers, and the lack
of ICT hubs in rural communities prevented beneficiaries from expanding the amount of online
work they undertook. In addition, unreliable power supply with frequent blackouts prevented
continuous learning and led to beneficiaries missing out on online opportunities.

4. Program staff reported that the program helped to reduce alcohol abuse among some youth. In
one county near Nairobi, high rates of alcohol abuse amongst the youth were recorded prior to
the program. However, these rates were reduced for youth involved in the Vusha Project.

RECOMMENDATIONS

1. Conduct adequate research and scoping of the employment and entrepreneurship sector to
ensure that the skills acquired by the beneficiaries are relevant to the job market. This will
increase the likelihood that beneficiaries access employment or income-generating opportunities
once they complete the program.

2. Partner with traditional authorities and government agencies to garner community
engagement and support. Such partnerships help to give credibility to programs that are new and
unknown to the community, and therefore increase the rates of participation, engagement and
retention.
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Adopt specific targeting strategies for women. Due to context-specific gender roles, women
often require additional support. This can take the form of childcare facilities, meal stipends and
flexible delivery modes (such as making the training available on digital platforms) to ensure that
women can actively participate and engage fully in the program and receive the maximum benefit
from the training. Gender-sensitive recruitment will help to ensure participation in digital
programs and to ensure that they benefit from the training and placement.
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Organization(s) World Bank Group

Project Name Caribbean Mobile Innovation Project

Location Ja'maica (hub.countr\();‘Trinidad & Tobago; Barbados; St.
Kitts and Nevis; Dominica

Date(s) of Implementation 2014 — Present

Funding Amount CAD 1,500,000

Partner(s) / Funder(s) World Bank Group

Number of Youth Beneficiaries Trained Total: 464 | Women: N/A | Men: N/A

Total Investment Raised USD 473,666

Total Sales Revenue uUsD 387,023

Type(s) of Digital Work Digital Entrepreneurship

Internal monitoring & evaluation
Source of Metrics EPIC Progress Report
EPIC Midterm Review

ABOUT CARIBBEAN MOBILE INNOVATION PROJECT

The Caribbean Mobile Innovation Project (CMIP) is a capacity building project which is regionally centered
and internationally focused. The project employs a multifaceted approach designed to enable the growth
of sustainable and competitive mobile enterprises. The CMIP provides a networking medium for mobile
apps developers, entrepreneurs, industry players, angel and venture capitalists, national and regional
governments, and mentors — all stakeholders in the mobile technology ecosystem, to position the
Caribbean mobile apps sector as a global player.?®

The objectives of the CMIP are twofold:

e To strengthen the Caribbean mobile innovation ecosystem; and
e To enable growth-oriented mobile enterprises to rapidly grow.

CMIP targets aspiring and existing mobile application developers and entrepreneurs from the CARICOM
region. The project model is based on supporting and coordinating activities in 4 hubs (locally based start-
up ecosystem enablers; hereinafter called “mHubs”) throughout the Caribbean region. To do so, the CMIP
engages with governments, academia, civil society, international donors, and investors to encourage their
support of the project and the regional start- up ecosystem.

256 CMIP is a sub-component of the Entrepreneurship Program for Innovation in the Caribbean (EPIC), the goal of
which is to contribute to increased competitiveness, growth, and job creation in the Caribbean region through the
development of a robust and vibrant innovation and entrepreneurship ecosystem.

126



Importantly, the CMIP also aims to increase gender responsiveness of the mobile innovation ecosystem
and encourages meaningful participation of women in the project’s activities.

PROJECT DESIGN & IMPLEMENTATION

Supply-Side Components Demand-Side Components
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ACTIVITIES

Lean Mobile Startup Development (LMSD) Course

All entrepreneur registered with the CMIP are offered training courses on start-up and product
development. This training program is designed for entrepreneurs who seek to develop and grow their
mobile app business. LMSD serves as a pre-accelerator training program for the PitchIT Start-Up
Challenge, equipping entrepreneurs with the tools and mindset to increase their chances of success.

The course is supported by weekly webinars and coaching sessions, during which the entrepreneurs:

e Tested and validated their idea.

e Developed a prototype of their mobile app.

e Selected the right revenue model and develop their Go-to-Market strategy.
e Developed and designed a pitch deck and effectively pitched to investors.

In-person training was also provided re: how to pitch, how to master public speaking and how to manage
one’s non-verbal communication and presentation of self in professional settings.

PitchIT Hackathon

Regional hackathons with participants from CARICOM countries which extend beyond the four mHub
locales. Each mHub stages its own Hackathon with winners receiving automatic qualification to participate
in the PitchIT Regional Bootcamps and the PitchIT Regional Start-Up Challenge.

PitchIT Regional Bootcamps

An intensive two-day in-person training bootcamp to prepare eligible entrepreneurs for the PitchIT Start-
up Challenge. The bootcamp is specifically geared towards improving entrepreneurs’ pitch decks and
presentation skills.

PitchIT Regional Start-Up Challenge

CMIP organizes a regional one-day pitch competition. Five winners are each awarded a coveted spot in
PitchIT Caribbean mHubs based in Barbados, Dominica, St. Kitts & Nevis, and Trinidad & Tobago. Winners
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also each receive: USD 5,000 each in seed funding to help develop their businesses; an all-expenses paid
trip to an international pitching event; and access to online training. The acceleration services received
include mentoring by business and technology experts, networking opportunities, working space and
facilities, all expense-paid trips to international conferences and pitch competitions as well as intense
product development and investor readiness training.

Regional mHubs

Business accelerators based in Barbados, Dominica, St. Kitts & Nevis, and Trinidad & Tobago, and the CMIP
Central Office in Jamaica. Through the mHubs, CMIP offers a suite of services to growth-oriented mobile
entrepreneurs, including: coaching on investment readiness and investor engagements; in-person
networking events and mentorship; educational webinars offered by CMIP Central; opportunities to
participate in global start-up competitions, conferences and bootcamps, including SLUSH Global. mHubs
also assist entrepreneurs with applying to local, regional and global financing mechanisms, and help to
match teams directly with potential investors. Mentors also offer business development support and
career counseling.

OUTREACH TO FEMALE ENTREPRENEURS

“Being able to see other young women in the Caribbean be focused when it comes
to their businesses and believe that they can achieve more than the average
lifestyle, gave me motivation to be an ambassador to more women who may want
to pursue the paths of male dominated arenas.”

Female entrepreneur, Dominica

Recognizing a strong need to foster greater involvement of women in tech entrepreneurship, the CMIP
took specific action tailored to create more gender equity in this space. In January 2016, CMIP held the
2016 PitchIT Caribbean Breakfast for Women Tech Entrepreneurs. CMIP partnered with Entrepreneurship
Department at the University of Technology (based in Jamaica), who committed to referring more than
10 female students for admission to the training. The event was designed to:

e Encourage participation of women tech entrepreneurs in the CMIP by engaging and educating
enabler organizations regarding the benefits of the CMIP project.

e Engage and educate women tech entrepreneurs brought in by the enablers regarding the benefits
of the CMIP project.

e Directly recruit women tech entrepreneur attendants for the CMIP training program.

e Become the focus point within the mobile innovation ecosystem that facilitates discussions on
issues of engagement and tech enterprise development for under-represented groups.

The discussions that ensued indicated the high level of interest in the project by women and have helped
to initiate the positioning of CMIP as a gender-responsive facilitator of the mobile innovation ecosystem.
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BENEFICIARY EXPERIENCES

“I learned about becoming an entrepreneur. | learned how a business is run and met
other entrepreneurs. It challenged me on views of what | wanted to do. [...] | got
coaching on presentations and pitching. | would participate in something like this
again.”

PitchIT Competitor

The CMIP entrepreneurs reported that the information received from their respective mHubs was useful
and enhanced their businesses. The majority of program participants are confident that they were now a
part of the large network of CMIP entrepreneur peers who are actively engaged and available, creating a
supportive community and forum willing to help in problem solving, trouble shooting and idea generation.

Female entrepreneurs, in particular, have indicated that the CMIP program were effective and relevant
to supporting their business needs, and that support to start-ups was effectively delivered. They also
reported learning new skills, gaining new knowledge around business management and leadership, and
reaping professional benefits through networking with peers, consultants and facilitators.

EMPLOYMENT OUTCOMES

36 USD 473,666 USD 387,023

commercial products investment sales revenue
launched raised generated

Since roll-out of CMIP activities through the mHubs in 2015, there has been a steady increase in awareness
and participation by digital entrepreneurs. Through the financial, professional and personal support
provided by mHubs, CMIP entrepreneurs have commercialized 36 products during the program, and have
achieved a cumulative total of USD 473,666 in investment raised with USD 387,023 of additional sales
revenue.

PitchIT Caribbean Challenge 1.0 (June 2016)

The inaugural PitchIT Caribbean Challenge held in Montego Bay, Jamaica in June 2016, showcased 25 high-
potential mobile startups representing seven territories throughout the Caribbean region. The teams
pitched to a panel of regional and international judges in front of an audience of investors, entrepreneurs,
public and private sector organizations and other entrepreneurial interests. They participated in a rigorous
selection process and workshops with expert

PitchIT Caribbean Challenge 2.0 (December 2016)

Following the success of the Breakfast for Women Tech Entrepreneurs, CMIP implemented several
activities under the PitchIT Caribbean Challenge 2.0, including training courses, hackathons and the start-
up challenged. 219 entrepreneurs applied for the training program, of which 44% were women. 207
applicants from 13 countries were selected to participate in the online training course (47% were women).
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Ultimately, the PitchIT Caribbean Challenge 2.0 received 44 applications, and 25 teams from 10 countries
were selected to participate. The five winning teams were each granted USD 5,000 in seed funding. All 5
winners were women.

PitchIT Caribbean Challenge 3.0 (June 2017)

PitchIT Caribbean Challenge 3.0, held in June 2017, saw the launch of the Caribbean Lean Mobile Startup
training course. 111 participants completed the course. Four hackathons were held, with a total of 29
teams participating in Barbados (7), Dominica (7), St. Kitts and Nevis (5), and Trinidad and Tobago (10).
The PitchIT Caribbean Challenge 3.0 received 54 valid submissions and featured 25 mobile startups from
9 countries. The top 5 entrepreneurs each won a package valued at USD 15,000, including: USD 5,000
seed funding; a trip to an international pitching event; online training; and placement in a PitchIT
Caribbean business accelerator in the region. 4 of the 5 winners were women.

KEY FINDINGS

1. Prioritizing business development led to more cohesive ecosystem for mobile entrepreneurship.
While the initial focus of the program was on assisting entrepreneurs first with the technical aspects
to first develop their apps and then to help them develop their business, this sequence has been
reversed and entrepreneurs are now invited to first focus on business development, to follow with
the technical aspects of their business. The UWI team indicated that this slight change makes a
positive difference as approaching business development first aligned with the notion of taking a more
holistic capacity development approach.

2. Differences in levels of maturity of national ecosystems created challenges to the design of a
relevant regional program. For example, entrepreneurs found inconsistent access to business
development services as they tried to scale regionally. As a result, each mLab was given the autonomy
to prioritize different accelerator services according to the country context.

RECOMMENDATIONS

1. Ensure sustainability plans for future project implementation are informed by entrepreneur
feedback on services for which they would be willing to pay. Feedback obtained in a December 13,
2017 project debrief meeting has already ascertained that entrepreneurs would be willing to pay for
esteemed mentors who would provide them one-on-one guidance over a certain period. Honing such
a funding model is critical as it would ensure that the future implementation of the CMIP has viable
funding sources to meet with project execution expenses. With such a structure in place, the
framework would be set for the growth of continued digital job creation for the region’s youth.

2. Connect young entrepreneurs with the financial opportunities to leverage their skills. Skills training
and capacity building initiatives are insufficient to forming sustainable businesses. Programs must
ensure that participants are not only equipped with crucial knowledge and skills to run their own
businesses, but are also provided with assistance and guidance for accessing capital. These challenges
can be addressed by: establishing regional partnerships and crowd-in private sector investment;
providing connections to potential financing sources to enabler clients; and/or considering more
formalized linkages to development finance institutions, such as the IFC).
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Develop program components addressed to under-represented population segments. This is of
particular importance if the program does not have specific targeting strategies in acquiring youth
and/or women entrepreneurs. Programs should explore opportunities to collaborate with similar
programs within the region, or reach out to stakeholders embedded in diverse communities.
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Organization(s) CloudFactory

Project Name N/A

Location Kenya

Date(s) of Implementation 2014 - 2015

Funding Amount usD 2,000,000

Partner(s) / Funder(s) :’nr;;al'\’t(invc:efeller Foundation’s Digital Jobs Africa (DJA)

Number of Youth Beneficiaries Trained Total: 420 | Women: N/A | Men: N/A

Number of Youth Beneficiaries
Employed

Avg. Monthly Earnings of Youth
Beneficiaries after Program
Change in Income for Youth
Beneficiaries (%)

Total: 420 | Women: N/A| Men: N/A
USD 240

40% — 200% increase

Types of Digital Work Online Outsourcing — Microwork

Internal monitoring & evaluation

Source of Metrics .
Social Impact Report

ABOUT CLOUDFACTORY

CloudFactory is an impact sourcing service provider.?>’ CloudFactory’s primary objective is to connect
individuals in the developing world to basic computer work and train them as leaders to address poverty
in their own communities.

During the DJA project period, CloudFactory employed a 2800-member workforce from Kenya and Nepal
to undertake high-volume, data intensive work. Tasks included data entry, data processing (audio
transcription), data collection and data categorization. CloudFactory workers were categorized as
independent contractors, whereby CloudFactory did not provide or subsidize the cost of accessing
computers or internet connection for its workers.

While the ICT sector presents a significant opportunity for youth employment, there are a number of
barriers that youth face in securing employment in digital jobs. CloudFactory noted that digital literacy is
a significant barrier for many unemployed young people. Additionally, access to a computer and internet
is a barrier faced by many youth, particularly individuals in rural areas, seeking digital employment.

257 The Rockefeller Foundation defines ‘Impact Sourcing’ as a socially responsible arm of the Business Process
Outsourcing (BPO) industry that intentionally employs people who have limited opportunity for employment -
often in low-income areas.
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The CloudFactory model followed a team-based structure and the company invested in the development
of impact sourcing workers through training. The training provided by CloudFactory was client-specific,
technical training that related to the beneficiaries’ responsibilities. Impact workers were organized into
five-member teams managed by a team leader, who reported to a manager. Each manager looked after
approximately 20 teams and reported to a senior manager who was responsible for 100 teams.
CloudFactory’s expertise lied in breaking up a typical workflow into small micro units, which could then
be performed by CloudFactory’s virtual workforce.

CloudFactory’s workforce worked remotely and were paid a living wage for their services weekly.
Additionally, a core team was typically based at CloudFactory offices to complete more complex tasks.
Workers who were part of the core team received lunch on a daily basis, as well as a travel allowance.

PROJECT DESIGN & IMPLEMENTATON

Supply-Side Components Demand-Side Components
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RECRUITMENT

CloudFactory targeted unemployed university graduates, and recruited initially through digital media
platforms. After the first few years of being in existence, when Cloud Factory had reached several
thousand workers, the recruitment strategy evolved to be conducted primarily via word of mouth.
CloudFactory ensured that the workers met the eligibility criteria through their screening and interview
processes.

These eligibility criteria included:

e Must be a Kenyan citizen

e Must be 18 years old or above

e Have access to a computer and the internet
e  Fair knowledge of English

Applicants completed an online application form that required personal details, education and
employment history and an assessment of their strengths and weaknesses and ideal working
environment. The online application form also verified whether the applicant had a laptop and a reliable
internet connection. Thereafter, applicants completed a basic onboarding assessment which evaluated
applicants’ basic digital literacy, typing skills and internet navigation. Applicants who received 85% and
above on the onboarding assessment were invited to an interview with CloudFactory staff. Successful
candidates were then invited to training.
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TRAINING ACTIVITIES

The training was technically-focused, aimed at teaching workers how to do digital microwork and
equipping them with practical skills such as data extraction, audio transcription, data moderation and data
analysis, that would enable them to effectively conduct their work. There were approximately three days
of training per unit of work. Depending on the tasks type, training could be online or in person, however
most of the training was in-person to promote team interaction and feedback. The training was client-
specific and if applicants adequately completed the training, they were given access to the CloudFactory
platform.

THE CLOUDFACTORY PLATFORM

The CloudFactory platform is an online portal that facilitates the completion of microtasks through cloud-
based technology. On the platform, the average person worked 10-20 hours per week at their
convenience and was paid out on a per-task basis whereby workers earned an average of USD 60 per
week. In 2015 CloudFactory piloted hourly workstreams to assess workers’ appetite for this model.
Instead of being charged and paid out on a per-task basis, hours were used. This model gained traction
whereby workers in this model worked and were paid according to hourly shifts. Today, the company has
both per-task and hourly work available.

In 2015, CloudFactory provided jobs to 1,021 new workers in Nepal and Kenya, bringing the total number
of workers employed throughout the year to over 2,800. During the DJA project period, CloudFactory
employed a total of 420 workers in Kenya. CloudFactory further spent 837 hours training the new
members of their workforce. Lastly, CloudFactory workers participated in 534 community service projects.
More notably, in 2015 following the earthquake in Nepal, CloudFactory used the crowdfunding site
GoFundMe to raise over USD 100,000 to provide relief packages and financial assistance to help workers
and their communities.

BENEFICIARY EXPERIENCES

“It’s been a great experience being able to learn so much while working and earning
money as a cloud worker. Giving back to the community as a team has positively
impacted my life and my perspective on leadership.”

CloudFactory worker, Kenya

CloudFactory found that both male and female workers felt their experience at CloudFactory had a
positive effect on their overall wellbeing, with over 90% reporting being happier after working at
CloudFactory.

During the two-year DJA project period, retention for CloudFactory workers was above 90%. Today,
CloudFactory’s six-month retention rate is around 95% and CloudFactory has over 80 clients. CloudFactory
found that providing workers with variation of work was critical to retaining their workers and avoiding
the demotivation or boredom that microworkers may experience when performing the same, repetitive
tasks over a prolonged period of time. To address this challenge, program staff engaged with a wide range
of clients with differing microwork needs. CloudFactory has over 100 clients that include Microsoft,
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Facetec, Emberk, Cruise and lIbotta. Additionally, CloudFactory found that having continuity of work for
their workers was key in retaining them, which was further enabled by their expanded client base.

EMPLOYMENT OUTCOMES

CloudFactory enabled youth to access their first jobs through

the CloudFactory impact sourcing program. Approximately 5%
beneficiaries’ income of CloudFactory workers continued onto formal employment
within the organization, as they felt that the organization
offered them the flexibility to pursue other career and
personal opportunities while continuing to earn money from CloudFactory. Workers who left
CloudFactory went on to higher levels of employment, both within and outside the technology sector.
They found digital and non-digital work in the healthcare, education and technology sectors as well as
more complex tech-based work.

increase after program

Based on the 2015 social impact report,?*® CloudFactory workers’ income increased between 40% and
200% because of microwork.””® According to CloudFactory workers interviewed through the DJA
evaluation and CloudFactory’s social impact report, these increases in income enabled them to better
support themselves financially which translated into improved health and education outcomes.

KEY FINDINGS

1. CloudFactory found that university students/graduates were interested in, and perform well
with, more sophisticated digi