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Executive Summary

Building on the Fairwork Observatory report on ride-hailing
platformsin Nigeriabetween2021and 2022, thisyearrepresents
the first comprehensive Fairwork Nigeria report, in which we
evaluate eight platforms against the Fairwork principles to
understand how platform work is experienced in Nigeria. The
platforms included are: Bolt, Bolt Foods, Glovo, Gokada, Jumia
Foods, Kwik, Lagos Ride (LagRide) and Uber.

With Glovo scoring 4 out of ten, and the remaining platforms
scoring 0, there is an urgent need to galvanise stakeholders
to lobby relevant institutions towards enacting policies that
hold platforms accountable towards the improvement of
platform work in Nigeria.

In Nigeria, there is a high level of precarity associated with
both the earnings and social benefits of platform workers.
While the platform economy offers many people jobs and
entrepreneurial opportunities where they might have none—
as well as a supplemental income to low-paid jobs— it does
not always take them out of poverty. Platform workers, while
they often manage to earn the minimum wage, incur high
costs, exacerbated by increased inflation and a high cost
of living. For example, according to the National Bureau of
Statistics (NBS), the cost of petrol increased from N165.77
per litre in December 2021 to N206.19 in December 2022.*
Another critical factor has been the rising inflation rates
since the pandemic. Since the Fairwork Observatory report
data collection in late 2021, the inflation rate has increased
by 5.7 per cent, i.e., from 15.63 per cent to 21.34 per cent.?

This report highlights the need for equitable representation
of disadvantaged groups, such as women, and the need
for greater inclusivity in the Nigerian platform economy.
In addition, the report reiterates the prevalence of a highly
unsafe and insecure working environment for platform
workers, based on consistent reports on issues of robbery,
assaults, discrimination against women, and loss of life.
Platforms need to show a genuine concern for the safety of
platform workers as they do for platform users. Platforms
could also improve the algorithms behind the rating systems

to preclude possible victimisation of workers by (bad)
customers. Generally, there is a need to encourage platforms
to treat their workers better, as well as for the national
government to do more to protect workers.

PLATFORMS NEED T0 SHOW A GENUINE
CONCERN FOR THE SAFETY OF PLATFORM
WORKERS AS THEY DO FOR PLATFORM




Key Findings

FAIR PAY

Only one platform (Glovo) of the eight platforms could
provide sufficient evidence that their workers earn above
the minimum monthly wage of N30,000 ($65) or the implied
hourly minimum hourly wage of N173.08 after work-related
costs.’ For the second point, we could not find evidence that
workers earned the local living wage after work-related costs.

FAIR CONDITIONS

Interviews we undertook with workers revealed severe
grievances related to the safety and security of platform
workers, especially drivers. Of the eight platforms we
scored, only Glovo had policies in place to effectively protect
workers from these risks, including safety training, effective
use of SOS buttons, and protective gears such as helmets
and raincoats provided for free. In none of the cases did
we find evidence that platforms provide income security to
their drivers in the case of sickness or inability to work that
did not result from an accident while on a trip.




FAIR CONTRACTS

Only one platform (Glovo) could provide sufficient evidence
that its terms and conditions are clear and transparent,
and subject to Nigerian rather than foreign law.

All the platforms have clauses in their T&C, excluding them from all kinds of liabilities

concerning the working relationship, and shifting all of the risks stemming from the
relationship onto the workers.

FAIR MANAGEMENT

One of the eight platforms (Glovo) evidenced the provision of
due process for decisions affecting platform workers. It also
showed effective communication channels and an appeals
processes in instances where workers have been deactivated
from the platform.

The second point of this principle was not awarded to any platform as we could not find
sufficient evidence that platforms are adopting clear anti-discrimination policies, proactive

policies that are inclusive of disadvantaged groups, or clarity on how algorithms are used to
determine work and remuneration.

FAIR REPRESENTATION

None of the eight platforms provided sufficient evidence to
demonstrate that they ensure freedom of association and
collective worker voice. In the subsequent point, we could
not find sufficient evidence that any of the platforms have
formally and publicly recognised an independent collective
body of workers or trade union. In addition, we could not
sufficiently evidence that platform workers play meaningful
roles in contributing to decisions affecting their work; nor are
there mechanisms to facilitate collective bargaining.




Towards Equitable
Work for All
Platform Workers

Nigeria joined the Fairwork team in the first half of 2022, and the
team immediately set out to engage platforms, workers and
other industry stakeholders at a forum held at Lagos Business
School. Issues that emerged from this initial stakeholder forum
included the equitable sharing of the value created in the platform
economy, the safety and security of workers, the vulnerability of
female workers and the lack of a registered union to ensure the

voice of the workers is heard.

During the project’s data collection phase, insights were
gained into these issues from the different parties, and we
observed a willingness by some of the platforms to clarify
and resolve issues when approached.

Issues arising from the unemployment levels in the country,
the perceived superior status of platform customers over
platform workers, the entrepreneurial status of independent
contractor platform workers, and their limited capacity to
build network effects are exacerbating the inequities in
the ecosystem, and these need to be addressed with the
cooperation of all stakeholders. The customer-centricity of
the platforms cannot be over-emphasised, with the lion’s
share of the worker training focussing on customer service
and experience. Based on the customer-centric business
model with location-based platform work, there is an
implied perception that passengers are more ‘affluent’ than
drivers, which leads to decisions often going the customers
way. Hence, the encounter represents a ‘master—slave’
relationship with platform workers subjected to the whims
and caprices of the customer, including the customer giving

a low rating even when they violate service terms and
conditions.

THERE IS AN IMPLIED PERCEPTION
THAT PASSENGERS ARE MORE
‘AFFLUENT’ THAN DRIVERS,

WHIGH LEADS T0 DECISIONS

OFTEN GOING THE GUSTOMERS WAY.
HENGE, THE ENGOUNTER REPRESENTS
A “MASTER-SLAVE" RELATIONSHIP.

Platform workers see themselves as independent contractors
to the platforms and frequently multi-app or have other jobs
or businesses, meaning that the platform work may not be
done full-time or represent their sole source of income. Yet,
the platform workers interviewed highlight that they also feel
badly treated by the platform because of the lack of social
security (health, out-of-work benefits, and other types of




insurance benefits), recourse for grievances (risk of unilateral
disengagement), and the terms (unilateral contractual
agreements, the level of commission they must pay to
the platform). In the future, legal protection for platform
workers needs to be incorporated into national policy to
enhance equity in platform work. The recent approval of first
platform union in Nigeria, the Amalgamated Union of App-
Based Transport Workers of Nigeria (AUATWON) for platform
workers, discussed later in the report, is a step in the right
direction by the government.* This will facilitate strategies
for platform workers to lobby the government to introduce
policies that hold platforms accountable. Some of these
can be achieved through regular awareness and strategic
engagement with relevant stakeholders to demand for basic
standards of labour. For example, given the extremely low
minimum wage in Nigeria, platforms should instead work
towards their workers earning as close to a living wage as
possible, because the current minimum wage in Nigeria does
not reflect the realities on the ground.

Based on these realities

the Fairwork team in Nigeria will continue to evaluate the

in the platform economy,

working conditions of platforms and contribute to providing
awareness through our reports, policy briefs, worker
engagement, stakeholder workshops, and other proactive
strategies to help improve the working conditions of platform
workers.

FAIRWORK NIGERIA TEAM

Yinka David-West, Kemi Ogunyemi, Chinyere Emeshie,
Amaka Anozie, Daniel Arubayi, Mark Graham
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THE FAIRWORK PROJEGT

Towards Decent
Labour Standards
in the Platform
Economy

Fairwork evaluates and ranks the working conditions of digital
platforms. Our ratings are based on five principles that digital
labour platforms should ensure in order to be considered to be
offering basic minimum standards of fairness.

Fairwork evaluates and ranks the working conditions of digital platforms. Our ratings are based on five
principles that digital labour platforms should ensure to be considered to be offering basic minimum
standards of fairness. We evaluate platforms annually against these principles to show not only what
the platform economy is today, but also what it could be. The Fairwork ratings provide an independent
perspective on labour conditions of platform work for policymakers, platform companies, workers,
and consumers. Our goal is to show that better, and fairer, jobs are possible in the platform economy.

The Fairwork project is coordinated from the Oxford Internet Institute and the WZB Berlin Social
Science Centre. Our growing network of researchers currently rates platforms in 38 countries across
5 continents. In every country, Fairwork collaborates closely with workers, platforms, advocates and
policymakers to promote a fairer future of platform work.




Fairwork countries

Figure 1: Map of Fairwork countries.
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Fairwork evaluates the working conditions of digital labour
platforms and ranks them on how well they do. Ultimately,
our goal is to show that better, and fairer, jobs are possible
in the platform economy.

Fairwork evaluates the working conditions of digital labour platforms and ranks them on how
well they do. Ultimately, our goal is to show that better, and fairer, jobs are possible in the
platform economy.

To do this, we use five principles that digital labour platforms should ensure to be considered
as offering ‘fair ‘work’. We evaluate platforms against these principles to show not only what
the platform economy is, but also what it can be.

The five Fairwork principles were developed through multiple multi-stakeholder workshops at
the International Labour Organisation. To ensure that these global principles are applicable
in our partner countries, we have subsequently revised and fine-tuned them in consultation
with platform workers, platforms, trade unions, regulators, academics, and labour lawyers.

Furtherdetails onthe thresholds foreach principle, and the criteriaused to assess the collected
evidence to score platforms can be found in the Appendix.




Fair Pay

Workers, irrespective of theiremployment classification, should earnadecent
income in their home jurisdiction after taking account of work-related costs.
We assess earnings according to the mandated minimum wage in the home
jurisdiction, as well as the current living wage.

Fair Conditions

Platforms should have policies in place to protect workers from foundational
risks arising from the processes of work, and should take proactive measures
to protect and promote the health and safety of workers.

Fair Contracts

Terms and conditions should be accessible, readable and comprehensible.
The party contracting with the worker must be subject to local law and must
be identified in the contract. Regardless of the ‘workers’ employment status,
the contract is free of clauses which unreasonably exclude liability on the
part of the service user and/or the platform.

Fair Management

There should be a documented process through which workers can be heard,
can appeal decisions affecting them, and be informed of the reasons behind
those decisions. There must be a clear channel of communication to workers
involving the ability to appeal management decisions or deactivation. The use
of algorithms is transparent and results in equitable outcomes for workers.
There should be an identifiable and documented policy that ensures equity
in the way workers are managed on a platform (for example, in the hiring,
disciplining, or firing of workers).

Fair Representation

Platforms should provide a documented process through which worker voice
can bhe expressed. Irrespective of their employment classification, workers
should have the right to organise in collective bodies, and platforms should

be prepared to cooperate and negotiate with them.
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STEP 2

The Fairwork project uses three approaches to measure
fairness of working conditions at digital labour platforms:
desk research, worker interviews and surveys, and interviews
with platform management. Through these three methods,
we seek evidence on whether platforms act in accordance
with the five Fairwork Principles.

We recognise that not all platforms use a business model
that allows them to impose certain contractual terms on
service users and/or workers in such a way that meets the
thresholds of the Fairwork principles. However, all platforms
can influence how users interact on the platform. Therefore,
for platforms that do not set the terms on which workers
are retained by service users, we look at several other
factors including published policies and/or procedures,
public statements, and website/app functionality to establish
whether the platform has taken appropriate steps to ensure
they meet the criteria for a point to be awarded against the
relevant principle.

In the case of a location-based work platform, we seek
evidence of compliance with our Fairwork principles for
location-based or ‘gig ‘work’ platforms, and with a cloudwork
platform, our Fairwork principles for cloudwork platforms.

Each annual Fairwork ratings cycle starts with desk research
to map the range of platforms to be scored, identify points of
contact with management, develop suitable interview guides
and survey instruments, and design recruitment strategies
to access workers. For each platform, we also gather and
analyse a wide range of documents including contracts,
terms and conditions, published policies and procedures, as
well as digital interfaces and website/app functionality. Desk
research also flags up any publicly available information that
could assist us in scoring different platforms, for instance the
provision of particular services to workers, or the existence
of past or ongoing disputes.

The desk research is also used to identify points of contact
or ways to access workers. Once the list of platforms has
been finalised, the team contacts each platform to alert
them about their inclusion in the annual ranking study

and to provide them with information about the process.
All platforms are asked to assist with evidence collection and
with contacting workers for interviews.

The second method involves approaching platforms for
evidence. Platform managers are invited to take part in semi-
structured interviews as well as to submit evidence for each
of the Fairwork principles. This provides insights into the
operation and business model of the platform, while also
initiating a dialogue through which the platform could agree
to implement changes based on the principles. In cases
where platform managers do not agree to interviews, we
limit our scoring to evidence obtained through desk research
and worker interviews.

The third method is interviewing platform workers directly.
A sample of 6-10 workers are interviewed for each platform.
These interviews do not aim to build a representative
sample. They instead seek to understand the processes
of work and the ways it is carried out and managed. These
interviews enable the Fairwork researchers to see copies
of the contracts issued to workers and learn about platform
policies that pertain to workers. The interviews also allow
the team to confirm or refute that policies or practices are
really in place on the platform.

Workers are approached using a range of different channels.
For our 2022 ratings, this included, in addition to our tried
and tested participant recruitment methods, snowballing
from prior interviews. In all these strategies informed
consent was established, with all interviews conducted in
person.

The interviews were semi-structured and made use of
a series of questions relating to the 10 Fairwork (sub)
principles. To qualify for the interviews, workers had to be
over the age of 18 and have worked with the platform for
over two months. All interviews were conducted in English.
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This threefold approach provides a way to cross-check
the claims made by platforms, while also providing the
opportunity to collect both positive and negative evidence
from multiple sources. Final scores are collectively decided
by the Fairwork team based on all three forms of evidence.
Points are only awarded if clear evidence exists on each
threshold.

Each of the five Fairwork principles is broken down into
two points: a first point and a second point that can only
be awarded if the basic point has been fulfilled. Every
platform receives a score out of 10. Platforms are only
given a point when they can satisfactorily demonstrate
their implementation of the principles. Failing to achieve a
point does not necessarily mean that a platform does not
comply with the principle in question. It simply means that
we are not — for whatever reason — able to evidence its full
compliance.

FURTHER DETAILS
ON THE FAIRWORK
SCORING SYSTEM
ARE IN THE APPENDIX

®

Fairwork

The scoring involves a series of stages. First, the in-country
team collates the evidence and assigns preliminary scores.
The collated evidence is then sent to external reviewers for
independent scoring. These reviewers are both members
of the Fairwork teams in other countries, and members of
the central Fairwork team. Once the external reviewers have
assigned their scoring, all reviewers meet to discuss the
scores and decide final scoring. These scores, as well as the
justification for them being awarded or not, are then passed
to the platforms for review. Platforms are then given the
opportunity to submit further evidence to earn points that
they were initially not awarded. These scores then form the
final annual scoring that is published in the annual country
Fairwork reports.




BAGKGROUND

Nigeria’s Platform

Economy

Nigeria, located on Africa’s west coast, is the continent’s most
populous country and largest economy. A former British colony,
Nigeria became an independent Federal Republic on October 1,
1960. Nigeria currently boasts a population above 200 million and
is projected to be one of the world’s largest populations by 2050.

With a median age of 18.1 years, Nigeria boasts a youthful
population beset by unemployment—currently about a third.
Nigeria’s gross domestic product (GDP) is over $440 billion,
with the agriculture, trade and real estate sectors dominating,
despite the country’s endowment of natural resources,
including crude oil. The World Bank categorises Nigeria as
a low-middle income country with a per capita GDP of over
$2,000. Nigeria liberalised its telecommunications sector in
1999, and has since witnessed a digital revolution in which
2021 tele-density and internet penetration figures exceeded
100 per cent and 73 per cent, up from 3.4 per cent and 0.6
per cent, respectively, in 2003.

According to Caribou Digital, a research and advisory firm
on digital economies, digital Labour platforms can facilitate
platform work or sales conducted locally or exported to
other international markets such as Nigeria® As a result,
it provides workers with the opportunity to earn livelihoods.
Figure 1 shows the various platform livelihood opportunities.
Digital labour platforms provide and act as facilitators of labour
and work, where platform work is a major source of livelihood
for unemployed and underemployed people of Nigeria,
especially among the youth.

PLATFORM WORK IS A MAJOR SOURGE
OF LIVELIHOOD FOR UNEMPLOYED AND
UNDEREMPLOYED PEOPLE OF NIGERIA,
ESPECIALLY AMONG THE YOUTH.

This report is focused on location-based work in the
ride-hailing, delivery/logistic services, and other platforms
operating in Lagos State. With ‘geographically-tethered’
or ‘location-based’ platforms, the work is done in a
particular location (e.g., delivering food from a restaurant
to an apartment, or driving a person from one part of town
to another).

Ride-hailing Platforms

The entry of ride-hailing platforms into the transportation
ecosystem was a much-needed addition to commuters, with
their security, car quality and driver safety offering a superior
proposition to the improvement of taxi services. Lagos State
boasts 22 million residents, of whom seven million commute
daily on a 9900 km road network, with six million using the
Lagos Island—Mainland axis, according to statistics from
2017.5 These platform companies not only facilitated rider
and driver interactions, but embedded driver onboarding
standards like background and reference checks, Highway
Code and safety training, navigating techniques using Google
maps, and speed limiters on motorbikes. The common
feature of ride-hailing platforms is the ability for users to
access rides in shorter times at the touch of a button.” The
labour process is managed by algorithms which facilitate trip
assignments, performance evaluations using metrics (e.g.,
ratings, and cancellation and acceptance rates), monitoring
trip assignments, administering payments and bonuses,
and implementing sanctions and bans for defaulting drivers.®
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Figure 2: Number of digital labour platforms operating in Nigeria by sector (source: compiled by Olayinka David-West)

Indeed, it was the shortcomings in the taxi industry such
THE I-ABUUH PH“GESS Is MANAGED as the difficulty in accessing taxis and its rickety nature,
BY ALGUH"HMS WHIGH FAG"_"ATE tchat ctrea:led the entr.y poirllt fc:r Ub(fer in 201Zt.9 But inoTe
importantly, increasing levels of unemployment in
WHLERRE B TTIIIRE  igeria from 2.7% in 2013 to 4.5% in 2014 made Uber'
EVAI_UA"DNS USING METHIGS [EG’ business model look appealing, with drivers recognised as
“partners”.® Uber’s tagline “be your own boss” became
HATINGS’ ANI] GANGEI'I'ATIUN AND a strategy to lure even white-collar workers and other
AGGEPTANGE HATES], MUNITUHING potential drivers from the confines of a traditional working
environment to become full-time or part-time Uber drivers
TRIPASSIGNMENTS' ADMINISTERING with an increased possibility of making more income.**
PAYMENTS ANI] B[]NUSES, Uber paved the way for other global platforms to enter
ANI] IMPI.EMEN'"NG SANG'I'"]NS the Nigerian market, including Bolt in 2016 and InDriver

in 2019. The Bolt platform emerged at the beginning of

ANI] BANS FUH DEFAUI."NG DHIVEHS the recession in 2016 — when the overall unemployment




rate stood at 7.1% and youth unemployment at 12.4%.%?
As highlighted in the Nigeria Fairwork Observatory report
from 2022,*% the digitised labour management aspects of
ride-hailing platforms were expected to enhance user safety
and security, and improve the overall transparency of the
taxi sector in Nigeria.** However, as this report highlights
later, drivers are experiencing unfair working conditions with
frequent assaults, vehicle hijacking and so forth, with little or
no support from platforms.

For delivery and logistics platforms, this report looked at
Gokada, Glovo, Kwik, Jumia Food, and Bolt Food. These
platforms still require the use of an app as an intermediary
between demand and supply. While ride-hailing platforms
still possess the lion’s share in Nigeria, delivery and logistics
platforms are gradually catching up. While there are risks in
the delivery/logistics platform sector, it is less severe than
ride-hailing platforms. This is because delivery platform
workers mainly deliver food, groceries, parcels and other
items, without carrying total strangers, which is an inherent
risk factor with ride-hailing platforms.

Gokada which had a bike-hailing component, launched its
delivery service in 2021. Besides Jumia Food as a subsidiary
of Jumia which existed since 2013 and Kwik which launched
in 2018, Glovo, Bolt Food, and the delivery component for
Gokada, launched following the pandemic in 2021. This
was accelerated due to lockdown measures such as social
distancing and also the ban of motorcycles for transporting
people.*s Before this, Gokada and Max.ng (now an asset-
financing business), possessed a bike-hailing component
accessed by the app similar to the functions of ride-hailing
platforms like Uber. These platforms facilitated and provided
jobs for unemployed and underemployed youths who

I, .o
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suffered from financial instability during the pandemic.t®
Like ride-hailing platforms, these riders as we found in our
study, still experience issues of robberies, assault, vehicle
hijacking, with minimal support as is highlighted later in this
report.

Platform workers in Nigeria in the ride-hailing and delivery/
logistics sector still lack the basic standards of labour.
With the need to earn a livelihood and few alternatives in the
local labour market, there is still a lot of work to be done to
ensure that the working conditions of all platform workers
are met.



THE LEGAL CONTEXT

Ride-hailing drivers in Nigeria, as in most countries, are legally
classified as independent contractors, meaning that the working
relationship betweendrivers and platforms is not explicitly covered
by employment law.” This means that the existing labour laws
that should protect workers against unfair working conditions do
not apply, including the rights of workers to challenge arbitrary
dismissal, earn a minimum wage, and receive social security.

According to Section 91 (1) of the Nigerian Labour Act, 2004,  contract personally to execute any work or labour” .8

aworker “is any person who has entered into or works under
a contract with an employer, whether the contract is for ~ The Nigerian Labour Act’s classification of workers does not

manual labour or clerical work or is expressed or implied or ~ define platform work or independent contractors, nor does
oral or written, and whether it is a contract of service or a it capture the nuances of platform work or the realities of




platform workers, including disability or death relating to
their work.*®

For many platform workers in Nigeria, there are advantages
to working for digital labour platforms, including the potential
to make additional income and the ability to determine
working schedules. However, evidence from this study
shows that platform workers are increasingly experiencing
unfair working conditions based on the misclassification of
their working status. With no clear legislation to guarantee
that platform workers are entitled to protections, dismissive
or unfair treatment of these workers by platform companies
is facilitated. Without an extant law applying to the labour
process, workers embody more risks by working long hours,
and are subject to opaque contracts or terms and conditions
and arbitrary deactivations without recourse.?® For instance,
in Nigeria if a platform driver is blocked unfairly by an app,
there is no recognised appeals process or option for legal
redress because of the restrictive clauses in their contracts
or the platform being governed by laws from a different
jurisdiction. Reports of platform workers, especially ride-
hailing drivers being blocked for bad ratings, high cancellation
rates or other non-transparent reasons were recurrent in

this study, and in all the cases we heard about from workers

they simply had to wait till the ban was removed. On top of
this, according to worker interviews, platforms take core
decisions such as fare reductions without consulting with
drivers.

Throughout the Global South, platform workers are gradually
starting to challenge the lack of adequate platform labour

law, and to demand a reclassification of their employment
status, better pay, and better working conditions overall.
For example, in Kenya, 34 drivers filed a suit against Uber
Kenya Limited in 2016, claiming that Uber breached its
minimum fare contract as signed by drivers, which affected
their earnings.?* This problem stemmed from Uber not
being subject to the law of Kenya. While it remains unclear
if workers were successful, the high court established
that Uber BV (Netherlands) and Uber Kenya Limited are
connected to each other. The lack of a clear classification
for workers, makes it difficult to effectively challenge such
unilateral decisions.

While there are efforts to regulate the affairs of platforms
in Nigeria, such as the current licensing fees imposed by
the government,?? there is still a long way to go. In 2017,
two platform workers, representing all Uber and Bolt drivers,
filed a class action suit at the Industrial Court in Lagos
against Uber and Bolt, calling for them to recognise drivers
as employees under the Labour Act Section 91 (1).2* While
this was ultimately unsuccessful because of insufficient
evidence of an employer—employee relationship presented
by the drivers, this class action, with knowledge of victories
from other countries, has paved the way for platform workers
in Nigeria to continue to demand fair practices and decent
work standards in the platform economy.
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For platforms to be awarded this principle, the platform
should take steps to ensure workers earn at least the local
minimum wage after costs.

This year, only Glovo out of eight platforms we could provide
sufficient evidence that platform workers earn at least the
minimum wage of N30,000 ($65) per month, and the implied
hourly minimum wage per hour of N173.08 after work-related
costs.?®> When assessing minimum earnings, we considered

not only workers’ earnings but also their spending, such as

the cost of providing task-specific equipment and paying
work-related costs out of pocket, including unpaid waiting
time, travel costs, vehicles, petrol, mobile phone data and
insurance.

For the second threshold, we could not find sufficient
evidence that platform workers earned the local living
wage after costs. This was also due to the increased cost of
living, high levels of multi-apping, increased fuel costs and
insufficient evidence provided by platforms.

For platforms to achieve points for this principle, platforms
should take the necessary steps to ensure that there are
practices and policies in place that mitigate task-specific
risks while undertaking deliveries, driving, and domestic
work. Platforms should also take the necessary steps to
ensure that they provide a social safety net for workers.

For this year, we were only able to evidence that one (Glovo)
of the eight platforms ensures that practices and policies
are in place to mitigate task-specific risks. Glovo provides
protective equipment including helmets and raincoats for
free, provides safety trainings for couriers, free learning
opportunities for alternative skills, and provides an SOS
button for emergencies. While we found evidence of Uber
and Bolt providing accident insurance for drivers while on
trips with passengers, we did not find sufficient evidence
that drivers are protected while waiting for trips or driving
through the city in search of trips.

We could not find any evidence that the eight platforms
provide safety nets to their workers, such as sick pay,
maternal and paternal leave, and other proactive policies
that provide income security to workers that cannot work for
an extended period. Therefore, we could not award points to
any of the eight platforms for the second principle threshold.




To meet the first point, the platform should take steps to
ensure that workers can understand, agree to, and access
their work conditions at all times, and that they have legal
recourse if the other party breaches those conditions.
Only one of the eight platforms (Glovo) provided evidence
that their terms and conditions are clear, transparent and are
subject to the law of Nigeria.

To meet the second point, platforms should show that there
are no unfair clauses in workers’ terms and conditions,
particularly clauses that exclude platforms from shared
liabilities and further prevent workers from seeking redress
for grievances arising from the working relationship. We could
not find sufficient evidence that any of the eight platforms
could be awarded this point. None of the eight platforms was

able to show this.

The right for workers to be listened to, and to organise and
collectively express their concerns without being inhibited,
is a vital prerequisite for fair working conditions.

For platforms to achieve the first pointin this principle, they need
evidence that workers are assured of freedom of association
and expression. While some platforms allow workers to freely
express themselves without inhibition, we found no evidence
of a formal policy of willingness to recognise or bargain with a
collective body of workers or an official trade union for any of
the platforms.

For the second point, platforms need to provide evidence that
they support democratic governance. Despite the recognition of
the AUATWON union by the government, there was no evidence
that any of the platforms meet this point. Therefore, no platform
was awarded this point.

With the use of algorithmic management and automated

responses, platform management appears to be distant from
platform workers. For platforms to meet the first point of this
principle, they should take appropriate steps to provide due
process for decisions affecting their workers.

Of the eight platforms we scored, only Glovo could provide
sufficient evidence of due process for decisions affecting
workers. Glovo possesses effective communication channels
via emails and live chat, with an average response time of
eight minutes, and physical contact hours between Mondays
and Fridays. The platform also conducts a monthly survey
to understand and provide solutions for worker concerns.
Arbitrary termination or deactivation is a big concern
for platform workers, who lack the recourse available to
formal employees. Based on the evidence provided by
Glovo, platform workers are not deactivated or suspended
unless pertaining to issues of fraud, as stated in the terms
and conditions. Platform workers are contacted more than
once before any sanction is considered and can appeal any
decision via available communication channels.

To get the second point, platforms should take appropriate
steps to ensure equity in the management process by
adopting an anti-discrimination policy and other proactive
policies that are inclusive of disadvantaged groups such
as women and disabled people. We did not find sufficient
evidence to award a point to any of the platforms for this
second point.




PLATFORM IN FOGUS

Glovo, a relatively new player in the Nigerian platform economy,
scored 4/10 in the first comprehensive Fairwork league table.
Founded in Barcelona in 2015, Glovo has since expanded its
operations to 23 countries in Southwest Europe, Eastern Europe
and Africa—including Nigeria, Ghana, Kenya, and Morocco.?® The
Glovo platform aims to transform how users get what they need,
and to make cities more accessible.”’

Principle First point Second point

Ensures workers earn at Ensures workers earn at
. least the local minimum least a local living wage
Fair Pay wage after costs after costs

Principle 1:

Principle 2:
Fair Conditions

Principle 3:
Fair Contracts

Principle 4:
Fair Management

Principle 5: Fair
Representation

Mitigates task-specific

Provides clear and
transparent terms and
conditions

Provides due process
for decisions affecting
workers

Assures freedom of
association and the
expression of collective
worker voice

Glovo’s total score
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Ensures that no
unfair contract terms
are imposed

Provides equity in the
management process

Supports democratic
governance




Tolu Owoeye/Shutterstock

The move into Nigeria in September 2021 marks the
company’s presence in its third West African market,
and its sixth in Africa.?® Nigeria is now its largest market by
population size. The Glovo app works in five categories, with
users able to order items from supermarkets, pharmacies,
restaurants, as well as order drinks and schedule specific
deliveries.?® The package delivery category extends to
independent logistics companies to ensure maximum
customer satisfaction, where users can request a rider on
the platform to send or collect packages, with tracking from
the app.3°

This year, only Glovo could provide sufficient evidence
that all couriers earn above the monthly minimum wage
of N30,000 ($65) or the implied minimum wage of N173.08
after worker-related costs. Glovo was also the only platform
to provide sufficient evidence that they mitigate task-
specific risks. They conduct training on road safety, traffic
rules, parcel handling and so forth. The platform also
makes provision for dealing with endangering situations in
the course of work, such as through an SOS button and a
third-party partner that rescues couriers in such incidents.
Glovo issues a comprehensive insurance policy to its riders
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which covers personal accidents and third-party liabilities.
Glovo ensures that workers contracts are legible and
easy to understand, and despite being a multi-national
company, the terms and conditions are subject to Nigerian
law, meaning that riders can seek legal recourse if there are
breaches. Glovo possesses good communication channels
through which riders can appeal in the unlikely case of
deactivation from the platform. While these are positive
steps, the Fairwork ratings are still low at 4/10, which
indicates room for improvement, including introduction of
more proactive policies, and measures to positively impact
the lives of couriers.



Workers’ Stories

Odogwu*, ride-hail driver,
full-time
Ride,

a 3l-year-old
driver for Lagos
Bolt and Uber

He joined Uber in 2017, Bolt in 2019, and Lagos Ride at
its inception in 2022. He now mainly works for Lagos Ride.
A student and father, Odogwu is the sole bread winner of
his family. He previously owned a laundry business and an
event planning company, but had to give them up due to the
financial crisis following the Covid-19 pandemic. He started
platform work due to the perceived flexibility, and to make
ends meet given the poor economic situation of the country.

Odogwu works between 72 to 78 hours a week across the
three platforms. While there is a tendency to earn well on
Lagos Ride, he also incurs high costs, and he also has an
agreement with the third-party owner of his car. The car’s
owner takes 60% of Odogwu’s earnings, leaving him with
40% at the end of the week.

Odogwu told us that his main concern is for his safety and
security—specifically the problem of drivers being kidnapped
and his vehicle hijacking. Because the apps do not properly
verify customers and often do not reveal the destination
when trips are accepted, it is very common to be robbed by
car hijackers. Odogwu mostly experienced this in his earlier
years using a Toyota Corolla, and this has made him cautious
now as carjacking is still rampant in Lagos. In such situations
panic buttons are often not functional, or there is a poor
response rate from law enforcement agents. Odogwu says
that platforms should do more to ensure the safety of drivers
on the job. He also urges the platforms he works for to be
more transparent about the labour process, and to involve
the drivers more in decisions affecting their work.

“ Names changed to protect worker identity

Odiabo*, delivery rider, has
worked full time for Jumia
Food through a third-party
logistics (3PL) company for
the last nine months

He has a National Certificate of Education (NCE) but could not
get a white-collar job,3* previously working in a supermarket
for far less than his current earnings at Jumia Food.

Odiabo likes the job because, as a delivery job, it grants
him access to a variety of people and helps him get to know
the streets. But he is unhappy that neither the platform
nor the 3PL keep to the terms and conditions of the work
contract, specifically in relation to delayed payments.
Most importantly, he would like to see an improvement in
the salary structure, beginning with being paid the agreed
amount at the end of the month rather than experiencing
unexplained deductions. “From my observation”, he says, “I
understand that almost all these guys that are working in this
company are so committed to their work; the only reason
why they are not doing it the way they should is because, at
the end of the month, they do not see the money they work
for”. Odiabo hopes to see fairer working conditions for him
and his colleagues.




THEMES IN FOGUS

women on Wheels:
Insights from
wWomen Workers

In Lagos

In Nigeriq, driving is often viewed as an inherently male activity.
Slow or insecure drivers often receive the comment, “it must be a
woman” or “heisdriving like awoman”. This discrimination against
women is also prevalent in the ride-hailing sector, where male
passengers sometimes make discriminatory comments about
their abilities as a woman and why they would have preferred a
male driver. Some passengers go as far as cancelling a trip simply
because a woman is behind the wheel. This becomes even more
challenging when platforms do not possess anti-discrimination
policies or measures to promote gender equality for women.

For our 2022 analysis, we interviewed over ninety platform
workers across eight platforms. Although we were keen to
get good representation from women, we were only able
to secure interviews with five. This indicates that women
are grossly underrepresented in the platform workforce in
Nigeria, and reiterates the challenge of high access barriers
for women in Nigeria. Another factor preventing women
from working is the risky and unsafe nature of working as a
platform worker in Lagos, which we cover in the next section.

Of the five women we interviewed, four work for delivery
apps, and one works for a ride-hailing app. Our findings
indicate that women are more likely to remain on one
platform for as long as they are relatively comfortable.
Ruona*, one of the five female drivers has worked for Uber
for the last five years. The others have worked for platform
apps for a period ranging from six months to four years and
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want to continue working for their platforms. All five women
have a tertiary education. Molara*, for example, who works
full-time foraride-hailing platform, has abachelor’s degree.
She works six hours a day, and is the sole breadwinner of
her family—she is in the job for the pay.

DISCRIMINATION AGAINST WOMEN IS
ALSO PREVALENT IN THE RIDE-HAILING
SECTOR, WHERE MALE PASSENGERS
SOMETIMES MAKE DISCRIMINATORY
COMMENTS ABOUT THEIR ABILITIES AS
A'WOMAN AND WHY THEY WOULD HAVE
PREFERRED A MALE DRIVER.




Allbutone of the women we interviewed consider themselves
employees of the platforms, even though workers are
classified as independent contractors or are employed
through third-party contractors. Being an independent
contractor does not provide risk-mitigating policies or social
safety nets for women, such as leave pay, sick pay, insurance,
maternity leave and so forth. When we asked Chimdi*, who
works with a ride-hailing platform, if she could change one
thing about the platform, she told us, “If I could change one
thing, they should be giving us sick pay”.

Not getting such support from their full-time work
undertakenforthe platforms, all five womentold us that they
seek support from worker communities. Phoebe belongs to
the Ladies on Wheel Association of Nigeria (LOWAN), a ride-
hailing association for women drivers on Uber and Bolt.
LOWAN aims to empower women economically through
collective representation and provides a support system for

“ Names changed to protect worker identity

its members. Lowan also wants to build up young women
with viable businesses to thrive beyond platform work.
They have social media chat groups where members can
share their experiences, and they organise social activities
for the women to meet and unwind. As of 2022, this
association and others mentioned in previous sections did
not have legal backing, were not officially recognised, and
could not enter into dialogue with platform management or
meaningfully contribute to decisions affecting the work of
their members. However, with the recent AUATWON union
recognition, there are hopes that associations like LOWAN
can step up their level of engagement with platforms,
especially if they work in unison. However, it remains to be
seen how this recent recognition will impact LOWAN and
the women in the Nigerian platform economy.




THEMES IN FOGUS

The Prevalence of
Insecurity in The
Nigerian Platform

Economy

Building on the findings from the Fairwork Nigeria observatory
report,® platform work in Nigeria clearly remains risky.
However, platform workers basically have no choice, because
of the state of the Nigerian economy, high unemployment,
inflation, and increased cost of living. The emergence of
digital labour platforms in many cities across the Global
South has prompted the idea among platform workers, that
technology can improve the safety and security of workers.
For instance, in many African countries, including Nigeria,
ride-hailing platforms have digital identities i.e., real-time
bio-information of users on the app, a rating system for
worker/passenger evaluations, working time caps (e.g., on
Uber, 12 hours on, 6 hours off), panic buttons, and emergency
contact numbers embedded in the app. However, this does
not mean that workers necessarily experience fair working
conditions; our findings show quite the opposite.

THE PLATFORM WORKERS WE
INTERVIEWED FOR THIS STUDY
MENTIONED HARASSMENT FROM TOUTS,
LAW ENFORGEMENT AGENTS, DEVIANT
PASSENGERS, AND THE HIGH RISK OF
ROAD ACGIDENTS.

The platform workers we interviewed for this study
mentioned harassment from touts, law enforcement agents,
deviant passengers, and the high risk of road accidents.
More critically, platform workers are exposed to robbery
attacks, assaults, and potential loss of life without proper
investigation or compensation from platforms. This is also
prevalent in other African countries, such as Ghana, Kenya,
and South Africa, where ride-hailing platform drivers have
protested against the lack of safety and security in their
jobs.22

Ride-hailing platform drivers experience the brunt of such
criminal offences. Particularly with ride-hailing platforms
where ratings are central to the business model, there is
often a low barrier of entry for passengers—including a
lack of background checks for passengers when signing
up to platforms compared to drivers—which contributes
to information asymmetries that might expose drivers
to potential harm.4 For example, drivers not knowing
the destinations of a passenger before accepting a trip.
These were some of the complaints of drivers in this
study that have contributed to being robbed or their
vehicles being hijacked. Drawing from the Fairwork Nigeria
Observatory report,*® Jacob* a ride-hailing platform driver
highlighted several experiences of how he had to fight off
abusive passengers.?¢ Jacob’s last experience could have
led to the loss of his life after being hospitalised for several
weeks following a vehicle hijack attempt where he fought
off the deviant car hijacker.




Jacob’s experience remains relevant and highlights the
need to make trip destinations visible, and grant platform
workers (especially female drivers), the autonomy to avoid
dangerous destinations. However, in challenging scenarios,
when drivers feel unsafe on specific trips, the app often
favours the customer without proper investigation, due to
the platform algorithm automatically taking the side of the
customer, even when the driver is not at fault. Drivers are
sometimes blocked from the platform due to low ratings
and high cancellation rates. On the other hand, customers
are barely blocked from the platform when they are at
fault, and in cases where they are deactivated, they can
re-enter the platform using different details, which may
be detrimental to drivers. As is evident in this report,
platforms are not doing enough to mitigate the daily risks
their workers experience.

PLATFORM DRIVERS IN NIGERIA HAVE
BEEN CALLING FOR THE VERIFICATION
OF RIDERS THROUGH THE NATIONAL
IDENTIFICATION NUMBER (NIN)

OR BANK VERIFIGATION NUMBER
(BVN) TO HELP REDUGE THE RISK
OF CRIMINALS ACGESSING DIGITAL
LABOUR PLATFORMS.

PlatformdriversinNigeriahave beencalling forthe verification
of riders through the National Identification Number
(NIN) or Bank Verification Number (BVN) to help reduce
the risk of criminals accessing digital labour platforms.®”
However, an underlying causal factor for properly identifying
passengers is the porous identification infrastructure in
Nigeria. No proper centralised identification system unifies
the decentralised identification mediums of the NIN, BVN,
SIM registration through Telcos, and others. For example,
in 2019, the National Identity Management Commission’s
(NIMC) Director-General highlighted that only 36 million out
of approximately 200 million Nigerians possessed a NIN.®
Further compounding this problem is the poor addressing
system. The Nigeria Post and Telecommunications Service
(NIPOST) reports that only a fifth of the population can
receive mail at home.*®

Despite these structural issues in Nigeria, digital labour
platforms like Uber still possess the power to rectify this
information asymmetry by adopting some best practices
from similar contexts. One example of such practice
is provided by The Black Ride in Ghana, which has
implemented strict rider profiling via the app before any trip
begins.*® In Ghana, the delivery app Glovo helps mitigate
risks by restricting orders from dangerous locations with
high crime rates. These best practices are evidence that
platforms can improve the quality and working conditions
of work in the platform economy. This should begin
by recognising collective worker groups and regularly
bargaining to improve the working conditions, boost safety
measures and prevent unexpected loss of life.




MOVING FORWARD

This is the first complete year of the Fairwork Nigeria ratings.
In 2021 and 2022, the Fairwork Observatory report for Nigeria
focussed on ride-hailing platforms only.*’ The low ratings in this
report are clear evidence of the work that needs to be done to
improve the Nigerian platform economy. As Fairwork’s reach and
visibility increase, we see four avenues for contributing to the
continued improvement of the Nigeria platform economy (see

Figure 2).

First, in improving the working conditions of digital labour
platforms in Nigeria, our first and most direct approach is
to engage directly with these platforms, beginning in Lagos,
the country’s main commercial city. The response from
platforms was low in this scoring round, and we engaged
successfully with only three of the eight platforms this year—
although only one provided evidence within the scoring
timeline. As we launch the first annual round of Fairwork
ratings for Nigeria, we are optimistic about the potential for
increased engagement and collaboration with platforms to
drive meaningful change.

Secondly, we believe that, given the opportunity to make
more informed choices, many consumers will choose the
most ethical option when faced with a choice between a poor-
scoring platform and a better-scoring one. Through our yearly
rating system, consumers can select the highest-scoring
platform operating in a sector, which creates pressure on
platforms to improve their working conditions and scores.
While the scores have generally been low this year, the aim
will be to encourage platforms through our engagement and
research, leading to better scores and increased consumer

support for platforms in Nigeria. By leveraging consumer
solidarity with workers’ allies, we aim to advocate for fairer
working conditions.

Figure 3: Fairwork’s Pathways to Change

The
Fairwork
Project




Our ratings serve as a reference for institutions and
companies that want to ensure they support platforms with
fair working conditions. This is also a critical aspect of the
Fairwork Pledge, highlighted in the subsequent sections.

Some platforms are already aware of our research and
have expressed a willingness to improve their performance
following our analysis of worker responses. For instance,
two of the three ride-hailing platforms we identified were
willing to provide information about their policy changes,
and evidence of their positive effects on workers.

Thirdly, we work with policymakers and government
officials to advocate for appropriate legal protections for all
platform workers, regardless of their legal classification. The
foremost issue that policymakers should pay attention to is
the provision of adequate and meaningful protections for
workers irrespective of their employment classification. This
should also extend to social protections such as overtime
compensation, health insurance, accident insurance, and
maternity and paternity benefits. Over the past year, Fairwork
has met with members of transport unions, civil servants,
and legal practitioners to provide guidance on regulating
digital labour platforms in Nigeria.

Policymakers can introduce basic and mandatory social
protection benefits that are stipulated in law. In addition,
policymakers should ensure that platforms pay workers at
least the minimum wage for all their active hours worked,
based on implementing policies on pay for platform workers.

Fairwork’s model places workers and their organisations at
the centre of its approach (Figure 3). First, the principles
are developed and continuously refined through close
consultation with workers and their representatives.
Feedback from stakeholder workshops,

involving workers, and our fieldwork data inform how we

consultations

systematically develop the Fairwork principles to remain
in line with worker needs.

Second, through continuous engagement with worker
representatives and advocates, we aim to support platform
workers in asserting their collective rights and the quest for
recognition. This ensures that in our evaluation of platforms,
we incorporate the perspectives and needs of workers.

A key challenge in the platform economy is that workers are
often isolated, atomised, and placed in competition with one
another. Since 2017, it has been a challenge for platform
worker associations and other collective groups to form a
trade union. Furthermore, regulatory frameworks do not
readily support platform workers establishing representative
bodies such as trade unions, as they are considered self-
employed or independent businesses. As such, the platform
work model presents challenges for workers to connect and
create solidarity networks. One reason is the technicalities
in getting approval from the federal government, especially
surrounding a minister’s recommendation and government
approval. The second challenge is the inability to recognise
more than one unit within a particular sector. For example,
earlier plans by the National Union of Professional App-
based Transport Workers (NUPABW) to form a union were
challenged by the regulatory bodies who argued its lack of
distinctiveness from the National Union of Road Transport
Workers (NURTW) body which has existed since 1978.

In 2023, there was a breakthrough, with the first official trade
union for platformworkers, known as the Amalgamated Union
of App-Based Transport Workers of Nigeria (AUATWON).*2
The union was formed by well-known associations such as
NUPABW, Professional E-hailing Drivers and Private Owners
Association of Nigeria (PEDPAN), and the National Coalition
of Ride-Sharing Partners (NACORP), which all finally united
to achieve one goal of holding all digital labour platforms
accountable.

With these associations now coming together to form the
AUATWON union, platform workers should be able to develop
strategies to lobby regulatory bodies to implement policies
that hold platforms to account. While there have not been
any immediate public activities, the union is strategically
working on initiatives to improve the Nigerian platform
economy. One of which is a mentorship programme for new
and existing members to develop awareness and boost
their solidarity efforts. Our principles can provide a starting
point for envisioning a fairer future of work and setting out a
pathway to realising that. Principle Five in particular, on the
importance of fair representation, is a crucial way in which
we aim to support workers to assert their collective agency
in Nigeria.

There is nothing inevitable about poor working conditions
in the platform economy. Notwithstanding their claims,
platforms have substantial control over the nature of the
jobs they mediate. Workers who find their jobs through
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Figure 4: Fairwork Principles:

Continuous Worker-guided

Evolution Fairwork
Principles

Changes to Principles

(agreed at annual Fairwork symposium that
brings together all country teams)

Annual Country-level
Periodic International Stakeholder
Stakeholder Consultations e e

(involving gig workers’, workers’ . . . , , (involving surveys and in-depth
organisations, cooperatives, etc) (involving gig workers’, workers interviews of gig workers)
organisations, cooperatives, etc)

Yearly Fieldwork across
Fairwork Countries

Ongoing Advocacy Efforts

(involving campaigns for worker rights and
support to workers’ organisations)

platforms are still workers, and there is no basis for denying
them the key rights and protections that their counterparts
in the formal sector have long enjoyed. Our scores show
that the platform economy, as we know it today, already
takes many forms, with some platforms displaying greater
concern for workers’ needs than others. This means that
we do not need to accept low pay, poor conditions, inequity,
and a lack of agency and voice as the norm. We hope that
our work—by highlighting the contours of today’s platform
economy—paints a picture of what it could become.




As part of this process of change, we have introduced the Fairwork
pledge. This pledge leverages the power of organisations’
procurement, investment, and partnership policies to support
fairer platform work. Organisations like universities, schools,
businesses, and charities who make use of platform labour can
make a difference by supporting the best labour practices, guided
by our five principles of fair work. Organisations who sign the
pledge get to display our badge on company materials.

The pledge constitutes two levels. This first is as an official
Fairwork Supporter, which entails publicly showing support
for fairer platform work, and making resources available
to staff and members to help them in deciding which
platforms to engage with. A second level of the pledge
entails organisations committing to concrete and meaningful
changes in their own practices as official Fairwork Partners,

for example by committing to using better-rated platforms FAIR WU RK/ PI_EI]GE

f \ Fairwork

Official Partner

Together for Fair Platform Work




The International Labour Organisation (ILO) defines a
“digital labour platform” as an enterprise that mediates and
facilitates “labour exchange between different users, such as
businesses, workers and consumers”.® That includes digital
labour “marketplaces” where “businesses set up the tasks
and requirements and the platforms match these to a global
pool of workers who can complete the tasks within the
specified time”.** Marketplaces that do not facilitate labour
exchanges - for example, Airbnb (which matches owners
of accommodation with those seeking to rent short term
accommodation) and eBay (which matches buyers and
sellers of goods) are obviously excluded from the definition.
The ‘ILO’s definition of “digital labour platform” is widely
accepted and includes many different business models.*®

Fairwork’s research covers digital labour platforms that fall
within this definition that aim to connect individual service
providers with consumers of the service through the platform
interface. Fairwork’s research does not cover platforms that
mediate offers of employment between individuals and
employers (whether on a long-term or on a temporary basis).

Fairwork distinguishes between two types of these platforms.
The first, is geographically-“tethered” platforms where the
work is required to be done in a particular location such as
delivering food from a restaurant to an apartment, driving a
person from one part of town to another or cleaning. These
are often referred to as gig work “platforms”. The second is
“cloudwork” platforms where the work can, in theory, be
performed from any location via the internet.

The thresholds for meeting each principle are different
for location-based and cloudwork platforms because
location-based work platforms can be benchmarked against
local market factors, risks/harms, and regulations that
apply in that country, whereas cloudwork platforms cannot

because (by their nature) the work can be performed from
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anywhere and so different market factors, risks/harms, and
regulations apply depending on where the work is performed.

The platforms covered by Fairwork’s research have different

business, revenue and governance models including

employment-based, subcontractor, commission-based,
franchise, piece-rate, shift-based, subscription models.
Some of those models involve the platforms making direct

payments to workers (including through sub-contractors).

The five Principles of Fairwork were developed through an
extensive literature review of published research on job
quality, stakeholder meetings at UNCTAD and the ILO in
Geneva (involving platform operators, policymakers, trade
unions, and academics), and in-country meetings with local
stakeholders.

Each Fairwork Principle is divided into two thresholds.
For each Principle, the scoring system allows the first
to be awarded corresponding to the first threshold, and an
additional second point to be awarded corresponding to
the second threshold (see Table 1). The second point under
each Principle can only be awarded if the first point for that
Principle has been awarded. The thresholds specify the
evidence required for a platform to receive a point. Where
no verifiable evidence is available that meets the required
threshold, the platform is not awarded that point.




Table 1: Fairwork Scoring System

Principles

Principle 1:
Fair Pay

Principle 2:
Fair Conditions

Principle 3:
air Contracts

Principle 4:
Fair Management

Principle 5: Fair
Representation

First point

Ensures workers earn at
least the local minimum
wage after costs

Mitigates task-specific

Provides clear and
transparent terms and
conditions

Provides due process
for decisions affecting
workers

Assures freedom of
association and the
expression of collective
worker voice

Maximum possible Fairwork Score

Second point

Ensures workers earn at
least a local living wage
after costs

Ensures that no
unfair contract terms are
imposed

Provides equity in the
management process

Supports democratic
governance




1.1 - Ensures workers earn at least the local
minimum wage after costs (one point)

Platform workers often have substantial work-related costs
to cover, such as transport between jobs, supplies, or fuel,
insurance, and maintenance on a vehicle.** Workers’ costs
sometimes mean their take-home earnings may fall below
the local minimum wage.*” Workers also absorb the costs of
extra time commitment, when they spend time waiting or
travelling between jobs, or other unpaid activities necessary
for their work, which are also considered active hours.*®
Toachieve this point platforms must ensure that work-related
costs do not push workers below local minimum wage.

The platform takes appropriate steps to ensure the
following:

» Workers earn at least the local minimum wage, or the
wage set by collective sectoral agreement (whichever is
higher) in the place where they work, in their active hours,
after costs.*?

1.2 - Ensures workers earn at least a local living
wage after costs (one additional point)

In some places, the minimum wage is not enough to
allow workers to afford a basic but decent standard of
living. To achieve this point platforms must ensure that work-
related costs do not push workers below local living wage.

The platform takes appropriate steps to ensure
the following:

» Workers earn at least a local living wage, or the wage set
by collective sectoral agreement (whichever is higher)
in the place where they work, in their active hours,
after costs.50:5?

2.1 - Mitigates task-specific risks (one point)
Platform workers may encounter a number of risks in
the course of their work, including accidents and injuries,
harmful materials, and crime and violence. To achieve this
point platforms must show that they are aware of these risks
and take steps to mitigate them.

The platform must satisfy the following:

- There are policies or practices in place that protect
workers’ health and safety from task-specific risks.5?

- Platforms take adequate, responsible and ethical data
protection and management measures, laid out in a
documented policy.

Platform workers are vulnerable to the possibility of abruptly
losing their income as the result of unexpected or external
circumstances, such as sickness or injury. Most countries
provide a social safety net to ensure workers don’t
experience sudden poverty due to circumstances outside
their control. However, platform workers usually don’t
qualify for protections such as sick pay, because of their
independent contractor status. In recognition of the fact
that most workers are dependent on income they earn from
platform work, platforms can achieve this point by ensuring
that workers are compensated for loss of income due to
inability to work.

The platform must satisfy BOTH of the following:

 Platforms take meaningful steps to ensure that workers
are compensated for income loss due to inability to work
commensurate with the worker’s average earnings over
the past three months.

« Where workers are unable to work for an extended period
due to unexpected circumstances, their standing on the
platform is not negatively impacted.

3.1 - Provides clear and transparent terms
and conditions (one point)

The terms and conditions governing platform work are not
always clear and accessible to workers.5® To achieve this
point, the platform must demonstrate that workers are able
to understand, agree to, and access the conditions of their
work at all times, and that they have legal recourse if the
other party breaches those conditions.

The platform must satisfy ALL of the following:

« The party contracting with the worker must be identified'in

the contract, and subject to the law of the place in which
the worker works.




The contract is communicated in full in clear and
language that
expected to understand.

comprehensible workers could be

The contract is accessible to workers at all times.

Every worker is notified of proposed changes in a
reasonable timeframe before changes come into effect;
and the changes should not reverse existing accrued
benefits and reasonable expectations on which workers
have relied.

3.2 - Ensures that no unfair contract terms
are imposed (one additional point)

In some cases, especially under ‘independent contractor’
classifications, workers carry a disproportionate amount of
risk for engaging in a contract with the service user. They may
be liable for any damage arising in the course of their work,
and they may be prevented by unfair clauses from seeking
legal redress for grievances. To achieve this point, platforms
must demonstrate that risks and liability of engaging in the
work is shared between parties.

Regardless of how the contractual status of the
worker is classified, the platform must satisfy
BOTH of the following:

» Takes appropriate steps to ensure that the contract does
not include clauses which exclude liability for negligence
nor unreasonably exempt the service user and/or the
platform from liability for working conditions.

Takes appropriate steps to ensure that the contract
does not include clauses which prevent workers from
effectively seeking redress for grievances which arise from
the working relationship.

4.1 - Provides due process for decisions

affecting workers (one point)

Platformworkers can experience arbitrary deactivation; being
barred from accessing the platform without explanation, and
potentially losing their income. Workers may be subject to
other penalties or disciplinary decisions without the ability
to contact the service user or the platform to challenge or
appeal them if they believe they are unfair. To achieve this
point, platforms must demonstrate an avenue for workers to
meaningfully appeal disciplinary actions.

The platform must satisfy ALL of the following:

There is a channel for workers to communicate with a
human representative of the platform. This channel is
documented in a contract and available on the platform
interface. Platforms should respond to workers within a
reasonable timeframe.

There is a process for workers to meaningfully appeal low
ratings, non-payment, payment issues, deactivations, and
other penalties and disciplinary actions. This process is
documented in a contract and available on the platform
interface.>

In the case of deactivations, the appeals process must
be available to workers who no longer have access to the
platform.

Workers are not disadvantaged for voicing concerns
or appealing disciplinary actions.

The majority of platforms do not actively discriminate
against particular groups of workers. However, they may
inadvertently exacerbate already existing inequalities in
their design and management. For example, there is a lot
of gender segregation between different types of platform
work. To achieve this point, platforms must show not only
that they have policies against discrimination, but also that
they seek to remove barriers for disadvantaged groups, and
promote inclusion.

Platforms must satisfy ALL of the following:

» There is a policy which ensures the platform does not
discriminate on grounds such as race, social origin, caste,
ethnicity, nationality, gender, sex, gender identity and
expression, sexual orientation, disability, religion or belief,
age or any other status.

Where persons from a disadvantaged group (such as
women) are significantly under-represented among a
pool of workers, it seeks to identify and remove barriers to
access by persons from that group.

It takes practical measures to promote equality of
opportunity for workers from disadvantaged groups,
including reasonable accommodation for pregnancy,
disability, and religion or belief.

If algorithms are used to determine access to work or
remunerationorthe type of workand pay scales available to




workers seeking to use the platform, these are transparent
and do not result in inequitable outcomes for workers from
historically or currently disadvantaged groups.

 Ithasmechanismstoreducetheriskof usersdiscriminating
against workers from disadvantaged groups in accessing
and carrying out work.

5.1 - Assures freedom of association and
the expression of worker voice (one point)

Freedom of association is a fundamental right for all workers,
and enshrined in the constitution of the International Labour
Organisation, and the Universal Declaration of Human Rights.
The right for workers to organise, collectively express their
wishes — and importantly — be listened to, is an important
prerequisite for fair working conditions. However, rates
of organisation amongst platform workers remain low. To
achieve this point, platforms must ensure that the conditions
are in place to encourage the expression of collective worker
voice. Whether or not platforms set the terms on which
workers are retained by service users, platforms must
demonstrate that they have taken appropriate steps to
ensure that workers are informed of their rights (and have
mechanisms in place to help protect those rights) and that
workers are directed to appropriate collective bodies or
trade unions.

Platforms must satisfy ALL of the following:

» There is a documented mechanism for the expression
of collective worker voice.

There is a formal policy of willingness to recognise,
or bargain with, a collective body of workers or trade union,
that is clearly communicated to all workers.5®

Freedom of association is not inhibited, and workers are
not disadvantaged in any way for communicating their
concerns, wishes and demands to the platform.s®

While rates of organisation remain low, platform workers’
associations are emerging in many sectors and countries.
We are also seeing a growing number of cooperative worker-
owned platforms. To realise fair representation, workers
must have a say in the conditions of their work. This could
be through a democratically governed cooperative model,
a formally recognised union, or the ability to undertake
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collective bargaining with the platform.

The platform must satisfy at least ONE of the
following:

1. Workers play a meaningful role in governing it.

It publicly and formally recognises an independent
collective body of workers, an elected works council,
or trade union.

It seeks to implement meaningful mechanisms

for collective representation or bargaining.

These conditions should apply whether or not platforms set
the terms on which workers are retained by service users.




ENDNOTES

1 National Bureau of Statistics. https://nigerianstat.gov.ng/elibrary/
read/12412754#:~:text=Executive%20Summary,77).

2 Central Bank of Nigeria. https://www.cbn.gov.ng/rates/inflrates.asp.

3 This is based on the assumption that a worker works for 8 hours a day
for 5 days a week or at least 40 hours a week as the bare minimum.

4 https://www.solidaritycenter.org/nigeria-drivers-form-countrys-first-
app-based-union/.

5 https://www.cariboudigital.net/wp-content/uploads/2020/04/PLTU-
FINAL-WEB-v2.1.pdf, accessed on 17.3.2023.

6 https://nairametrics.com/2021/10/16/minister-says-an-average-of-6-
million-people-transit-from-lagos-mainland-to-lagos-island-daily/.

7 Arubayi 2021. Ride-hailing Platforms, Algorithmic Management,

and Everyday Resistances: A Case Study Arubayi, D. (2022). Ride-
hailing Platforms, Algorithmic Management, and Everyday Resistances:
A case study of Drivers in Lagos, Nigeria. Ph.D dissertation, University of
Manchester.

8 Arubayi, D. (2022). Ride-hailing Platforms, Algorithmic Management,
and Everyday Resistances: A case study of Drivers in Lagos, Nigeria. Ph.D
dissertation, University of Manchester.

9 Matuluko, M. (2016). Afro is an indigenous online taxi booking
service built with Africans in mind. Techpoint Africa. https://techpoint.
africa/2016/02/19/afro-online-taxi-booking-review/ [Accessed April 4,
2022].

10 World Bank (2019). World Development Indicators. Unemployment,
youth total (% of labour force 15-24) (national estimate). https://
databank.worldbank.org/source/world-development-indicators
[Accessed May 16, 2020].

11 Arubayi (2022), Ride-hailing Platforms, Algorithmic Management,
and Everyday Resistances: A Case Study of Drivers in Lagos.

12 World Bank, World Development Indicators. Unemployment,
youth total.

13 https://fairwork/wp-content/uploads/sites/17/2022/12/Fairwork-
Nigeria-Report-2022-en.pdf.

14 Arubayi, D. (2022). Ride-hailing Platforms, Algorithmic Management,
and Everyday Resistances: A case study of Drivers in Lagos, Nigeria. Ph.D
dissertation, University of Manchester.

15 https://www.vanguardngr.com/2020/01/lagos-govt-bans-okada-
tricycle-others/.

16 https://allafrica.com/stories/202104010102.html.

17 Cieslik, K., Banya, R. and Vira, B. (2021). Offline contexts of online
jobs: Platform drivers, decent work, and informality in Lagos, Nigeria.
Development Policy Review.

18 Labour Act (Cap L1 LFN 2004).

19 Enwukwe, N. (2021). The Employment Status of Nigerian Workers
in the Gig Economy: Using Uber as a Case Study. Journal of Law, Policy
and Globalization, 107, pp. 1-10. https://papers.ssrn.com/sol3/papers.
cfm?abstract_id=3818696.

20 Fairwork (2021) Fairwork Ghana Ratings 2021: Labour Standards
in the Platform Economy. Accra, Ghana; Oxford, United Kingdom.

21 Civil suit No.356 of 2016. Kanuri Limited & 34 others (Plaintiffs)
versus Uber Kenya Limited (Defendant).

22 Bakare, T. (2020). Uber, Bolt drivers face uncertain future as Lagos
begins new regulations. The Guardian Nigeria News — Nigeria and World
News. https://guardian.ng/news/uber-bolt-drivers-face-uncertain-future-
as-lagos-begins-new-regulations/.

23 Court case NICN/LA/546/2017. Oladopo Olatunji and Daniel John
vs Uber Technology Systems Limited, Uber B., Taxify Technology Limited.

24 The Labour Act, Chapter L1, Laws of the Federation of Nigeria 2004
(“Labour Act”).

25 This is based on the assumption that a worker works for 8 hours a
day for 5 days a week or at least 40 hours a week as the bare minimum.

26 https://about.glovoapp.com/press/glovo-expands-its-operations-in-
africa/ visited June 29th, 2022.

27 https://www.thisdaylive.com/index.php/2021/11/11/abalunam-
african-online-deliveries-market-largely-untapped/ visited June 29th,
2022.

28 https://businesspost.ng/brands-products/glovo-launches-operations-
in-nigeria-after-raising-e450m/ visited June 29th, 2022.

29 https://www.vanguardngr.com/2021/09/glovo-unveils-multi-
category-delivery-app/.

30 https://www.vanguardngr.com/2021/09/glovo-launches-its-multi-
category-delivery-app-in-nigeria-as-it-strengthens-its-commitment-to-
africa/ visited June 29th, 2022.

31 The Nigerian Certificate in Education (NCE) for a career in teaching,
intended for secondary school leavers, primary school and secondary
school teachers.

32 https://fair.work/en/fw/publications/faiwork-nigeria-ratings-working-
in-the-nigerian-ride-hailing-sector/.

33 Igomu, T. (2021). Double standards: Uber, Bolt provide safety tools,
support for American, South African drivers, leave Nigerian drivers at
mercy of killers, kidnappers. Punchng.com. https://punchng.com/double-
standards-uber-bolt-providesafety-tools-support-for-american-south-
african-drivers-leavenigerian-drivers-at-mercy-of-killers-kidnappers/
[Accessed April 22, 2022].

34 Rosenblat, A. and Stark, L. (2016),Algorithmic labor and information
asymmetries: A case study of Uber’s drivers, International Journal of
Communication, 10, pp. 3758-3784. doi: 10.2139/ssrn.2686227.

35 https://fair.work/en/fw/publications/faiwork-nigeria-ratings-working-
in-the-nigerian-ride-hailing-sector/.

36 *Name changed to protect worker’s identity.

37 Guardian (2021). Uber, Bolt drivers call for profiling of riders for
security of drivers. https://guardian.ng/news/uberbolt-drivers-call-for-
profiling-of-riders-for-security-of-drivers/ [Accessed March 23, 2022].

38 Olorounbi, R. (2019). Nigeria to give all of its 200 million people
Identity Numbers. Bloomberg.com. https://www.bloomberg.com/news/
articles/2019-09-20/nigeria-to-give-allof-its-200-million-people-
identity-numbers [Accessed February 19, 2022]; Okere, A. (2019).
NIMC needs N132bn to register 200 million Nigerians. Punchng.com.
https://punchng.com/nimc-needs-n132bn-to-reg.

39 Adepetun, A. (2017). Nigeria adopts new addressing system,
NIPOST sets 2020 target. The Guardian. https://guardian.ng/ news/
nigeria-adopts-new-addressing-system-nipost-sets2020-target/
[Accessed May 28, 2022].




40 https://fairwork/wp-content/uploads/sites/17/2022/11/Good-
practice-booklet-Ghana-2022-digital.pdf.

41 https://fairwork/en/fw/publications/faiwork-nigeria-ratings-working-
in-the-nigerian-ride-hailing-sector/.

42 https://www.solidaritycenter.org/nigeria-drivers-form-countrys-first-
app-based-union/.

43 IL0 (2021). World Employment and Social Outlook: The role of digital
labour platforms in transforming the world of work. Geneva: International
Labour Organization. p. 31. Available at: https://www.ilo.org/global/
research/global-reports/weso/2021/WCMS_771749/lang--en/index.htm.
ILO 2021 report, p.107.

44 De Stefano, V. (2016). The rise of the ‘just-in-time workforce’:
On-demand work, crowdwork and labour protection in the ‘gig-economy’.
Geneva: International Labour Organization. p. 1 Available at: https://www.
ilo.org/travail/info/publications/WCMS_443267/lang--en/index.htm.

45 Work-related costs include direct costs the worker may incur in
performing the job. This may include, for instance, transport in between
jobs, supplies, vehicle repair and maintenance, fuel, road tolls and vehicle
insurance. However, it does not include transport to and from the job
(unless in-between tasks) nor taxes, social security contributions or
health insurance.

46 Work-related costs include direct costs the worker may incur in
performing the job. This may include, for instance, transport in between
jobs, supplies, vehicle repair and maintenance, fuel, road tolls and vehicle
insurance. However, it does not include transport to and from the job
(unless in-between tasks) nor taxes, social security contributions or
health insurance.

47 The ILO defines minimum wage as the “minimum amount of
remuneration that an employer is required to pay wage earners for
the work performed during a given period, which cannot be reduced
by collective agreement or an individual contract.” Minimum wage
laws protect workers from unduly low pay and help them attain

a minimum standard of living. The ILO’s Minimum Wage Fixing
Convention, 1970 C135 sets the conditions and requirements of
establishing minimum wages and calls upon all ratifying countries to
act in accordance. Minimum wage laws exist in more than 90 per cent
of the ILO member states.

48 In addition to direct working hours where workers are completing
tasks, workers also spend time performing unpaid activities necessary
for their work, such as waiting for delivery orders at restaurants and
travelling between jobs. These indirect working hours are also considered
part of active hours as workers are giving this time to the platform.

Thus, ‘active hours’ are defined as including both direct and indirect
working hours.

49 In order to evidence this, where the platform is responsible for
paying workers the platform must either: (a) have a documented policy
that ensures the workers receive at least the local minimum wage
after costs in their active hours; or (b) provide summary statistics

of transaction and cost.

50 Where a living wage does not exist, Fairwork will use the Global
Living Wage Coalition’s Anker Methodology to estimate one.

51 In order to evidence this, where the platform is responsible for paying
workers the platform must either: (a) have a documented policy that
ensures the workers receive at least the local living wage after costs in
their active hours; or (b) provide summary statistics of transaction and
cost data evidencing all workers earn a minimum wage after costs.

52 Where the platform directly engages the worker, the starting point
is the ILO’s Occupational Safety and Health Convention, 1981 (C155).
This stipulates that employers shall be required “so far as is reasonably

39

practicable, the workplaces, machinery, equipment and processes
under their control are safe and without risk to health”, and that
“where necessary, adequate protective clothing and protective
equipment [should be provided] to prevent, so far as is reasonably
practicable, risk of accidents or of adverse effects on health.”

53 The ILO’s Maritime Labour Convention, 2006 (MLC 2006), Reg. 2.1,
and the Domestic Workers Convention, 2011 (C189), Articles 7 and 15,
serve as helpful guiding examples of adequate provisions in workers’
terms and conditions, as well as worker access to those terms and
conditions.

54 Workers should have the option of escalating grievances that have
not been satisfactorily addressed and, in the case of automated decisions,
should have the option of escalating it for human mediation.

55 For example, “[the platform] will support any effort by its workers to
collectively organise or form a trade union. Collective bargaining through
trade unions can often bring about more favourable working conditions.”

56 See the ILO’s Freedom of Association and Protection of the Right to
Organise Convention, 1948 (C087), which stipulates that “workers and
employers, without distinction, shall have the right to establish and join
organisations of their own choosing without previous authorisation”
(Article 2); “the public authorities shall refrain from any interference
which would restrict the right or impede the lawful exercise thereof”
(Article 3) and that “workers’ and employers’ organisations shall not

be liable to be dissolved or suspended by administrative authority”
(Article 4). Similarly the ILO’s Right to Organise and Collective
Bargaining Convention, 1949 (C098) protects the workers against acts of
anti-union discrimination in respect of their employment, explaining that
not joining a union or relinquishing trade union membership cannot be
made a condition of employment or cause for dismissal. Out of the 185
ILO member states, currently 155 ratified CO87 and 167 ratified C098.




Fairwork is a project run out of the Oxford Internet
Institute, University of Oxford, and the Berlin Social
Science Center, and draws on the expertise and experience
of staff at Access to Knowledge for Development Center
(A2KAD) at the American University in Cairo’s School
of Business, Audencia Business School, Center for
Development Evaluation and Social Science Research
(CREDI), Centre for Labour Research, Chinese University
of Hong Kong’s Centre for Social Innovation Studies, CIPG
Innovation Policy Governance, CIPPEC, CREDI, De La
Salle University, FLACSO-Ecuador, Humboldt University of
Berlin, Institute for a Fair Economy, International Institute
of Information Technology Bangalore (IIITB), International
University of Rabat, iSocial, KU Leuven, Lagos Business
School, Luigj Gurakugi University of Shkodér, National
University of Singapore, Observatorio de Plataformas Peru,
Phenix Center for Economics & Informatics Studies, Pollicy,
Public Policy Research Center (CENTAR), Qhala, REPOA,
Sapienza University of Rome, Solidarity Center, Technical
University of Berlin, TEDIC, The Policy Initiative, TU Wien,
Universidad Adolfo Ibafez, Universidad Complutense de
Madrid, Universidad del Rosario, Universidade do Vale do
Rio dos Sinos (Unisinos), Universitas Gadjah Mada’s Center
for Digital Society, University of California’s Hastings College
of the Law, University of Cape Town, University of Ghana
Business School, University of Manchester, University of the
Western Cape, Weizenbaum Institut, and XU Exponential
University.

Yinka David-West, Kemi Ogunyemi, Chinyere Emeshie,
Amaka Anozie, Daniel Arubayi, Mark Graham.

Wirawan Agahari, Eloisa Gonzalez, Jana Ababneh, Eisha Afifi,
Pablo Aguera Reneses, Iftikhar Ahmad, Maria Belen
Albornoz, Luis Pablo Alonzo, Oguz Alyanak, Hayford
Amegbe, Branka Andjelkovic, Viridiana Angel, Marcos
Aragao, Maria Arnal, Arturo Arriagada, Daniel Arubayi, Sami
Atallah, Tat Chor Au-Yeung, Ahmad Awad, Adam Badger,
Ladin Bayurgil, Ariane Berthoin Antal, Alessio Bertolini,
Sudeep Bhargava, Gautam Bhatia, Wasel Bin Shadat, Virgel
Binghay, Ameline Bordas, Maren Borkert, Alvaro Briales,
Joe Buckley, Callum Cant, Rodrigo Carelli, Eiser Carnero

Apaza, Eduardo Carrillo, Maria Catherine, Chris King Chi
Chan, Henry Chavez, Hussein Cheaito, Aradhana Cherupara
Vadekkethil, Ana Chkareuli,
Corasaniti, Kruskaya Hidalgo Cordero, Pamela Custodio,

Andrea Ciarini, Antonio
Adriansyah Dhani Darmawan, Kavita Dattani, Olayinka
David-West, Nadia De JesUs Pacheco, Janine De Vera, Luisa
De Vita, Alejandra S. Y. Dinegro Martinez, Brikena Kapisyzi
Dionizi, Ha Do, Matias Dodel, Marta D’Onofrio, Elvisa Drishti,
Darcy du Toit, Veena Dubal, James Dunn-Willimason,
Khatia Dzamukashvili, Dana Elbashbishy, Batoul EIMehdar,
Elisa Errico, Ursula Espinoza Rodriguez, Patrick Feuerstein,
Roseli Figaro, Milena Franke, Sandra Fredman, Farah Galal,
Jackeline Gameleira, Pia Garavaglia, Chana Garcia, Beatriz
Garcia, Sharon Geeling, Navneet Gidda, Shikoh Gitau,
Slobodan Golusin, Saul Gomez, Mark Graham, Markus
Griesser, Rafael Grohmann, Martin Gruber-Risak, Khadiga
Hassan, Richard Heeks, Teona Henderson, Mabel Rocio
Hernandez Diaz, Luis Jorge Hernandez Flores, Victor
Manuel Hernandez Lopez, Benjamin Herr, Nur Huda,
Huynh Thi Ngoc Tuyet, Francisco Ibanez, Neema Iyer,
Tanja Jakobi, Athar Jameel, Abdul Bashiru Jibril, Ermira
Hoxha Kalaj, Raktima Kalita, Zeynep Karlidag, Lucas
Katera, Mishal Khan, Bresena Dema Kopliku, Maja Kovac,
Anjali Krishan, Martin Krzywdzinski, Amela Kurta, Ilma
Kurtovi¢, Morad Kutkut, Tobias Kuttler, Arturo Lahera-
Sanchez, Jorge Leyton, Georgina Lubke, Bilahari M, Raiyaan
Mahbub, Wassim Maktabi, Maldonado,
Laura Clemencia Mantilla Ledn, Claudia Mara, Paolo

Oscar Javier
Marinaro, Ana Flavia Marques, Margreta Medina, Caterina
Morbiato, Nacef Mouri, Jamal Msami, Hilda Mwakatumbula,
Beka Natsvlishvili, Mounika Neerukonda, Ana Negro, Chau
Nguyen Thi Minh, Sidra Nizambuddin, Claudia Nociolini
Rebechi, Bonnita Nyamwire, Oluwatobi A. Ogunmokun,
Frederick Pobee, Caroline A Omware, Nermin Oruc,
Christian Nedu Osakwe, Balaji Parthasarathy, Francesca
Pasqualone, Maria Inés Martinez Penadés, Leonhard Plank,
Frederick Pobee, Valeria Pulignano, Jack Linchuan Qiu,
Jayvy R. Gamboa, Ananya Raihan, Antonio Ramirez, Juan-
Carlos Revilla, Alberto Riesco-Sanz, Nagla Rizk, Moisés
K. Rojas Ramos, Federico Rosenbaum Carli, Cheryll Ruth
Soriano, Julice Salvagni, Derly Yohanna Sanchez Vargas,
Maricarmen Sequera, Murali Shanmugavelan, Aditya Singh,
Shanza Sohail, Janaki Srinivasan, Anna Sting, Zuly Bibiana
Suarez Morales, David Sutcliffe, Ainan Tajrian, Dinh Thi

40




Chien, Kristin Thompson, Kiko Tovar, Pitso Tsibolane,
Funda Ustek-Spilda,
Belle, Giulia Varaschin, Eduardo Vargas, Daniel Vizuete,

Jonas Valente, Jean-Paul Van

Laura Vogel, Annmercy Wairimu, Jing Wang, Robbie Warin,
Nadine Weheba, Najlae Zhani and Sami Zoughaib

Hilda Mwakatumbula and Caroline Omware

David Sutcliffe, Navneet Gidda, and Pablo Aguera

Fairwork Nigeria Ratings 2022: Towards Equitable Work for
all Platform Workers. Lagos, Nigeria. Oxford, United Kingdom.

Please note that this report contains sections in common with
other Fairwork reports, notably the Fairwork Framework, parts
of the Impact and Next Steps section and the Appendix.

User Design, Illustration and Typesetting, UK

This report was funded by the Federal Ministry for Economic
Cooperation and Development (BMZ), commissioned by the
Deutsche Gesellschaft fur Internationale Zusammenarbeit
(GI1Z).

A COLLABORATION BETWEEN

WZB

OXFORD
INTERNET
INSTITUTE

UNIVERSITY OF

OXFORD

fiir Sozialforschung

FUNDED BY

?

Bundesministerium fiir 4

wirtschaftliche Zusammenarbeit g I Z

und Entwicklung

Wissenschaftszentrum Berlin

Alexander Ererobe and other staff of Lagos Business School
for their administrative support for the project since its
inception. The project team is deeply grateful to Daniel
Arubayi and others in the Fairwork Central Team for their
continuing support and guidance as we take our work to
the next stage and to Anjali Krishan who contributed as an
observer to our external platform scoring review session.
We would like to thank the Lagos Business School for
supporting our stakeholder workshop. Finally, we would
like to acknowledge a large number of workers and platform
managers in Nigeria for taking the time to help us build our
platform ratings. Their roles are understated by a simple
acknowledgement. All of the work in this project was shared
not just amongst our research team, but also amongst the
stakeholders who our ratings ultimately affect.

None of the researchers have any connection with any of
the platforms and the work undertaken received no funding
or support in kind from any platform or any other company,
and we declare that there is no conflict of interest.

000 [eoof =

BUSINESS
% SCHOOL
PAN-ATLANTIC UNIVERSITY

Deutsche Gesellschaft
fir Internationale
Zusammenarbeit (61Z) GmbH

41







