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Executive Summary

Flexible working arrangements 
are a good form of employer-
provided care support. 
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mployer-provided	 care	 support	
for	workers	with	 care	 obligations	
could	be	one	solution	to	Jamaica’s	
productivity	 and	 labour	 market	

challenges.	The	objective	of	this	study	is	to	
situate	the	unpaid	care	work-productivity	
nexus	in	Jamaica	with	a	view	to	exploring	
the	 case	 for	 employer-provided	 support	
for	 workers	 with	 care	 obligations	 in	 Ja-
maica.		

Jamaica	 is	well	positioned	to	realize	eco-
nomic	 growth	 in	 the	 post-pandemic	 pe-
riod.	 In	 the	years	 leading	up	 to	 the	pan-
demic	Jamaica	had	stabilized	its	economy,	
and	was,	for	the	first	time	in	decades,	be-
ginning	to	show	some	signs	of	economic	
growth.	 Post-pandemic,	 the	 unemploy-
ment	rate	 is	 lower	 than	even	the	historic	
pre-pandemic	 low,	but	 this	has	not	been	
accompanied	 by	 the	 expected	 commen-
surate	economic	growth,	and	worker	pro-
ductivity	is	falling,	compounded	by	a	tight	
labour	market.	 A	 common	 denominator	
of	these	problems	is	women’s	lower	rate	of	
participation	 in	 the	work	 force,	and	how	
unpaid	care	work	for	children,	the	elderly,	
and	other	dependents	impinges	on	wom-
en’s	 participation	 in	 the	 labour	 market,	
their	productivity,	and	ability	 to	contrib-
ute	to	economic	growth	through	output	in	
the	workplace.		

Over	 two	 decades	 of	 research	 and	 prac-
tice	 have	 shown	 that	 there	 is	 a	 positive	
relationship	 between	 reducing	 women’s	
unpaid	 care	work	 and	 improving	 gender	

equality,	 children’s	 development,	 worker	
productivity,	business	profits,	and	national	
economic	 growth.	 The	 link	 between	 un-
paid	care	work	and	paid-productive	work	
is	 recognized	 in	 Jamaica,	 but	mostly	 im-
plicitly.	There	is	no	provision	of	public	ser-
vices	 or	 infrastructure	 to	 support	 unpaid	
care	and	domestic	work	obligations.	There	
are	gains	to	be	had	when	these	obligations	
are	accounted	for.	Internationally,	the	data	
shows	that	both	employees	and	employers	
benefit	 when	 employers	 provide	 support	
for	their	workers’	care	obligations.	Where	
those	gains	result	in	increased	output	and	
productivity,	 the	 broader	 economy	 also	
stands	to	benefit.		

This	 study	 thus	 assesses	 the	 extent	 to	
which	 proposals	 for	 employer-provided	
support	for	workers	with	unpaid	care	ob-
ligations.	 It	 found	 that	 there	 is	 a	 defined	
need	 for	 support	 for	 workers	 with	 care	
obligations,	an	articulated	concern	on	the	
part	of	employers	regarding	attracting	and	
retaining	workers	in	a	tight	labour	market,	
recognition	 by	 the	 state	 of	 the	 issue	 and	
some	 existing	 supportive	 legislation,	 and	
an	openness	on	the	part	of	employers	and	
stakeholders	 to	 new	 solutions,	 including	
those	proposed	in	this	study.		

Nearly	half	of	all	workers	with	care	respon-
sibilities	state	that	the	lack	of	care	support	
hinders	 their	 ability	 to	 focus	 and	 this	 af-
fects	 their	 productivity.	 One-third	 take	
time	off	work	frequently	to	meet	their	care	
obligations.	Jamaican	employers	are	inter-

E

60% of workers indicated that they needed to 
take time from work to address their care respon-
sibilities. However, when carers take time off from 
work to tend to their dependents, they are often 
penalized for it. 

ested	 in	 improving	productivity,	 but	 they	
are	more	preoccupied	with	attracting	and	
retaining	workers	in	a	tight	labour	market.		

Even	 where	 employers	 are	 providing	
care-related	 support	 for	 their	 workers,	
there	 is	 a	 role	 for	 the	 state.	The	 state	 can	
support	 the	 private	 sector	 to	 assist	 their	
employees	through	regulation,	guidelines,	
technical	support,	and	tax	incentives.		

The	 study	 concludes	 that	 employer-pro-
vided	 care	 support	 for	workers	with	 care	
obligations	 is	 one	 possible	 solution	 to	
boost	 productivity	 and	 growth	 in	 Jamai-
ca,	as	well	as	to	attract	and	retain	workers,	
and	proposes	policy	measures	 that	would	
move	 Jamaica	 forward	 towards	 this	 ideal.	
The	findings	suggest	that	there	is	a	case	to	
be	made	for	private	firms	to	provide	sup-
port	for	their	employees’	care	obligations,	
and	for	the	government	to	incentivize,	fa-
cilitate,	 and	 even	 subsidize	 that	 support.	
Jamaica	is	well	positioned	to	move	forward	
on	the	productivity-unpaid	care	work	nex-
us.			
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Recommendations

Government of Jamaica

Push	for	full	implementation	of	the	Employment	(Flexible	Work	Ar-
rangements)	Act.	Included	in	this	is:
 
a).		Promote	flexi-work	policies	for	all	workplaces.

b).		Implement	flexitime	in	public	sector	operations,	thus	setting	an	
example.	

c).		Provide	government	services	outside	of	traditional	business	hours	
to	accommodate	others	working	flexitime.		

1

Make	good	on	stated	intentions	and	commitments	to	invest	
in	the	care	economy,	to	include:	

a).		Establish	an	accessible	route	to	the	formalization	of	infor-
mal	child	care	facilities,	including	basic	schools.	

b).		Create	a	voucher	system	for	all	workers	and	job-seekers	
to	access	licensed,	regulated,	quality	daycare,	including	that	
provided	by	employers	to	their	own	employees.	

c).		Provide	resources	to	increase	the	capacity	of	existing	state	
and	non-state	senior	citizens’	organizations	so	they	can	bet-
ter	provide	needed	support	and	services	 to	 the	elderly	and	
their	caregivers.	Year-End	Report.	 

Offer	incentives	to	private	sector	employers	to	provide	support	to	
their	workers	with	care	obligations.	Among	the	options	to	do	this	
are:		

a).	 	Tax	breaks	 for	businesses	 that	provide	 for	employees’	depen-
dents	 to	 attend	 licensed	 and	 regulated	 educational	 and	 care	pro-
viders,	whether	at	the	employer’s	own	establishment,	or	at	another	
location.			

3

2
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Private Sector

Recommendations

Stakeholder	 bodies	 should	 seek	multilateral	 and	donor	partner	 sup-
port	to	create	detailed,	evidence-informed	guidance	for	private	sector	
entities	on	how	to	implement	programmes	for	workers	with	care	ob-
ligations	that	are	sector-specific	and	tailored	to	the	Jamaican	context,	
including	rigorous	cost-benefit	analyses.	
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Introduction

In Jamaica there is no 
provision of public services 
or infrastructure to support 
unpaid care and domestic 
work obligations. 

1
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gains	to	be	had	when	these	obligations	are	
accounted	 for.	 Internationally,	 the	 data	
supports	 the	 proposition	 that	 both	 em-
ployees	and	employers	benefit	when	em-
ployers	provide	support	for	their	workers’	
care	obligations.	Where	those	gains	result	
in	increased	output	and	productivity,	the	
broader	 economy	 also	 stands	 to	 benefit.	
The	objective	of	this	study	is	thus	to	sit-
uate	 the	 unpaid	 care	 work-productivity	
nexus	in	Jamaica	with	a	view	to	exploring	
the	 case	 for	 employer-provided	 support	
for	 workers	 with	 care	 obligations	 in	 Ja-
maica.		

This	is	done	by:	

1.	 Defining	 and	 demarcating	 Ja-
maica’s	care	economy	with	specific	refer-
ence	to	how	the	gender	division	of	labour	

mployer-provided	 care	 support	
for	 workers	 with	 care	 obligations	
could	be	one	 solution	 to	 Jamaica’s	
productivity	 and	 labour	 market	

challenges.	

Jamaica	 is	well	positioned	to	realize	eco-
nomic	 growth	 in	 the	 post-pandemic	 pe-
riod.	 In	 the	years	 leading	up	 to	 the	pan-
demic	Jamaica	had	stabilized	its	economy,	
and	was,	for	the	first	time	in	decades,	be-
ginning	to	show	some	signs	of	economic	
growth.1	 Post-pandemic,	 the	 unemploy-
ment	rate	 is	 lower	 than	even	the	historic	
pre-pandemic	 low,	but	 this	has	not	been	
accompanied	 by	 the	 expected	 commen-
surate	economic	growth,	and	worker	pro-
ductivity	 is	 falling.2	 Between	 2001	 and	
2019,	 labour	productivity	declined	by	an	
average	of	0.6	percent	annually.3	This	di-
lemma	 is	 compounded	by	 a	 tight	 labour	
market,	 in	 which	 employers	 struggle	 to	
attract	and	retain	workers,	which	further	
negatively	impacts	output	and	growth.4	A 
common	denominator	of	 these	problems	
is	women’s	 lower	 rate	 of	 participation	 in	
the	work	force,	and	how	unpaid	care	work	
for	children,	the	elderly,	and	other	depen-
dents	impinges	on	women’s	labour	market	
potential,	their	productivity,	and	ability	to	
contribute	 to	 economic	 growth	 through	
output	in	the	workplace.	

Jamaica	has	 recognized	 the	 link	between	
unpaid	 care	 work	 and	 paid-productive	

work.	Jamaica’s	Vision	2030’s	goal	to	make	
Jamaica	“the	place	of	choice	to	live,	work,	
raise	 families,	 and	 do	 business”	 includes	
references	to	the	care	economy.	It	specifi-
cally	states	 that	attention	should	be	given	
to	 child	 and	 elderly	 care.	 This	 is	 in	 line	
with	the	United	Nation	Sustainable	Devel-
opment	Goals	(SDGs),	which	Vision	2030	
is	 aligned	with.	 SDG	 5.4	 is	 to	 “recognize	
and	value	unpaid	care	and	domestic	work	
through	 the	 provision	 of	 public	 services,	
infrastructure	 and	 social	 protection	 poli-
cies,	and	the	promotion	of	shared	respon-
sibility	within	the	household	and	the	fami-
ly	as	nationally	appropriate.”5

In	Jamaica,	however,	there	is	no	provision	
of	public	services	or	infrastructure	to	sup-
port	unpaid	care	and	domestic	work	obli-
gations.	However,	it	remains	that	there	are	

E Employer-provided support for 
workers with care obligations is a 
solution to boost productivity and 
growth in Jamaica, as well as to attract 
and retain workers. 

A common denominator of low labour productivity 
and a tight labour market is women’s lower rate of 
participation in the work force, and how unpaid care 
work impinges on women’s labour market potential, 
their job performance, and ability to contribute to 
economic growth through output in the workplace.
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manifests	 in	women’s	disadvantaged	po-
sition	in	the	labour	market.		

2.	A	desk	review	comprising	an	overview	
of	 existing	 research	 and	 relevant	 data,	
including	specific	to	Jamaica,	on	the	un-
paid	 care	work-productivity	nexus.	 Spe-
cifically,	 the	 correlation	 between	 unpaid	
care	work	and	low	productivity,	poor	job	
satisfaction,	high	 turnover,	 and	 subopti-
mal	wellbeing	 is	 explored.	Relevant	pol-
icies	 and	 legislation	 are	 considered	 and	
included.

3.	 Providing	 examples	 of	 how	 govern-
ments	and	firms	around	the	world	address	

the	unpaid	care	work-productivity	nexus,	
and	 sharing	cases	of	 employer-provided	
care	 support,	 and	 of	 state	 initiatives	 for	
private	sector	provision	of	employee	care	
support,	across	the	world.			

4.	 An	 original	 survey	 of	 employees	 as-
certaining	their	existing	care	obligations	
and	needs,	and	their	perceptions	of	what	
support	would	best	serve	them.	

5.	Ascertaining	the	attitudes	and	under-
standing	of	private	sector	stakeholders	as	
regards	women’s	unpaid	care	work	and	its	
relationship	 to	paid	work	 through	elite/

CAPRI  I		Guns	Out:	The	Splintering	of	Jamaica’s	Gangs	Considerations	for	Public	Policy	and	Civil	Society	

stakeholder	 interviews.	 The	 interviews	
and	other	qualitative	data	are	interpreted	
with	a	thematic	analysis	approach.6

The	 study	 concludes	 that	 employer-pro-
vided	support	 for	workers	with	care	ob-
ligations	is	one	possible	solution	to	boost	
productivity	 and	 growth	 in	 Jamaica,	 as	
well	as	to	attract	and	retain	workers,	and	
proposes	 policy	 measures	 that	 would	
move	Jamaica	forward	towards	this	ideal.	
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Unpaid Care Economy 
and Productivity

CAPRI  I		Guns	Out:	The	Splintering	of	Jamaica’s	Gangs	Considerations	for	Public	Policy	and	Civil	Society	

2
The Care Economy is that 
sector of the economy that is responsible 
for the provision of services that 
contribute to the nuturing and 
reproduction of current and future 

populations.
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are	work,	paid	or	unpaid,	sustains	
our	 societies.	 Tasks	 such	 as	 car-
ing	 for	 children	 and	 the	 elderly,	
and	 household	 chores	 are	 indis-

pensable	for	our	daily	lives.7	Unpaid	care	
and	domestic	work	is	an	important	aspect	
of	 economic	 activity	 and	 the	 well-being	
of	 individuals.	 Markets	 cannot	 operate	
without	a	workforce	which	is	supplied	and	
sustained	 through	 care	 work.	 The	 “care	
economy”	 is	 that	 sector	 of	 the	 economy	
that	is	responsible	for	the	provision	of	ser-
vices	that	contribute	to	the	nurturing	and	
reproduction	 of	 current	 and	 future	 pop-
ulations.	 It	 involves	 childcare,	 elder	 care,	
education,	healthcare,	and	personal	social	
and	domestic	services	that	are	provided	in	
both	paid	and	unpaid	forms	within	formal	
and	informal	sectors.8	Unpaid	care	provi-
sion	is	generally	treated	as	an	infinite	cost-
free	 resource	 that	 fills	 gaps	 when	 public	
services	are	not	available.9 

Both	men	and	women	do	invaluable	care	
work	 in	our	 societies.	However,	 the	gen-
der	division	of	 labour—how	work	 is	 tra-
ditionally	and	usually	distributed	between	
men	 and	 women—means	 that	 women	
spend	twice	the	amount	of	time	in	unpaid	
work	than	men	do,	and	this	has	negative	
implications	for	women.	Across	the	globe,	
42	percent	of	women	cannot	get	jobs	be-
cause	 of	 care	 responsibilities,	 compared	
to	6	percent	of	men.10	In	Jamaica,	unpaid	
care	work	is	the	primary	obstacle	to	wom-

en	 fulfilling	 their	 potential	 in	 the	 labour	
market	 and	engaging	 in	more	paid	work.	
As	a	result,	women	pay	a	higher	opportu-
nity	 cost	 in	 terms	 of	 foregone	 paid	work	
than	 men	 do.11	 For	 working	 males	 there	
are	no	earnings	differences	between	those	
who	live	with	children	at	home	and	those	
who	do	not,	 but	 for	working	 females	 the	
presence	 of	 children	 is	 linked	 to	 lower	
earnings.12

In	Jamaica,	the	gender	division	of	labour	is	
manifest	in	the	disparity	between	the	time	
women	and	men	spend	doing	paid	and	un-
paid	work.	Women	spend	over	four	hours	
a	 day	 doing	 unpaid	 care	 and	 domestic	
work,	and	just	under	three	hours	a	day	in	
paid	work.	On	the	other	hand,	men	spend	
just	under	 two	hours	a	day	doing	unpaid	
care	 and	 domestic	 work,	 and	 four	 and	 a	
half	 hours	 doing	paid	work.13 This	 is	 also	
the	 case	 in	 many	 low-income	 countries,	
where	women	in	rural	areas	spend	up	to	14	
hours	a	day	doing	unpaid	care	work.14 In 
Caribbean	countries,	women	spend	at	least	
18	hours	per	week	on	unpaid	care	work.15

There	 are	 several	 valuations	 of	 women’s	
unpaid	and	underpaid	care	work;	 though	
they	differ,	they	are	all	in	the	trillions.	Ox-
fam	calculated	women’s	unpaid	and	under-
paid	care	work	at	an	annual	economic	val-
ue	of	nearly	US$10.8	trillion,	when	valued	
at	minimum	wage.16 The	International	La-
bour	Organization	(ILO)	estimated,	based	

on	 time-use	 survey	data	 in	 64	 countries,	
that	16.4	billion	hours	are	spent	on	unpaid	
care	work	every	day,	equivalent	to	two	bil-
lion	 people	working	 eight	 hours	 per	 day	
with	no	pay.	 If	valued	on	 the	basis	of	an	
hourly	 minimum	 wage,	 that	 care	 work	
would	amount	to	9	percent	of	global	GDP,	
which	corresponds	to	US$11	trillion.	The	
Organization	 for	 Economic	 Cooperation	
and	Development	(OECD)	estimated	 the	
value	of	time	spent	on	unpaid	work	at	be-
tween	15	percent	and	27	percent	of	GDP	
on	average,	depending	on	how	it	 is	mea-
sured,	across	available	OECD	countries.17 

The	 value	 of	 unpaid	 care	 and	 domestic	
work	in	Jamaica	is	on	par	with	global	fig-
ures.	Unpaid	 care	 and	 domestic	work	 in	
Jamaica	has	a	total	annual	value	of	J$340	
billion	 to	 J$991	 billion,	 equivalent	 to	 15	
percent	 and	 45	 percent	 of	 GDP	 respec-
tively,	depending	on	how	it	is	measured.18 
Where	 the	agriculture,	 forestry,	and	fish-
ing	 sector	 contributes	 9	 percent	 to	GDP	
and	 industry	 contributes	 21	 percent,	 the	
value	 of	 unpaid	 care	 and	 domestic	work	
at	the	most	conservative	estimate	is	twice	
the	value	of	agriculture,	and	its	value	us-
ing	 a	 less	 conservative	 estimate	 is	 twice	
the	value	of	industry.19	The	time	spent	by	
women	in	unpaid	care	and	domestic	work	
in	 Jamaica	 is	 conservatively	 estimated	 to	
be	 valued	 at	 10	 percent	 of	GDP,	 equiva-
lent	to	J$223	billion.20	In	other	words,	if	all	
care	and	domestic	work	done	by	Jamaican	

C

Unpaid care and domestic work is an important 
aspect of economic activity and the well-being of 
individuals. Markets cannot operate without a work-
force which is supplied and sustained through care 
work. 
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The Unpaid Care Work-
Productivity Nexus 

woman	 was	 compensated,	 it	 would	 add	
J$655	 billion	 (calculated	 using	 the	 spe-
cialist	 wage	 approach),	 J$413	 billion	
(measured	 by	 the	 generalist	 wage	 ap-
proach),	or	J$223	billion	(as	per	the	min-
imum	 wage	 approach)	 to	 the	 country’s	
GDP.	

The	unpaid	 care	work-productivity	nex-
us	 refers	 to	 the	 intersection	 of,	 on	 one	
side,	 the	 demands	 on	 people’s	 time	 and	
energy	 between	 attending	 to	 their	 de-
pendents’	 needs	 and,	 on	 the	 other,	 for-
mal	 work.	 It	 also	 has	 implications	 for	
women’s	 labour	 market	 potential,	 and	
their	economic	well-being.	The	evidence	
suggests	 that	women	who	 participate	 in	
paid	 labour	 and	 perform	 unpaid	 care	
duties	are	more	likely	to	be	stressed,	less	
productive,	 and	 experience	 greater	 job	
uncertainty	than	men	or	women	without	
onerous	 care	 responsibilities.21 The	 out-
comes	are	women’s	compromised	mental	
and	physical	health,	 job	 instability,	poor	
economic	 well-being,	 and	 lower	 quality	
of	their	children’s	care.	For	employers,	the	
outcomes	are	poor	worker	output,	weak	
worker	morale,	 and	high	 job	 turnover.22  
Workers	 with	 care	 obligations	 may	 for-
go	paid	and	productive	work,	which	has	
implications	 for	 labour	 market	 outputs,	
national	production	and	output,	and	 for	
organizations’	bottom	lines.	

It	has	been	well-researched	that	the	most	
effective	way	to	increase	female	employ-
ment,	 support	 women	 to	 participate	
more	fully	in	formal	labour	markets,	and	
maximize	 productivity	 is	 by	 providing	
access	 to	 reliable,	 affordable,	high	quali-
ty	childcare	services.23 Empirical	research	
has	 found	 that	 in	 developed	 and	 devel-
oping	 countries	 mothers	 are	 more	 like-
ly	 to	 use	 formal	 childcare	 arrangements	
and	 enter	 the	 labour	 force	when	 free	or	
low-cost	childcare	options	are	available.24  
This	 is	 relevant	 to	 Jamaica	 where	 the	
unemployment	 rate	 is	 higher	 for	 wom-
en	 than	 it	 is	 for	men,	 at	 11	percent	 and	
6	 percent	 respectively.25	 Furthermore,	
the	 evidence	 suggests	 that	 women	 take	
up	 the	 role	 of	 nurturing	 at	 the	 expense	
of	not	being	in	the	labour	force.	In	2020,	
there	were	15,700	Jamaican	women	who	
indicated	that	 their	reason	for	being	out	

of	the	labour	force	was	that	they	have	to	
be	at	home	with	dependents,	while	2,200	
women	stated	that	home	duties	was	the	
reason	 why	 they	 were	 not	 working	 or	
looking	for	work.26

Supporting	 workers	 to	 relieve	 some	 of	
their	unpaid	care	responsibilities	is	thus	
in	employers’	interests.	The	lack	of	good	
quality,	 affordable,	 and	accessible	 child-
care	 for	 their	 employees	 can	 result	 in	
lower	productivity,	higher	 turnover,	 ab-
senteeism,	and	a	diminishing	of	the	pool	
of	 possible	 employees.	 Particularly	 for	
female	workers,	the	lack	of	childcare	can	
be	a	barrier	to	their	full	and	equal	partic-
ipation	in	paid	work.27 

There	are	broader	considerations	regard-
ing	unpaid	care	work	and	the	availability	
and	accessibility	of	quality	childcare	that	
bear	on	issues	related	to	socio-econom-
ic	 inequalities	 and	 social	 progress.	The	
burden	of	unpaid	care	work	that	women	
carry	comes	with	a	societal	cost.	In	2022,	
the	 ILO	 published	 a	 432-page	 report,	
“Care	 at	Work,”	 containing	 guidance.	 It	
was	 based	 entirely	 on	 the	 premise	 that	
“there	 is	 an	 urgent	 need	 to	 invest	 in	 a	
package	of	care	policies	and	services	that	
are	transformative	and	promote	people’s	
well-being,	gender	equality,	decent	work,	
and	social	cohesion.”28

Addressing	 unpaid	 care	 work	 by	 put-

ting	in	policies	and	measures	to	alleviate	
women’s	 unpaid	 care	 burden	 is	 closely	
linked	to	broader	societal	aspects	of	gen-
der	equality.	 It	 is	 among	 the	biggest	op-
portunities	 to	 close	 gender	 gaps,	 along	
with	 women	 in	 leadership	 positions,	
political	representation,	and	financial	in-
clusion.29 Childcare	 helps	 parents	 secure	
a	 balance	 between	 caring	 for	 their	 chil-
dren,	paid	work,	and	taking	care	of	their	
own	 well-being.	 Where	 parents,	 espe-
cially	poorer	parents,	do	not	have	access	
to	 affordable,	 high-quality	 care,	 unpaid	
care	work	becomes	a	barrier	to	their	own	
progress	 and	 development,	 ultimately	
compounding	 socioeconomic	 inequali-
ties	within	countries.30 There	are	benefits	
for	children	since	evidence	suggests	that	
access	to	early	caring	and	educational	ex-
periences	outside	 the	home	can	have	an	
equalizing	 effect	 on	 children’s	 develop-
ment	and	life	chances.	

In	 the	 Jamaican	 context	 with	 a	 majori-
ty	of	households	headed	by	 females,	 the	
more	that	women	are	able	 to	participate	
in	 the	 labour	 force	 and	 engage	 in	 paid	
work,	and	the	more	that	women	are	able	
to	 improve	 their	 economic	 and	 finan-
cial	security	and	increase	their	spending	
power,	the	greater	will	be	the	effect	on	the	
society	and	economy	at	 large.	For	poor-
er	women	who	 cannot	 afford	 to	pay	 for	
care,	 their	 options	 are	 detrimental	 for	
their	 children:	 if	 the	woman	 chooses	 to	
look	after	her	children/dependents	rath-
er	 than	 work	 she	 suffers	 financially,	 as	
does	 her	 dependents’	 education,	 health,	
and	wellbeing;	if	she	chooses	to	work,	her	
children	 and	 other	 dependents	 may	 be	

Women
who participate in paid labour and perform unpaid 
care duties are more likely to be stressed, less produc-
tive, and experience greater job uncertainty.

Societal Costs of a Lack of 
Support for Workers’ Unpaid 
Care Work  
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inadequately	cared	for.	The	latter’s	 impli-
cations	have	multiple	social	and	economic	
costs,	ranging	from	a	compromised	future	
workforce,	 to	 the	 increased	 likelihood	of	
neglected	 children	 falling	 into	 criminal	
activity	 and	 antisocial	 behaviour,	 with	
their	own	detrimental	externalities,	many	
of	 which	 consume	 significant	 public	 re-
sources.	 The	 better	 off	 that	 women	 are,	
the	better	are	the	prospects	 for	children’s	
health,	 education,	 wellbeing,	 and	 reduc-
ing	the	transmission	of	inter-generational	
poverty.31

Sustainable	 and	 inclusive	 development	
requires	 gender-sensitive	 policy	 tools	
that	integrate	new	understandings	of	care	
work	 and	 its	 connections	 with	 labour	
market	supply	and	economic	and	welfare	
outcomes.32 These	 understandings	 and	
connections	 impact	 growth	 and	well-be-
ing	 at	 the	 individual,	 community,	 firm,	
and	national	levels.	Policy	questions	thus	
arise	that	seek	to	understand	how	the	un-

paid	care	work	burden	can	be	relieved	or	
minimized.	These	 questions	 are	 germane	
in	 the	 context	 of	 the	 broad	 international	
agenda	on	redistributing	unpaid	care	work	
and	investing	 in	the	care	economy.33 They	
are	being	asked	at	the	global	level	by	mul-
tilateral	 economic	 organizations	 (OECD,	
the	World	Bank,	the	International	Finance	
Corporation),	 by	 thought	 influencers	 on	
economic	issues	(World	Economic	Forum	
and	McKinsey),	and	by	leading	think	tanks	
working	on	global	policy	issues,	(the	Wil-
son	Centre	 amongst	 others).34	Answering	
these	questions	contributes	to	greater	har-
mony	in	aligning	people’s	paid	work	with	
their	unpaid	care	obligations	by	increasing	
working	caregivers’	capacity	for	paid,	pro-
ductive	work,	and	to	procuring	the	corol-
lary	effects	of	increased	economic	empow-
erment,	and	economic	growth.

There	 is	 a	 business	 case	 for	 providing	
support	 to	alleviate	workers’	unpaid	care	
work	burden.	The	“business	proposition”	
for	 the	 care	 economy	 is	 to	 consider	 it	 as	
a	potential	market	and	employment	gen-
erator,	 by	 facilitating	 or	 promoting	 the	
migration	of	some	share	of	informal	care	
services	 to	 the	 formal	economy.	This	ap-
proach	 is	 based	 on	 the	 premise	 that	 as	
long	 as	 this	 economic	 activity,	 and	 the	
labour	deployed,	remains	in	the	non-mar-
ket	economy,	it	represents	a	misallocation	
of	productive	resources	in	which	persons	
with	non-care	qualifications	are	obliged	to	
do	care	work.	Globally,	the	ILO	estimates	
that	formalizing	the	care	economy	would	
be	the	equivalent	of	up	to	280	million	jobs	
by	2030	a	further	19	million	by	2035,	for	a	
total	of	nearly	300	million	jobs.	This	total	
would	be	constituted	of	96	million	direct	

The most effective way to increase female 
employment, support women to participate 
more fully in formal labour markets, and 
maximize productivity is by providing access 
to reliable, affordable, high quality childcare 
services. 

The Business Case: Why 
Employers Should “Care” 
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Unpaid care work in Jamaica has been estimated to 
be valued at least J$340 billion. Marketizing some 
portion of that unpaid care work, and the demand 
for it, into paid care services would entail formalizing 
care work and distributing it among people who can 
do it for a wage. 

jobs	in	childcare,	136	million	direct	jobs	
in	long-term	care,	and	67	million	indirect	
jobs	in	non-care	sectors.35

In	2021,	The	Holding	Company	and	Piv-
otal	 Ventures	 released	 “The	 Investor’s	
Guide	 to	 the	 Care	 Economy:	 Four	 Dy-
namic	 Areas	 of	 Growth.”	 The	 Holding	
Company	 is	 a	 design	 team	 that	 works	
in	 collaboration	 with	 Pivotal	 Ventures,	
an	 investment	 and	 incubation	 compa-
ny	 founded	 by	 the	 philanthropist	 Me-
linda	Gates.	The	report	was	designed	 to	
“immerse	 investors,	 entrepreneurs,	 and	
businesses	in	the	world	of	care	and	help	
them	evaluate,	understand	and,	ultimate-
ly,	 enter	 the	 care	 economy.”	This	 report	
estimated	 the	 size	 of	 the	 care	 economy	

(in	the	United	States)	at	US$648	billion,	
a	fifth	 larger	 than	 the	US	pharmaceuti-
cal	 industry.	 It	 put	 forward	 significant	
growth	 opportunities	 in	 four	 areas:	
household	 management,	 childcare,	 ag-
ing-in-place,	 and	 employer	 benefits.36  
That	is,	there	are	attractive	prospects	for	
returns	on	investing	in	care	in	these	four	
sub-sectors.

Unpaid	 care	 work	 in	 Jamaica	 has	 been	
estimated	to	be	valued	at	least	J$340	bil-
lion,	which	 is	 about	 a	 sixth	of	 the	 total	
economy.	Marketizing	 some	 portion	 of	
that	unpaid	care	work,	and	the	demand	
for	it,	into	paid	care	services	would	entail	
formalizing	care	work	and	distributing	it	
among	people	who	can	do	it	for	a	wage.	

Formalization	would	 add	 that	 one-sixth	
to	measured	GDP	and	represent	a	nearly	
equal	boost	to	productivity	for	that	share	
of	 the	 economy.	 This	 is	 an	 intriguing	
prospect	for	Jamaica	to	consider.	

It	 is	 beyond	 the	 scope	 of	 this	 report	 to	
explore	 the	 details	 of	 this	 “business	 ap-
proach”	to	the	care	economy	in	Jamaica.	
What	the	report	does,	however,	is	exam-
ine	how	workers’	unpaid	care	work	obli-
gations	impact	on	their	work,	and	on	the	
organizations	they	work	for,	and	how	bet-
ter	support	for	those	workers	might	 im-
prove	the	quality	of	their	paid	work	and	
their	unpaid	care	work.	
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Questions about how to improve the balance between paid 
work and unpaid care work are being asked at the global 
level by multilateral economic organizations, by thought 
influencers on economic issues, and by leading think tanks 
working on global policy issues. 
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Boosting Productivity via 
Care Economy Initiatives

The concept of the CARE ECONOMY 

has become integrated into mainstream 

economics and labour market thinking and 

practice since the start of the 21st century.  
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he	 concept	 of	 the	 care	 economy	
has	become	integrated	into	main-
stream	 economics	 and	 labour	
market	 thinking	 and	 practice	

since	the	start	of	the	21st	century.	Workers,	
especially	women	workers,	have,	however,	
always	had	unpaid	care	and	domestic	work	
obligations.	 Where	 it	 has	 been	 deemed	
that	 these	 obligations	 have	 a	 detrimental	
effect	on	those	workers’	ability	to	optimal-
ly	work,	measures	have	been	proposed	and	
taken	to	mitigate	the	negative	aspects	and	
outcomes.	

Support	for	unpaid	care	work	is	a	societal	
good,	 as	 it	 is	 necessary	 for	 social	 repro-
duction,	promotes	gender	equality,	reduc-
es	 poverty	 and	 income	 inequality,	 and	 is	
conducive	to	better	outcomes	for	children.	
Even	before	the	concept	of	the	“care	econ-
omy”	 became	 popularized	 in	 the	 policy	
discourse,	governments	around	the	world,	
including	in	Jamaica,	have	recognized	this	
as	a	policy	issue,	and	have	made	provisions	
for	it	in	different	ways.	

In	 many	 developed	 countries,	 govern-
ments	have	 addressed	 the	 correlation	be-
tween	 people’s	 paid	 work	 vis-à-vis	 their	
unpaid	care	work	with	a	range	of	solutions,	

from	 tax	 credits	 to	 state-provided	 day	
care.37	 	 Scandinavian	 countries	 are	 con-
sidered	 the	most	 advanced	 in	 providing	
quality	care	options	for	parents	to	better	
balance	productive	work	with	their	need	
for	 care	 services,	 and	 they	have	 enacted	
policies	 that	 encourage	 or	 incentivize	
more	sharing	of	care	responsibilities	be-
tween	 women	 and	men.	 Sweden	 is	 one	
Scandinavian	 country	 that	 is	 considered	
the	gold	standard:	parents,	both	mothers	
and	fathers,	get	up	to	16	months	of	paid	
leave	after	 the	birth	of	a	child,	 tax	cred-
its	 to	 support	 the	 costs	 of	 child-rearing,	
and	access	 to	 free,	high-quality	day-care	
facilities	 that	 are	 open	 from	 6.30am	 to	
6.30pm.	 These	 countries,	 and	 others,	
some	 of	 whose	 examples	 are	 shared	 in	
more	 detail	 further	 on,	 have	 calculated	
that	policies	 that	allow	parents	 to	 spend	
more	 time	with	 young	 children	 and	 ac-
cess	 good	 day	 care,	 have	 quantifiable	
costs	and	benefits,	including	better	child	
and	 maternal	 health,	 higher	 worker	 re-
tention,	and	greater	productivity.38

Several	 Latin	 American	 countries	 have	
formal	 state-led	 solutions,	 such	 as	
state-provided	day	care.39 For	example,	in	
Mexico	 the	 government	 provides	 child-
care	 vouchers	 to	 eligible	 families	 that	
can	 be	 used	 towards	 day	 care	 for	 their	
child	 or	 children,	 up	 to	 age	 four,	 under	
a	programme	called	Estancias	Infantiles.	
Related	to	this	is	the	premise	that	a	pro-
fessionalized	 childcare	 industry,	 with	

public-financing	 support,	 could	 not	 just	
enable	 many	 women	 to	 work,	 but	 also	
create	 formal	employment	opportunities	
for	 others.40 As	 such,	 this	Mexican	 pro-
gramme	 also	 provides	 financial	 support	
and	guidelines	to	those	who	wish	to	op-
erate	a	childcare	facility,	and	training	and	
employment	 in	 childcare	 for	more	 than	
40,000	women.41

According	 to	 the	 United	 National	 Eco-
nomic	 Commission	 for	 Latin	 America	
and	 the	 Caribbean	 (ECLAC),	 very	 few	
measures	have	been	put	 in	place	by	Ca-
ribbean	 governments	 to	 mediate	 the	
unpaid	 care	 work	 burden,	 which	 falls	
disproportionately	on	women.42 In	the	re-
gion,	Barbados	is	the	only	English-speak-
ing	Caribbean	country	with	state-provid-
ed	daycare.43

The	 term	 “care	 economy”	 is	 mentioned	
in	Vision	2030,	and	in	the	2011	National	
Policy	 on	 Gender	 Equality.	 Both	 docu-
ments	refer	to	inclusion	of	the	monetary	
value	of	unpaid	care	work		in	the	nation-
al	accounts	as	a	means	of	quantifying	its	
contribution	 to	 the	 economy.	 44 This	has	
not	 been	 done,	 but	 a	 first	 step	 towards	
this,	 a	 time	 use	model,	 was	 included	 in	
the	 national	 social	 and	 economic	 data	
collection	 exercise	 in	 2018.	 Using	 that	
time	use	data,	the	monetary	value	of	un-
paid	work	was	calculated	by	the	Caribbe-

T

An International Overview

What Obtains in Jamaica

Govenment Support 
to Unpaid Care Work  

Due to lack of care support, 27% of workers are 
often late for work, 19% lose income, 17% miss 
work, and 14% are unable to take on a better job.
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an	Policy	Research	Institute	(CAPRI),	an	
independent	public	policy	think	tank,	in	
2022.	

There	are	currently	no	other	government	
policy	initiatives	that	directly	address	the	
intersection	 of	 paid	 work	 and	 unpaid	
care,	 nor	 that	 expressly	 use	 the	 term	 or	
precept	 “care	 economy.”	There	 are	 adja-
cent	policies	and	programmes,	which	will	
be	detailed	below.	But	despite	there	being	
two	 decades	 of	 work	 and	 attention	 on	
this,	it	has	not	made	its	way	into	the	par-
lance	 of	 Jamaican	 policy	makers	 or	 po-
litical	decision	makers.	Where	high	level	
government	officials	have	been	heard	 to	
use	 the	 term,	 it	has	been	 conflated	with	
references	 to	 paid	 domestic	 work.45 The	
implicit	understanding	of	the	care	econ-
omy	 as	 unpaid	 care	 and	 domestic	 work	
that	 is	not	 formally	valued	but	which	 in	
fact	has	tremendous	value,	that	ought	to	
be	 recognized	 and	 accounted	 for,	 does	
not	appear	in	Jamaican	decision-makers’	
discourse.

Nevertheless,	 there	 are	 legislative	 and	
policy	proposals	in	Jamaica	that	contain	a	
recognition	of	the	benefits	to	be	had	from	
improving	 people’s	 paid	 work-unpaid	
care	 work	 balance.	 The	 primary	 exam-
ple	of	 this	 is	 the	Employment	 (Flexibili-
ty	 Work	 Arrangements)	 (Miscellaneous	
Provisions)	 Act,	 2014.46 This	 legislation	
was	enacted	with	 the	stated	 intention	 to	

provide	 a	 framework	 for	 employers	 to	
establish	flexible	work	hours	(flexi-work)	
to	reform	the	Jamaican	labour	market.47  
As	early	as	1996	when	the	recommenda-
tion	on	Flexible	Work	Arrangements	was	
proposed,	it	was	suggested	that	“flexibil-
ity	in	the	labour	market	is	crucial	to	the	
country’s	ability	to	compete	and	survive	
in	 the	 global	 economy.”	 Many	 stake-
holders	 were	 consulted	 in	 the	 process.	
The	 Flexi-Work	 Committee	 was	 estab-
lished	 in	 2000,	 comprised	of	 the	 Jamai-
ca	 Employers’	 Federation,	 the	 Jamaica	
Confederation	of	Trade	Unions,	and	the	
Ministry	 of	 Labour	 and	 Social	 Security,	
as	well	as	representatives	of	 the	 Jamaica	
Manufacturers’	 Association,	 the	 Jamai-
ca	 Council	 of	 Churches,	 the	 University	
and	 Allied	 Workers’	 Union,	 and	 other	
government	ministries.	The	Green	Paper	
was	informed	by	submissions	from	oth-
er	church	groups,	employer	groups,	and	
NGOs,	and	the	opinions	of	organizations	
such	 as	 the	Private	 Sector	Organization	
of	Jamaica,	the	Jamaica	Hotel	and	Tourist	
Association,	 the	 Jamaica	 Manufactur-
ers’	Association,	 and	 the	Association	 of	
Women’s	 Organization	 of	 Jamaica	 were	
sought.	 	The	Act	was	 eventually	 passed	
in	2014.48

The	law	does	not	appear	 to	have	gained	
traction.	 Four	 years	 after	 it	was	 passed,	
it	was	argued	that	“there	is	every	indica-
tion	 that	 the	 flexi-work	 culture	 has	 not	
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taken	 root	 in	 the	 Jamaican	workplace.”49  
ECLAC	has	noted	that,	 for	 the	Caribbe-
an,	where	flexible	working	arrangements	
do	exist,	they	apply	more	to	workers	from	
middle-	 and	 high-income	 households.50  
In	 2021,	 one	 commentator	 posited	 that	
“many	 employees	 are	 not	 even	 aware	 of	
such	an	act	and	this	law	has	been	gather-
ing	dust	 on	Parliament’s	 bottom	 shelf.”51  
Employer	 stakeholders	consider	 that	 the	
legislation	 has	 not	 been	 widely	 adopted	
by	 Jamaican	 companies,	 and	 there	 ap-
pears	 to	be	 low	awareness	of	 the	 legisla-
tion	 and	 its	 provisions.52 Nevertheless,	
according	 to	 a	 survey	 by	 the	 Jamaica	
Productivity	Centre	(a	department	of	the	
Ministry	of	Labour	and	Social	Security),	
“more	Jamaicans	are	of	the	view	that	flex-
ible	 work	 arrangements	 increase	 their	
ability	to	be	more	productive,	and	provide	
a	greater	balance	between	work	and	per-
sonal	 responsibilities.”53 The	 COVID-19	
pandemic	brought	about	conditions	that	
compelled	some	employers	to	implement	
flexitime,	 in	 order	 to	 comply	 with	 the	
GOJ’s	work	from	home	orders	that	were	
instituted	as	a	measure	to	reduce	the	risk	
of	spreading	the	COVID-19	virus.54

Since	2022,	the	GOJ	has	taken	other	pro-
gressive	steps	that	are	relevant	to	workers’	
unpaid	care	obligations,	with	the	expan-
sion	of	provisions	for	parental	leave.	Spe-
cifically,	 the	 GOJ	 intends	 to	 update	 the	
Public	Sector	Staff	Orders	of	2004	to	in-
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The Flexi-Work Act (2014) in Jamaica

The	Employment	(Flexible	Work	Arrangements)	Act	2014	provides	for	the	es-
tablishment	of	flexible	work	arrangements	 in	 the	 Jamaican	 labor	market.	The	
legislation	allows	employees	 to	request	flexible	work	arrangements	 from	their	
employers,	and	requires	employers	to	consider	such	requests	in	good	faith.	Flex-
ible	work	refers	 to	part-time	work,	 telecommuting,	 job	sharing,	and	other	ar-
rangements	 that	allow	employees	 to	have	a	greater	degree	of	control	over	 the	
timing	and	location	of	 their	work.	The	Act	also	provides	for	the	resolution	of	
disputes	related	to	flexible	work	arrangements	through	mediation	or	arbitration.
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crease	maternity	leave	from	40	to	60	days.	
For	the	first	time	in	the	public	service,	pa-
ternity	leave	will	be	granted	for	fathers	of	
newborn	children.		Family	leave	for	adop-
tive	parents	who	are	bringing	a	new	child	
into	 the	home,	 is	 also	on	 the	 list	 of	new	
measures.	These	changes	came	into	effect	
on	January	1,	2023.	The	stated	objective	is	
to	 improve	 public	 sector	workers’	 “over-
all	 quality	 of	 life,”	 and	 the	measures	 are	
part	 of	 the	 overall	 public	 sector	 worker	
compensation	review	process.56 Though	it	
was	not	an	explicit	aim	of	the	policy,	once	
implemented,	 these	measures	should	en-
courage	 the	 increased	 co-responsibility	
of	 care	 work	 between	 working	 women	
and	men	with	children,	and	promote	the	
redistribution	of	unpaid	care	work	in	the	
household.57	These	 policy	 changes	 signal	
the	 GOJ’s	 awareness	 of	 and	 intention	 to	
make	 the	 public	 sector	 workplace	 more	
“family-friendly,”	in	keeping	with	general	
workplace	reform	trends	and	ideas	about	
the	“future	of	work.”	

However,	there	are	no	other	laws,	or	oth-
er	 formal	 state-mandated	 mechanisms	
to	 specifically	 support	workers	with	 care	
needs	 in	 Jamaica.	 Commitments	 to	 in-
vesting	in	social	infrastructure	to	support	
workers’	care	needs	are	regularly	made	by	
state	 officials	 in	 their	 public	 pronounce-
ments,	but	they	lack	implementation.	For	
example,	 in	2017,	Jamaica’s	prime	minis-
ter	 stated	 the	 government’s	 intention	 to	
expand	care	services	for	children	and	the	
elderly.58 In	 2018,	 then-state	 minister	 of	
education,	in	parliament,	vowed	to	estab-
lish	“two	day-care	centers	in	each	constit-
uency	i.e.,	126	day-care	centers	across	the	
length	 and	 breadth	 of	 Jamaica.”59 These,	
however,	have	not	materialized.	

In	the	absence	of	state	support,	employers	
might	consider	it	in	their	interest	to	make	
provisions	 to	 support	 their	 employees	 to	
meet	their	care	obligations.		
Providing	such	support	is	not	only	benefi-
cial	to	employees,	but	also	to	the	employ-
er	for	several	reasons.	Employer-provided	
care	support	increases	worker	satisfaction	
and	 well-being,	 enhances	 productivity,	
retains	 talent,	 reduces	 employee	 turn-

over,	 and	 maximizes	 their	 organization’s	
output.	Case	 studies	 of	 private	 sector	 ac-
tors	suggest	that	when	there	is	compelling	
evidence	 linking	 heavy	 and	 unequal	 care	
responsibilities	 to	 the	 companies’	 supply	
chain	 operations,	 employers	will	 increase	
their	 budgets	 for	 care	 services	 and	 infra-
structure	for	their	employees.60 

Even	 in	 the	 absence	 of	 such	 data,	 there	
are	companies	that	invest	in	their	employ-
ees’	 care	 needs	 based	 on	 the	 assumption,	
whether	implicit	or	stated,	that	they	stand	
to	benefit	 from	better	business	outcomes.	
That	assumption	is	supported	by	evidence.	
An	 International	 Financial	 Corporation	
study	of	 ten	companies	who	provide	em-
ployer-supported	 childcare	 in	 countries	
across	 the	 world,	 including	 in	 emerging	
countries,	 found	 that	 these	 companies	 all	
benefitted	from	improved	recruitment,	re-
tention,	productivity,	diversity,	and	access	
to	markets	from	that	support.61

The	 general	 guidance	 regarding	 support	
for	workers’	 care	 obligations	 for	 the	 em-
ployer’s	benefit	is	to	provide	inclusive	and	
gender-sensitive	 paid	 leave	 entitlements,	
flexible	work	arrangements,	and	childcare	
support	systems.	62,63	Most interventions 
address	 unpaid	 child	 and	 elderly	 care,	
are	 tailored	 to	 the	 national	 context,	 and	
are	 context-specific	 given	 the	 employees’	
needs,	including	the	relevance	to	the	
sector	 they	 work	 in.	 The	 proposition	 is	
that	these	can	be	funded	by	the	employer	
with	a	view	to	recouping	that	 investment	
via	increased	worker	output	and	
productivity.	 Best	 practices	 from	 around	
the	world,	and	evidence	from	cases,	show	
tangible	returns	on	employer’s	investment	
in	 supporting	 their	 employees’	 care	 obli-
gations.	

The	COVID-19	pandemic	has	provided	a	

Best practices from around the 
world, and evidence from cases, 

show tangible returns on 
employer’s investment in 

supporting their employees’ 
care obligations. 

Private Sector Support 
to Unpaid Care Work

International Examples
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natural	experiment	that	proved	the	rela-
tionship	between	unpaid	care	obligations	
and	economic	output.	There	was	a	direct	
impact	 of	 COVID-19	 on	 unpaid	 care	
work	 as	 a	 result	 of	 the	 lockdowns	 and	
school	closures.	The	burden	of	child	care	
impacted	families,	and	the	burden	mostly	
fell	mainly	on	women.	 In	 the	US,	wom-
en’s	labour	participation	hit	a	33-year	low	
in	January	2021.	Mothers	of	children	un-
der	13	were	three	times	more	likely	than	
fathers	 to	 lose	 jobs.	 A	 third	 of	 working	
women	who	dropped	out	of	work	quot-
ed	childcare	problems	as	the	reason.64 In 
New	York	City,	 the	 economic	 impact	 of	
parents	 leaving	 or	 downshifting	 careers	
due	to	 increased	caregiving	responsibili-
ties	because	of	the	pandemic	was	estimat-
ed	to	result	in	a	US$23	billion	decrease	in	
economic	 output,	 a	US$5.9	 billion	 drop	
in	disposable	income,	and	US$2.2	billion	
less	in	tax	revenues.65

Similar	 scenarios	 and	 outcomes	 have	
played	 out	 in	 jurisdictions	 the	 world	
over.	Globally,	attention	to	workers’	care	

obligations	 accelerated	 in	 the	 pandem-
ic,	as	awareness	especially	among	urban	
employers	and	multinationals	grew	with	
regard	 to	 the	 important	 role	 of	 caregiv-
ers.	As	a	result,	training	and	consultancy	
packages	 are	 being	 developed	 to	 advise	
companies	in	supporting	their	employees	
with	care	responsibilities.66 

In	 this	 instance,	 several	 New	 York	 City	
employers,	in	response,	offered	expanded	
flexibility	and	other	family-friendly	ben-
efits	 to	 help	 working	 parents	 with	 care	
responsibilities	 to	 improve	 productivity,	
and	to	attract	and	retain	talent.	Examples	
of	 new	 and	 evolving	 employer	 practic-
es	 include:	 enabling	 remote	 and	 hybrid	
work	options,	granting	extra	paid	time	off	
days,	embracing	flexibility	in	work	hours,	
offering	 childcare	 subsidies	 to	 help	 em-
ployees	pay	for	the	type	of	care	they	need,	
adopting	mechanisms	that	allow	employ-
ees	 to	 pay	 family	 or	 friends	 to	 provide	
care	for	their	children,	providing	on-site	
childcare,	especially	for	frontline	workers	
who	cannot	work	remotely	or	who	work	

non-traditional	 hours,	 and	 participating	
in	 employer	 coalitions	 to	 identify	 best	
practices	 related	 to	 supporting	 caregiv-
ers.67	These	measures	are	all	relevant	and	
replicable,	albeit	with	tailoring	to	specific	
circumstances,	anywhere	that	the	link	be-
tween	paid	work	and	unpaid	care	work	is	
producing	suboptimal	outcomes.
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he	care	 economy	 is	 a	new	concept	 in	 Ja-
maica,	and	it	is	not	well	integrated	in	any	
national-level	 discourse	 on	 productiv-
ity,	 the	 labour	 market,	 human	 resource	
management,	 worker	 compensation,	
or	 even	 gender	 issues.	The	 issues	 of	 the	
tradeoff	 between	 unpaid	 care	 work	 and	

The Pakistan food manufacturing company National Foods Limited has 748 employees, of 

which 5 percent are women. The company sought to employ more women to enhance their 

employee skill base and to retain more female workers. They put in place several initiatives 

to support their workers who were parents: an on-site day-care center, flexible work arrange-

ments, telecommuting, and pick-up and drop-off services for women. They measured this ini-

tiative and found that over a two-year period they saw a 65 percent increase in the number of 

women workers, and 117 percent increase in the number of women in management. They had 

a maternity return rate of 100 percent. National Foods Limited considers that these policies 

have contributed to the company’s healthy attrition rate (10 percent), which is critical to their 

growth.

The state can and should step in for those working in 
the informal sector, who are looking for a job, or who 
are outside the labour market because their care obliga-
tions prevent them from working. A voucher system that 
could be administered through PATH and redeemed at 
registered and licensed early childcare centres would be 
a practical way to bring into effect such a policy in a short 
space of time.   

Case Study: National Foods Limited, Food Manufacturer, 
Pakistan68
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Socfinaf has a child care centre on each of their coffee plantations. They provide a creche and 

nursery school for children between 3 months and 6.5 years. The building is a one-room struc-

ture which provides free meals and basic health services for children of permanent staff. It is 

coordinated by the human resource department and costs the employer US$3 per month per 

child. The outcomes are positive for both employer and employees. Employees have report-

ed that they can work without interference of childcare responsibilities. As such, they can do 

more work and earn more.69  

MAS Kreeda Al Sai-Madaba supports employees with children through an on-site childcare cen-

tre, free transportation to and from the factory for mothers and children, doctor and nurses 

available to serve employees as well as children, paid leave, and on-site breastfeeding accom-

modations. With the employer-provided support, there is retention of female employees in a 

region with low maternal employment and strong culture of mothers not working outside the 

home. Productivity in the workplace has also improved. Employees are more present, take few-

er breaks throughout the day, and generally seem more focused and engaged at work.70 

Case Study: Socfinaf Company, Coffee Company, Kenya

Case Study: MAS Kreeda Al Sai-Madaba, Garment 
Manufacturing, Jordan
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There	 are	 Jamaican	 employers	 who	 pro-
vide	 support	 for	 their	workers’	 care	obli-
gations.	The	reporting	of	these	cases	is	not	
widespread,	nor	has	there	been	systematic	
empirical	 analysis	 of	 the	 existing	 initia-
tives	in	Jamaica.	An	attempt	was	made	to	
ascertain	 what	 are	 existing	 care	 support	
initiatives	 that	 Jamaican	 employers	 are	
already	offering	to	their	workers,	and	the	
thinking	behind	them.72 

The	principal	employer-provided	support	
regarding	 care	 obligations	 are	 health	 in-
surance,	 which	 employees	 can	 extend	 to	
their	 spouse	 and	children,	 and,	 for	 some	
entities,	 flexible	 working	 hours.73	 Mater-
nity	leave	must	be	given,	by	law.	Variable	
compassionate	 leave,	or	emergency	fami-
ly	time	off,	is	not	uncommon.	This	refers	
to	 cases	 where	 employees	 can	 take	 leave	
without	pay	to	take	care	of	a	family	mem-
ber	in	need,	such	as	an	elderly	relative,	on	
a	case-by-case	basis.74  

There	are	some	employers,	typically	large	

enterprises,	 that	 give	 some	 specific	 forms	
of	 childcare	 support.75	These	may	 include	
a	 creche	 and/or	 afterschool	 programmes,	
sometimes	located	at	the	workplace	prem-
ises,	 and/or	 subsidy	 for	 childcare	 and/or	
school	fees,	subsidies	for	tutors,	and	schol-
arships	for	staffs’	dependents.	Other	forms	
of	support	include	flexible	working	hours,	
and	 in	 a	 few	 entities,	 paternity	 leave.76	
There	 is	 a	 large	 manufacturing	 company	
based	 in	Kingston	 that	 recently	opened	a	
lactation	 room	 for	 its	 employees	who	are	
new	mothers.	

A	best	case	example	in	Jamaica	is	the	em-
ployer,	National	Commercial	Bank	(NCB).	
NCB	 is	 Jamaica’s	 largest	 financial	 institu-
tion.	It	provides	a	number	of	support	ser-
vices	to	its	employees.	Such	services	are	in-
tended	to	provide	workers	with	support	for	
their	care	responsibilities,	while	increasing	
worker	 satisfaction	 and	 well-being.	 NCB	
has	a	fully	equipped	Early	Childhood	De-
velopment	Centre	with	trained	staff	to	at-
tend	to	children	of	staff	members.	A	nurs-
ery	 allowance	 is	 available	 for	 staff	whose	
eligible	children	do	not	attend	the	compa-

ny’s	nursery.	There	is	a	fully	equipped	rec-
reational	centre	with	a	gym,	 tennis	court	
and	 swimming	 pool	 for	 staff.	The	 center	
offers	a	variety	of	recreational	activities	as	
well	as	aerobics	classes.

Where	the	state	itself	is	not	providing	ser-
vices	or	 subsidies	 to	 relieve	workers’	 un-
paid	care	obligations,	or	even	where	it	 is,	
governments	 can	 enact	 laws	 and	policies	
that	 encourage,	mandate,	 and/or	 support	
their	 private	 sector	 to	 do	 so.	 Examples	
from	 both	 developed	 and	 developing	
countries	showcase	a	wide	variety	of	mea-
sures	 that	 governments	 have	 adopted	 in	
support	of	the	care	economy.

Australia	has	several	state-led	provisions

The Jamaican Private Sector

State Support to 
Private Sector 
Initiatives for 
Workers’ Unpaid Care 
Work  

Case Study: Socfinaf Company, Coffee Company, Kenya

Mindtree supports employees with children through workplace crèche, reserved places in ex-

ternal childcare centres and free childcare for night shift workers, paid maternity and pater-

nity leave, designated room for lactation, work-from-home options and Baby’s Day Out in the 

campus, which allows parents to work while keeping a watch on their kids. This company’s cus-

tom-built childcare centre caters to children from age 6 months to 8 years and offers full-time 

day-care for preschool children and aftercare for older children. Providing childcare benefits 

have shown to help Mindtree recruit and retain employees, especially parents and new moth-

ers, and to improve productivity by reducing absenteeism and allowing employees to fully fo-

cus on their jobs.71 

Case Study: MindTree, Information Technology, India
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for	 private	 sector	 workers’	 unpaid	 care	
obligations.	The	Fair	Work	Act	2009	pro-
vides	a	legal	right	to	parents	with	care	ob-
ligations	to	request	flexible	work	arrange-
ments	such	as	changes	to	hours,	patterns,	
or	 locations	 of	work.	This	Act	 also	 pro-
vides	 for	 up	 to	 12	 months	 of	 unpaid	
parental	 leave	 (or	 24	 months	 with	 the	
employer’s	 consent)	 for	parents	who	 are	
giving	 birth	 to,	 or	 are	 adopting	 a	 child,	
and	have	a	minimum	of	12	months	con-
tinuous	 service.	 Australia	 also	 provides	
paid	 parental	 leave	 to	 a	 child’s	 primary	
carer	for	up	to	18	weeks,	fully	funded	by	
the	government;	payments	are	processed	
through	 the	 employer’s	 payroll.77	 The	
country’s	 National	 Employment	 Stan-
dards	 also	 establishes	 entitlements	 for	
employees	 that	 employers	 are	mandated	
by	 law	to	honour.	These	 include	specific	
types	 of	 leave	 based	on	 the	 type	of	 care	
obligation.78	Apart	from	legislation,	there	
are	 also	 state-led	 programmes	 to	 assist	
employers	 in	 facilitating	 care	 support	 to	
working	 parents.	 For	 example,	 the	 Car-
ers	+	Employers	Programme	defines	best	
practice	 standards	 for	 supporting	 staff	
with	 caring	 responsibilities.	 Organiza-
tions	 that	 meet	 these	 standards	 can	 be	
recognized	as	an	“Accredited	Carer	Em-
ployer”.79

In	the	United	States,	 the	 federal	govern-
ment	offers	private	sector	companies	a	tax	
credit	to	encourage	businesses	to	provide	
child	care	to	their	employees,	and	to	help	
cover	 some	 of	 the	 associated	 costs.	The	
Employer-Provided	 Child	 Care	 Credit	
provides	a	tax	credit	of	up	to	25	percent	
of	 qualified	 child	 care	 expenditures	 and	
10	percent	of	qualified	child	care	resource	
and	 referral	 expenditures.	 Employers	
may	also	contract	with	licensed	child	care	
programmes,	including	home-based	pro-
viders,	 in	 addition	 to	 operating	 on-site	
child	care	facilities,	to	offer	child	care	ser-
vices	to	their	employees.	However,	 there	
is	a	low	take-up	rate	by	employers.80 Some 
factors	 influencing	 this	 low	 take-up	 rate	
include	 employers	being	unaware	of	 the	
credit,	the	credit	being	too	small	to	offer	a	
sufficient	incentive	to	provide	child	care,	
child	care	services	not	being	accessible	to	
all	 employees	 such	as	 shift	workers,	 and	
child	care	still	being	unaffordable	to	some	
employees,	even	when	subsidized	by	their	
employer.81  

In	 the	UK,	 research	 showed	 that	 grant-
ing	leave	to	workers	with	care	obligations	
would	 increase	 productivity,	 improve	
employee	retention	rates,	and	reduce	re-
cruitment	costs.	This	research	informed	a	
new	law	in	the	UK,	the	Carer’s	Leave	Bill,	
that	would	provide	qualifying	employees	
with	one	week	of	unpaid	carer’s	leave	an-
nually.	Once	passed,	it	will	help	support	
carers	to	remain	in	work	while	they	fulfill	
their	unpaid	caring	 responsibilities.	The	
data	 that	 informed	 the	 consideration	 to	
create	 this	 legislation	 showed	 that	 this	
specific	 type	 of	 leave	 would	 improve	
carers’	 finances	 in	 the	 short	 and	 longer	
term,	 and	 result	 in	 economic	 gains	 for	
the	country.	The	rationale	stands	that	as	
a	 result	 of	 increased	 productivity,	more	
carers	 will	 be	 able	 to	 continue	 to	 work	
alongside	 their	 unpaid	 caring	 responsi-
bilities,	 rather	 than	 having	 to	 leave	 the	
labour	market.82 

In	India,	a	2017	amendment	to	the	Mater-

nity	Benefit	Act	doubled	maternity	leave	
from	12	 to	26	weeks,	 and	 it	 encouraged	
companies	to	allow	women	to	work	from	
home.	The	stated	goal	of	the	amendment	
was	 to	help	boost	women’s	participation	
in	 the	workforce	without	 compromising	
on	their	role	in	ensuring	adequate	crucial	
early	care	 to	 their	children.	The	amend-
ment	 also	made	 it	 mandatory	 for	 com-
panies	with	more	 than	 50	 employees	 to	
offer	a	creche	on	the	premises,	with	costs	
to	be	borne	by	 the	employers.	However,	
compliance	 with	 the	 mandatory	 creche	
clause	 is	 limited	 to	 larger,	multinational	
companies,	 and	 even	when	 facilities	 are	
provided,	they	are	often	not	used.83  

This	 handful	 of	 international	 examples	
shows	 that	 there	 is	 a	 role	 for	 the	 state	
with	 regard	 to	 private	 sector	 provision	
of	 support	 for	 its	 employees	 with	 care	
obligations.	That	support	can	range	from	
legislation	 that	 mandates	 certain	 types	
of	 family-related	 leave,	 laws	 that	 oblige	
firms	to	offer	childcare	to	their	workers,	
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tax	 credits	 on	 private	 sector	 employers’	
child	care	expenditures	for	its	employees,	
and	 state-led	 programmes	 that	 provide	
employers	 with	 training,	 subsidies,	 and	
certification	to	provide	their	workers	with	
quality	child	care	facilities.

Just	as	there	is	no	state-provided	support	
to	workers	with	care	obligations	in	Jamai-
ca,	neither	does	 the	government	provide	
any	 support,	 subsidy,	 or	 other	 incentive	
to	 the	 Jamaican	 private	 sector	 to	 do	 so.	
It	is	thus	up	to	employers	to	seek	to	reap	
the	 benefits	 of	 investing	 in	 support	 for	
workers’	 care	 obligations.	 We	 will	 now	
explore	 the	 scope	 for	 employer-provided	
care	support	in	Jamaica	based	on	primary	
data	collected	on	workers	and	employers’	
perceptions	of	the	support	needed	for	the	
care	economy.

49% of workers stated that their 
care responsibilities compromise 
their ability to focus at work, 36% 
said that having to take time off fre-
quently for their care obligations 
was detrimental to their work, and 
12% indicated that they are pre-
vented from forming healthy rela-
tionships at work, and performing at 
their fullest potential.   
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Jamaican Perspectives 
on the Business of Care

Jamaican employers are keen 
for solutions to current challenges of 
employee attraction and retention.
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paid	 work	 of	 The	 care	 econo-
my	 is	 a	new	concept	 in	 Jamaica,	
and	 it	 is	 not	 well	 integrated	 in	
any	 national-level	 discourse	 on	

productivity,	 the	 labour	 market,	 human	
resource	 management,	 worker	 compen-
sation,	 or	 even	 gender	 issues.	The	 issues	
of	the	tradeoff	between	unpaid	care	work	
and	paid	work	of	course	exist	and	have	al-
ways	existed,	but	they	have	not	necessarily	
been	conceptualized	as	such.	In	an	effort	
to	assess	how	that	 tradeoff	is	understood	
and	experienced	by	Jamaican	workers	and	
Jamaican	 employers,	 primary	 data	 was	
collected.	In	the	first	instance	a	survey	of	
employees	 assessed	 their	 perceptions	 of	
the	link	between	productivity	in	the	work-
place	 and	 attending	 to	 their	 care	 obliga-
tions.	Secondly,		employers	and	employer	
stakeholders	 were	 solicited	 for	 their	 un-
derstanding	of	the	unpaid	care	work-pro-
ductivity	nexus.

In	order	to	have	an	accurate	understand-
ing	of	the	needs	of	workers	with	care	ob-
ligations,	a	survey	was	conducted	among	
men	and	women	between	 the	 ages	of	 20	
and	 40	 in	 the	 Kingston	 Metropolitan	
Area	 (including	 Portmore	 and	 Spanish	
Town)	and	the	Montego	Bay	metropolitan	

area.	All	women	in	the	sample	are	within	
the	 childbearing	 age	 group.84 The	 survey	
sought	 to	 discern	 how	 workers	 correlate	
their	unpaid	care	needs	and	their	ability	to	
perform	 optimally	 in	 the	 workplace.	The	
survey	results	confirm	what	is	found	in	the	
literature:	care	responsibilities	are	a	heavy	
burden	 to	 persons	 who	 do	 paid	 work,	
workers	would	do	better	work	with	more	
care	 support,	 and	 there	 is	 a	 gap	 between	
workers’	care	needs	and	employer-provid-
ed	care	support.	

All	workers	in	the	sample	have	care	obliga-
tions,	namely	the	primary	responsibility	to	
care	for	a	child,	elderly	person,	or	disabled	
person.	Seventy-two	percent	of	workers	in-
dicated	that	they	have	the	responsibility	of	
caring	for	a	child	or	children,	between	the	
ages	of	0	to	12	years	old,	and	they	generally	
have	 partial	 responsibility	 for	 these	 chil-
dren.	Eighteen	percent	have	the	responsi-
bility	of	caring	for	parent(s),	of	which	over	
50	 percent	 stated	 that	 their	 parents	 are	
aged	65	years	and	older,	and	they	generally	
have	partial	responsibility	for	them.	Eight	
percent	 have	 the	 responsibility	 of	 caring	
for	other	relative(s),	and	2	percent	have	the	
responsibility	of	caring	for	non-relative(s),	
all	of	which	generally	have	partial	respon-
sibility	for	these	persons.	

The	 majority	 of	 workers	 (67	 percent)	
with	 care	 obligations	 work	 permanently	
full-time	 in	 a	 salaried	 job,	 15	percent	 are	
self-employed,	14	percent	work	part-time,	

and	 5	 percent	 work	 seasonally	 or	 tem-
porarily.	 In	addition	 to	 the	 time	 spent	at	
work,	 and	 time	 spent	 caring	 for	 depen-
dents,	 full-time,	 part-time,	 and	 self-em-
ployed	workers	commute	for	30	minutes,	
on	average	(35,	34,	and	28	minutes	respec-
tively),	each	day.85 Seasonal	or	 temporary	
workers	 have	 a	 longer	 commute	 of	 44	
minutes	on	average.	

Those	without	adequate	care	 support	ex-
perience	 negative	 impacts	 on	 their	work	
and	on	earnings.	Due	 to	 the	 lack	of	 care	
support,	 27	 percent	 of	workers	 are	 often	
late	for	work,	19	percent	 lose	 income,	17	
percent	miss	work,	and	14	percent	are	un-
able	 to	 take	on	a	better	 job.	Other	nega-
tive	 impacts	 experienced	 include	 having	
to	 change	 a	 job	 they	would	have	wanted	
to	 keep,	 losing	 their	 job,	 missing	 a	 pro-
motion,	 and	 having	 to	 take	 their	 child	
to	 work.	 Specifically,	 on	 the	 matter	 of	 a	
worker	having	to	take	their	child	to	work,	
out	of	the	26	percent	of	workers	who	stat-
ed	that	they	took	their	child	to	work	with	
them,	 29	 percent	 described	 this	 experi-
ence	 as	 stressful,	while	 23	percent	 stated	
that	the	experience	was	“fine.”

As	 a	 result	 of	 not	 having	 adequate	 care	
support,	 workers	 may	 occasionally	 need	
to	take	time	from	work	to	meet	unexpect-
ed	care	needs.	Sixty-six	percent	of	work-
ers	 indicated	 that	 they	 needed	 to	 take	
time	 from	work	 to	address	 their	 care	 re-
sponsibilities.	However,	when	carers	 take	

T
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ployer-provided support to manage those obliga-
tions. 

Guns	Out:	The	Splintering	of	Jamaica’s	Gangs	Considerations	for	Public	Policy	and	Civil	Society  I  CAPRI 

Survey Results of 
Workers’ Needs for 
Care Support 

CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations 29



ious	available	work	arrangements,	work-
ers	still	need	additional	support	to	man-
age	their	care	obligations.	Thirty	percent	
of	 employees	 indicated	 that	 they	have	 a	
moderate	need	for	additional	support	to	
manage	 their	 current	 care	 obligations,	
while	 24	percent	 expressed	 a	 “desperate	
need”	 of	 additional	 support	 to	 manage	
their	care	responsibilities.	Combined,	72	
percent	of	workers	need	moderate	to	ur-
gent	care	support.

Employers	 can	 support	 their	 workers	
to	 improve	 their	 ability	 to	 satisfactori-
ly	meet	 their	 care	obligations.	One-fifth	
of	workers	would	 like	 their	employer	 to	
provide	health	and	wellness	coverage	for	
their	dependents,	18	percent	want	more	
flexibility,	 and	18	percent	would	benefit	
from	a	subsidy	for	paid	child	care.	Work-
ers	 also	 desire	 other	 types	 of	 employ-
er-provided	 support,	 such	 as	 a	day	 care	
at	work	(11	percent),	providing	safe	and	
reliable	transportation	for	workers’	chil-
dren	 (6	 percent),	 remote	work	 or	 some	
remote	 days	 (9	 percent),	 and	 having	
more	 personal	 days	 (13	 percent).	 With	
this	support	they	would	better	be	able	to	
manage	 their	 paid	 work	 and	 their	 care	
obligations.

Most	 employers	 seem	 to	 be	 aware	 of	
their	 employees’	 care	 obligations,	 ac-
cording	 to	77	percent	of	workers.	How-
ever,	they	also	indicated	a	lack	of	support	

from	 their	 employers.	 Workplace-based	
creches,	 employer-provided	 care	 subsi-
dies,	and	flexible	work	time	are	all	 types	
of	 paid	 care	 support	 that	workers	 could	
have	access	to,	and	use	to	better	manage	
their	 unpaid	 care	 work	 responsibilities.	
Only	 5	 percent	 of	 workers	 have	 access	
to	 a	 workplace-based	 creche,	 and	 only	
8	 percent	 of	 workers	 have	 access	 to	 an	
employer-provided	care	support	subsidy.	
To	 add,	 even	 though	 very	 few	 workers	
have	 access	 to	 workplace-based	 creche	
and	 employer-provided	 care	 subsidy,	 it	
is	heavily	used	by	those	who	have	access	
to	 it.	 Sixty-three	 percent	 of	workers	 use	
their	 workplace-based	 creche,	 while	 75	
percent	of	workers	use	the	employer-pro-
vided	care	subsidy.	A	larger	proportion	of	
workers,	34	percent,	have	access	to	flexi-
ble	work	time,	and	out	of	the	persons	who	
have	 access	 to	 it	 in	 their	workplaces,	 95	
percent	use	 it.	Flexible	working	arrange-
ments	thus	seems	to	serve	as	a	good	form	
of	employer-provided	care	support	since	
there	 is	 a	 larger	 uptake	 of	 it.	 This	 data	
strongly	 suggests	 that	 once	 support	 is	
provided	 by	 the	 employer,	 the	 majority	
of	workers	who	have	care	responsibilities	
will	utilize	it.

Although	 employers	 may	 be	 aware	 of	
their	 employees’	 care	 obligations,	 they	
may	not	know	 the	extent	 to	which	 their	
employees	may	 need	 additional	 support	
to	 better	 manage	 their	 paid	 work	 and	

Employers recognize that 
some mothers will not work at 
full capacity if they are worried 
about their child, or if they do 
not have reliable care for their 
child.

time	 off	 from	work	 to	 tend	 to	 their	 de-
pendents,	they	are	often	penalized	for	it.	
Forty-eight	percent	of	workers	stated	the	
main	consequence	 they	 face	 is	 their	pay	
being	docked,	24	percent	stated	that	time	
was	 subtracted	 from	 their	 formal	 leave,	
and	 another	 24	 percent	 indicated	 that	
their	bosses	openly	expressed	annoyance	
about	their	absence.	

In	 addition	 to	 this,	 workers	 highlighted	
that	 their	 care	 obligations	 hinder	 their	
ability	to	carry	out	their	work	obligations	
in	 several	 ways.	 Forty-nine	 percent	 of	
workers	 stated	 that	 their	 care	 responsi-
bilities	compromise	their	ability	to	focus	
at	 work,	 36	 percent	 said	 that	 having	 to	
take	time	off	frequently	for	their	care	ob-
ligations	was	 detrimental	 to	 their	work,	
and	 12	 percent	 indicated	 that	 they	 are	
prevented	from	forming	healthy	relation-
ships	 at	 work,	 and	 performing	 at	 their	
fullest	 potential.	 Other	 impacts	 include	
feeling	 inadequate	 or	 inefficient,	 losing	
work	opportunities,	missing	work	 time-
lines,	 and	 being	 questioned	 about	 their	
reliability	and	credibility.

Despite	 the	 highlighted	 adverse	 effects	
from	their	unpaid	care	work,	the	majori-
ty	of	workers	(35	percent)	stated	that	they	
are	moderately	satisfied	with	their	ability	
to	meet	 their	care	 responsibilities,	while	
only	 10	percent	 stated	 that	 they	 are	not	
satisfied	 at	 all.	 In	 terms	 of	 unpaid	 care	
support,	75	percent	accessed	and/or	used	
the	 help	 of	 a	 person	 at	 home	 such	 as	 a	
family	member.	In	the	same	way,	for	paid	
care	support,	34	percent	of	workers	paid	
someone	at	home	such	as	a	family	mem-
ber,	to	provide	care	services.

Employees	 have	 different	 types	 of	 work	
arrangements	available	to	them,	depend-
ing	on	 their	 job	 type.	At	 least	a	 third	of	
workers	 stated	 that	 their	work	 situation	
moderately	 accommodates	 their	 ability	
to	 meet	 their	 care	 responsibilities.	 The	
largest	 share	 of	 workers,	 at	 38	 percent,	
stated	that	a	compressed	workweek	(do-
ing	the	traditional	40	hours	per	week	in	
fewer	than	five	days)	is	available	to	them,	
21	 percent	 mentioned	 job	 sharing	 (two	
or	more	employees	work	together	on	the	
same	 job),	 and	 16	 percent	 had	 the	 op-
portunity	to	shift	to	part-time	work	(less	
than	30	hours	per	week).	Despite	the	var-
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unpaid	 care	 work	 duties.	This	 raises	 the	
question	of	how	this	can	be	communicat-
ed	 to	 employers.	 A	 third	 of	 workers	 are	
not	 comfortable	 at	 all	 with	 approaching	
their	employers	about	providing	addition-
al	support	so	that	they	can	meet	their	care	
obligations	and	do	their	paid	work	more	
efficiently.	On	the	other	hand,	57	percent	
of	workers	 are	moderately	 to	 completely	
comfortable	approaching	their	employer.

This	data	confirms	that,	in	Jamaica,	work-
ers’	 productivity,	 focus,	 attendance,	 and	
job	 satisfaction	 are	 hampered	 by	 bur-
densome	 care	 obligations,	 which	 would	
be	 relieved	 by	 employer-provided	 sup-
port	 to	 manage	 those	 obligations.	 This	
finding	points	 to	a	gap	between	workers’	
care	 needs	 and	 employer-provided	 care	
support.	 More	 employer-provided	 care	
support	 for	 workers	 could	 reduce	 their	
burden	of	care	responsibilities,	contribute	
to	these	workers	enjoying	a	more	satisfac-
tory	paid	work-unpaid	work	balance,	and	
improve	their	output	at	work.

The	care	economy	 is	only	 recently	begin-
ning	to	be	considered	in	Jamaica	in	explicit	
terms.	This	study	asked,	to	what	extent	do	
Jamaican	employers	consider	 the	 link	be-
tween	productivity	and	unpaid	care	work?	
Where	do	such	considerations	place	in	the	
Jamaican	 thinking	on	 improving	produc-
tivity	 in	 the	 workplace?	 Employer	 stake-
holders	 and	 employers	 from	both	private	
and	public	sector	were	interviewed	with	a	
view	to	gaining	insight	into	the	prospects	
for	 proposals	 that	 employers	 proactively	
provide	support	for	their	workers’	care	ob-
ligations.	

For	 the	most	 part,	 stakeholders	 and	 em-
ployers	 are	 not	 familiar	 with	 the	 term	
“care	economy,”	or	of	the	specific	concept	
of	 the	 care	 economy	as	 it	pertains	 to	un-
paid	care	and	domestic	work.	In	this	way,	
private	sector	leaders	and	decision	makers	
are	as	unaware	as	their	public	sector	coun-
terparts.	Recognition	of	 the	 issue	was	de-
scribed	as	“informal,”	86	and	the	interviews	
bore	 that	 out.	 Employers	 are	 of	 course	
aware	 that	 employees	 have	 families,	 and	

care	 responsibilities,	 and	 many	 do	 have	
some	provision	for	that.	

A	key	element	of	the	care	economy	is	the	
empirical	 relationship	 between	 unpaid	
care	 work	 and	 productivity.	 Employ-
er	 stakeholders	 in	 Jamaica	 are	 not	 aware	
of	 this	 specific	 correlation.	 Even	 among	
those	 whose	 companies	 have	 been	 pro-
viding	some	form	of	care	support	for	their	
employees	 for	 several	 years,	 increasing	
worker	productivity	is	not	a	stated	objec-
tive,	nor	is	there	a	policy	to	institutional-
ize	 it.87	However,	given	the	basic	premise	
that	there	is	a	strong,	positive	correlation	
between	 employee	wellbeing,	 productivi-
ty,	 and	firm	performance,	 particularly	 in	
service	 industries,	 and	 that	 this	 correla-
tion,	according	to	the	evidence,	is	a	causal	
relationship,	 running	 from	 wellbeing	 to	
productivity,88 employers	generally	accept	
that	 keeping	 employees	 motivated	 and	
happy	is	important	for	their	performance	
on	the	job.

Within	this	context,	having	been	present-
ed	 with	 the	 information	 about	 the	 care	
economy,	and	the	correlation	between	un-
paid	care	work	and	productivity,	Jamaican	
employers	 and	 stakeholders	 accept	 and	
agree	with	the	premise	that	employer	 in-
vestment	in	support	programmes	for	their	

What do Jamaican
Employers Think about 
the Care Economy? 
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employees’	care	obligations	can	positively	
influence	 employee	 well-being.	 It	 is	 ex-
pected	 that	 there	 will	 be	 a	 downstream	
effect	of	 increases	 in	productivity	 levels,	
greater	 commitment	 and	 loyalty	 to	 the	
employer,	 and	ultimately	higher	 outputs	
and	 profits	 (for	 profit-making	 entities).	
Most	of	the	respondents	were	enthusias-
tic	about	the	idea;	one	called	it	“the	new	
frontier.”89

Beyond	 these	 general	 points,	 employers	
and	 employer	 stakeholders’	 responses	
were	 organized	 and	 analysed	 according	
to	six	themes:	the	extent	to	which	the	care	
economy	 is	 presently	 considered	 with	
regard	to,	 the	role	of	gender;	 the	 impact	
of	COVID-19;	the	tight	Jamaican	labour	
market;	 the	future;	 the	need	for	metrics,	
policies,	 and	 incentives;	 and	 the	 role	 of	
government.

For	the	Jamaican	stakeholders	canvassed,	
the	issue	of	employer-provided	care	sup-
port	 was	 almost	 always	 seen	 from	 the	
angle	of	 gaining	 an	 advantage	 in	 a	 tight	
labour	market,	as	much	as	or	even	more	
than	 increasing	output	and	productivity.	
Jamaican	employers	and	employer	stake-
holders	are	keen	for	solutions	to	current	
challenges	 of	 employee	 attraction	 and	
retention.	Jamaica	is	experiencing	histor-
ically	 low	unemployment,	and	 there	 is	a	
general	 and	 widespread	 need	 for	 work-
ers	 in	 several	 sectors	 in	 the	 economy.90 

There	is	an	apparent	inability	of	firms	to	
find	workers	in	tourism,	business	process	
outsourcing,	construction,	and,	anecdot-
ally,	 other	 relatively	 low-skilled	 sectors	

including	 food	 service.91 As	 per	 one	 re-
spondent:	 “It	 is	 crucial	 right	 now;	 a	 lot	
of	manufacturers	are	saying	they	are	not	
getting	persons	taking	up	jobs.	They	will	
have	to	start	doing	more.”92

Thus,	productivity	gains	aside,	employers	
and	 stakeholders	 expressed	 that	 it	 suits	
them	to	consider	all	means	by	which	they	
might	position	themselves	as	“good	plac-
es	to	work,”	or,	“an	employer	of	choice.”93   
Jamaican	 employers	 are	 interested	 in	
creating	“rewarding	employee	experienc-
es”	and	meeting	employees’	needs.94 It is 
recognized	elsewhere	that	employers	that	
provide	 high-quality	 childcare	 will	 not	
only	 differentiate	 themselves	 from	 the	
competition	but	will	also	create	a	“sticky”	
benefit	 that	 fosters	retention.	For	exam-
ple,	employees	are	less	likely	to	move	to	
a	new	 job	 if	 it	 also	means	moving	 their	
childcare	 from	 an	 environment	 they	
trust.95	 It	 is	 in	 this	context	 that	employ-
ers	are	particularly	open	to	the	idea	that	
those	who	offer	support	for	their	employ-
ees’	care	obligations	might	be	better	posi-
tioned	to	attract	and	retain	workers,	than	
those	who	do	not	offer	such	support.96 

Gender	issues	were	considered	germane	
to	 the	 idea	 of	 employer-provided	 sup-
port	 for	 care	 obligations.	Women	make	
up	47	percent	of	the	Jamaican	workforce.	
Unemployment	 is	 higher	 for	women	 (8	
percent)	 than	 it	 is	 for	 men	 (5	 percent)	
but	it	is	also	decreasing	at	a	higher	rate.	
Labour	 force	data	 for	 July	2022	 showed	
that	nearly	80	percent	of	the	increase	in	
employment	was	accounted	for	by	wom-
en,	and	the	growth	in	the	labour	force	is	

largely	made	up	of	women.	The	decrease	
in	 the	 number	 of	 people	 outside	 the	 la-
bour	force,	 from	767,500	in	July	2021	to	
739,600	in	July	2022	was	almost	all	wom-
en	(26,200,	and	1,700	men).97	Women	also	
do	most	of	the	unpaid	care	and	domestic	
work	in	Jamaica.	It	is	thus	a	given	that	the	
issue	 of	 unpaid	 care	 work	 is	 not	 only	 a	
concern	for	women,	but	with	more	wom-
en	 in	 the	 labour	 force	and	more	women	
employed,	how	unpaid	care	work	impacts	
paid	work	requires	more	attention.98 Em-
ployer	stakeholders	in	the	manufacturing	
sector	 recognized	 that	 there	 are	 more	
women	on	the	production	line,	and	there-
fore,	the	matter	of	their	care	responsibili-
ties	cannot	be	met	by	flexitime.99 Options	
such	 as	 remote	 work/work-from-home	
are	not	applicable	to	most	of	these	work-
ers	given	the	nature	of	the	work.	Vouch-
ers,	 however,	 are	 considered	 a	 possible	
alternative.100

There	 is	 also	 a	 stated	 recognition	 that	
could	be	considered	practical,	where	em-
ployers	recognize	that	for	many	mothers	
they	will	not	work	at	full	capacity	if	they	
are	worried	 about	 their	 child,	 or	 if	 they	
do	not	have	reliable	care	for	their	child.101  
By	 extension,	 when	 a	 worker’s	 care	 ob-
ligations	 are	 inadequately	 fulfilled,	 the	
quality	of	their	working	life	 is	negatively	
impacted,	with	 lateness	and	absence,	 for	
which	the	employer	ultimately	pays.	

However,	 provision	 of	 care	 support	 to	
workers	 with	 such	 obligations	 is	 not	 a	
priority	 for	most	businesses.102 The	point	
was	made	that	most	employees	in	Jamaica	
work	in	small	and	medium	size	enterpris-
es,	which	do	not	have	the	space	to	provide	
that	amenity,	and	therefore,	such	changes	
might	be	considered	impractical.103

Employers that provide high-quality childcare will not only differentiate 

themselves from the competition but will also create a “sticky” benefit 

that fosters retention. 
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The state can support the private sec-
tor to furnish care support services to 
their employees themselves. They can 
do this through regulation, guidelines, 
technical support, and tax incentives.  
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There	were	varied	responses	to	the	ques-
tion	 of	 how	 the	 COVID-19	 pandemic	
impacted	workers	with	 care	 obligations,	
regarding	 their	 paid	 work.	 Unpaid	 care	
work	makes	 women	 workers	more	 vul-
nerable	and	more	likely	to	lose	their	jobs.	
In	 the	pandemic,	more	women	 lost	 jobs	
than	men	 did,	 in	 part	 due	 to	 responsi-
bilities	at	home.104,105	For	many	Jamaican	
employers,	 flexitime	 and	 work-from-
home	 were	 propelled	 by	 the	 pandemic,	
though	to	what	extent	varied	by	industry	
and	 role.	 	 For	 example,	 flexitime	 is	 bet-
ter	suited	for	corporate	workers	than	for	
manufacturing.	 The	 pandemic	 was	 also	
seen	 as	 a	 catalyst	 for	 employee	 support	
programmes,	not	just	flexitime	and	work-
from-home.	 Such	 programmes	 focused	
on	employee	well-being.	One	stakeholder	
reported	 that	post-pandemic	 the	 corpo-
rate	aspect	of	her	large	entity	moved	to	a	
four-day	work	week	and	continued	with	
online	meetings,	but	other	positive	adap-
tations,	 such	 as	 a	 shorter	workday	 have	
not	been	retained.109  

The	 fact	 that	 more	 employees	 worked	
from	home	over	the	COVID-19	pandem-
ic	prompted	a	study	on	the	perception	of	
productivity	resulting	from	flexible	work	
arrangements.	 The	 Ministry	 of	 Labour	
and	 Social	 Security	 gauged	 perceptions	
of	 flexi-work	 on	 productivity.	 It	 asked	

workers	if	they	felt	their	productivity	and	
balance	of	work	 and	personal	 responsi-
bilities	 increased	 or	 decreased.	 The	 re-
sponses	were	that	balance	increased	with	
flexi-work,	while	frustration	and	distrac-
tions	 increased.	 Overall,	 flexitime	 was	
considered	beneficial.110

Stakeholders	 discussed	 the	 pandemic’s	
effect	 on	 how	 people	 work,	 and	 how	
that	 has	 played	 a	 role	 in	 how	 people	
consider	work-life	 balance,	 and	what	 is	
“worth	 it”	 for	 them	 to	 stay	 in	a	 job,	 in-
cluding	 regarding	 their	 care	 obligations	
for	 their	 children	 and	 their	 elderly	 rel-
atives.	 Though	 not	 yet	 well	 document-
ed	 in	 Jamaica,	 employers	 and	 employer	
stakeholders	 mentioned	 “the	 great	 res-
ignation”	 and	 “quiet	 quitting”	 as	 phe-
nomena	 occurring	 on	 the	 island.111 The	
“great	resignation”	is	the	post-pandemic	
pattern	 of	 high	 worker	 attrition	 rates.	
It	 is	 attributed	 to	 the	 pandemic	 having	
reoriented	 workers	 to	 re-examine	 their	
personal	and	professional	priorities	and	
reject	burnout,	at	the	same	time	as	they	
were	alerted	to	the	possibility	of	decou-
pling	 jobs	 from	a	physical	workplace.112  
“Quiet	 quitting”	 refers	 to	 opting	 out	 of	
tasks	 beyond	one’s	 assigned	duties	 and/
or	becoming	less	psychologically	invest-
ed	 in	 work.	 Quiet	 quitters	 continue	 to	
fulfil	 their	 primary	 responsibilities,	 but	
are	less	willing	to	stay	late,	show	up	ear-
ly,	or	attend	non-mandatory	meetings.113  
Interviewees	 shared	 anecdotal	 evidence	

that	mothers	with	unpaid	care	 responsi-
bilities	are	being	 labelled	“quiet	quitters”	
when	 those	 responsibilities	 impact	 their	
jobs.114

The	concept	of	 “the	 future	of	work”	was	
mentioned	 by	 several	 respondents.	 This	
was	 conceptualized	 as	 this	 is	what	work	
will	 “look	 like”	 in	 the	 future,	 and	 that	
these	 are	matters	 to	 consider	 “down	 the	
road.”115 For	 some,	 there	 is	 a	notion	 that	
employers	 may	 soon	 not	 have	 a	 choice	
but	to	offer	these	benefits,	that	provisions	
such	as	care	support	for	workers	will	like-
ly	 become	 the	norm.116 For	 others,	 there	
is	a	sense	that,	for	now,	“not	many	work-
places	are	moving	in	that	direction.”117

What	 keeps	 these	 considerations	 in	 the	
future	is	the	dominant	workplace	culture	
in	Jamaica	still	focused	on	hours	worked	
rather	 than	 deliverables.118 As one inter-
viewee	said,	“We	still	tie	presence	at	work	
to	productivity,	and	we	have	not	yet	start-
ed	using	targets,	outputs,	and	productiv-
ity	measurements.”119 Focusing	 on	 hours	
worked	does	not	accommodate	flexitime.	
However,	 a	 shift	 in	 such	 attitudes,	 from	
hours	at	work	to	deliverables,	would	align	
well	with	a	proposal	for	remote	work	and/
or	flexitime,120	which	has	the	advantage	of	
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already	being	buttressed	by	existing	legis-
lation.

Nevertheless,	 the	 issue	 of	 worker	 attrac-
tion	 and	 retention	 resurfaces	 as	 a	 driv-
er:	 “This	 comes	 down	 to	 being	 an	 em-
ployer	 of	 choice!	 Larger	 companies	 set	
the	 benchmark	 and	 as	more	of	 the	 tools	
become	 accessible,	 others	will	 do	 it	 also.	
The	 more	 exposed	 one	 company	 is	 to	
work	with	other	firms,	through	exposure	
to	best	practices	outside	of	 Jamaica,	 they	
will	consider	how	it	can	be	integrated	lo-
cally.”121	Another	stakeholder	emphasized,	
“employers	 are	 competing	 for	 talent	 and	
the	 Future	 of	Work	will	 have	 to	 encom-
pass	 these	 realities.”122 There	 are	 existing	
firms	 that	 are	 considered	 “trendsetters”	
for	the	services	they	provide	for	their	em-
ployees’	wellbeing.	

Another	 aspect	 of	 the	 receptiveness	 to	
proposals	for	employer-provided	support	
for	 workers	 with	 unpaid	 care	 responsi-
bilities	 pertains	 to	 large	 entities	 increas-
ingly	 seeking	 equity	 and	 financing	 from	
institutional	 investors,	 and	 thus	 being	
compelled	 to	 frame	 support	 within	 the	
matrix	 of	 the	 environmental,	 social,	 and	
corporate	governance	(ESG)	principles.123 
ESG	 principles	 reflect	 the	 current	 trend	
that	 businesses	 should	 not	 only	 pursue	
shareholder	value	but	also	 try	 to	achieve	
environmental,	 social,	 and	 governance	
objectives,	 and	 further,	 that	 investors	
should	 evaluate	 firms	 on	 that	 broader	
basis.	 Institutional	 investors	 incorporate	
ESG	principles	in	their	investment	analy-
sis	and	decision-making	processes,	based	
on	the	premise	that	ESG	issues	can	affect	
the	 performance	 of	 investment	 portfoli-
os.124	The	care	economy	and	the	adjacent	
issues	of	gender	equality	and	women’s	em-
powerment	fit	squarely	in	the	ESG	rubric.

Employers	 requested	 detailed	 informa-
tion	and	data	on	programmes	of	employ-
er-provided	 support	 for	 workers’	 care	
obligations,	and	 their	potential	 results	 in	
the	 Jamaican	 context.	 It	 was	 suggested	
that	this	data	will	enable	the	commitment	
to	 and	 endorsement	 of	 policies,	whether	
directed	at	the	state	or	at	the	private	sec-
tor.125	As	one	 respondent	 said,	 “We	need	
metrics.”126 Another	 interviewee	 stated,	
“When	 companies	 are	 shown	 the	 eco-
nomic	 aspect	 of	 it,	 losing	 for	not	having	
policies	in	place,	this	would	be	a	compel-

ling	 argument.	 A	 dollar	 value	 is	 what	 is	
needed.”127	For	another,	the	expressed	need	
was	for	a	cost-benefit	analysis.128	Technical	
guidance	 towards	 reframing	 the	 under-
standing	 of	 worker	 wellbeing,	 a	 healthy	
work	environment,	and	productivity,	both	
at	the	workplace	and	at	home,	was	voiced	
as	 a	 need	 to	 move	 further	 towards	 em-
ployer-provided	support	 for	workers	with	
care	obligations.129	Although	such	applied	
research	is	beyond	the	scope	of	this	study,	
these	responses	suggest	that	a	policy	win-
dow	exists	and	that	further	exploration	of	
these	ideas	is	worthwhile	and	timely.

There	was	a	consensus	that	the	state	needs	
to	 do	 more	 regarding	 workers’	 unpaid	
care	obligations.	There	was	a	general	sen-
timent	 that	 government	 ought	 to	 set	 the	
bar	 for	 both	 public	 and	 private	 sector	 to	
follow.130	 	 For	 example,	 one	 public	 sector	
employer	stated,	“The	government	can	set	
the	 standard	 for	 support	 (…)	 it	 is	 left	up	
to	ministries,	departments,	and	agencies	to	
craft	 specific	arrangements	 for	 employees	
who	 share	 that	 concern.	 But	 not	 every-
one	does	share	that	concern.	People	don’t	
want	to	be	thought	of	as	being	unproduc-
tive	and	this	can	cause	concern	that	it	will	
be	used	against	you	e.g.,	 if	you	are	up	for	
a	promotion.	So,	often	people	also	do	not	
share	 their	unpaid	care	 support	 responsi-
bilities.”131	They	 added,	 “The	 government	
has	 not	 done	 enough	 to	 pave	 the	way	 or	
to	be	an	example	to	private	sector	or	other	
workers	and	employers.”132	A	first	but	sig-
nificant	step	would	be	for	the	government	
to	implement	the	flexi-work	policies	for	its	
own	workers	in	the	public	sector	and	thus	
to	lead	by	example.133

Private	sector	stakeholders	shared	the	view	
that	the	state	should	be	the	benchmark	for	
both	 public	 and	 private	 sector	 employers	
to	follow.	Where	this	may	not	be	function-
ally	possible,	it	was	suggested	that	the	GOJ	
should	 at	 least	 provide	 an	 environment	
whereby	 employers	 would	 feel	 support-
ed	 to	 implement	 their	 own	 provisions	 to	
support	their	workers	to	fulfil	their	unpaid	
care	 responsibilities.	 One	 private	 sector	
employer	stated	that	 the	GOJ,	“should	set	
the	 pace	 and	 show	 that	 it	 (flexitime)	 can	
work,	 and	 offer	 taxpayers	 themselves	 the	
flexibility	that	allows	them	to	be	more	flex-
ible	 to	 conduct	 their	 own	 business.	 The	
law/provisions	 need	 more	 promotion.”134  
Another	 stakeholder	 lamented	 that	 “the	

Ministry	of	Education,	through	the	Min-
ister	of	Information,	announced	day	care	
initiatives.	We	haven’t	heard	much	from	a	
government	standpoint.	We	have	a	broken	
system	for	early	childcare	system;	entities	
are	 not	 sensitive	 to	 the	 needs	 of	 young	
parents	e.g.,	opening	times	and	after	care	
cost.”135 

There	 was	 a	 widely	 held	 view	 that	 the	
government	 ought	 to	 provide	 regulated,	
licensed,	quality	day	care	centres	for	chil-
dren.	Government	support	in	the	form	of	
community	 care	 facilities	would	be	a	 so-
cial	good	that	will	benefit	individuals,	par-
ticularly	parents	and	children,	the	parents’	
employers,	 and	 the	 society	 and	 economy	
overall.	The	 informal	system	that	already	
exists,	 such	 as	 basic	 schools	 that	 are	 de	
facto	 childcare	 centers,	 could	 be	 formal-
ized	and	better	regulated,	and	meet	a	basic	
minimum	standard.	It	was	also	recognized	
that	 care	 needs	 of	 elderly	 dependents	
deserve	 attention	 due	 to	 demographic	
changes.	 Existing	 Social	 Development	
Commission	 (a	 state-funded	 communi-
ty	development	agency)	facilities	are	said	
to	 have	 an	 inadequate	 budget	 to	 provide	
needed	services	at	the	community	level.136  
However,	a	private	sector	stakeholder	rec-
ommended	 that	 this	 should	not	 be	 done	
by	 taxing	 employers	more	 than	 they	 are	
already	taxed.137	This	perspective	is	in	line	
with	the	view	that	the	current	tax	burden	
on	 private	 sector	 disincentivizes	 them	
from	taking	further	 initiatives	to	support	
their	employees	unpaid	care	work.	On	the	
other	hand,	should	employers	provide	care	
support,	 it	 was	 agreed	 that	 they	 should	
benefit	from	related	tax	relief.138	Employ-
ers	were	 receptive	 to	 the	 suggestion	 that	
vouchers	 could	 be	 used	 to	 support	 their	
workers’	 care	 responsibilities.	 For	 exam-
ple,	one	employer	stated	that	introducing	
a	 voucher	 system	 to	 accredited	 daycare	
promotes	 the	 dual	 formalization	 of	 both	
informal	 existing	 facilities,	 as	well	 as	 in-
formal	 workers’	 statuses.139	These	 contri-
butions	 all	 point	 to	 the	 fact	 that	 there	 is	
interest	from	employers	in	Jamaica	to	sup-
port	their	employees,	both	from	a	business	
bottom-line	and	employee	wellbeing	per-
spective.
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Conclusion5
Unpaid care and 

domestic work in 
Jamaica has a total annual value 

equivalent to 15% to 45% of 

GDP.
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here	is	a	recognition	that	Jamaica	
has	“done	 little	 to	create	systems	
to	 publicly	 provide	 and	 regulate	
childcare	 for	 low-income	 fami-

lies	 and	 single	parents.”	That	 recognition	
extends	 to	 the	 prospect	 that	 the	 gap	 “…	
stifles	 the	 progression	 of	 women	 finan-
cially	and	academically.	If	they	don’t	have	
good	 neighbours,	 friends,	 deep	 pockets,	
or	relatives	to	help	them	take	care	of	their	
child	or	children	it	is	difficult	for	them	to	
go	out	to	work	or	attend	school	to	upskill	
themselves.”	This	 forces	 them	 out	 of	 the	
formal	labour	market,	“a	choice	they	make	
to	have	flexible	working	hours	to	balance	
their	lives	for	their	children.”140

Over	 two	 decades	 of	 research	 and	 prac-
tice	 have	 shown	 that	 there	 is	 a	 positive	
relationship	 between	 reducing	 women’s	
unpaid	 care	work	 and	 improving	 gender	
equality,	 children’s	 development,	 worker	
productivity,	business	profits,	and	nation-
al	 economic	 growth.	 There	 are	 several	
ways	to	reduce	women’s	unpaid	care	work,	
including	 access	 to	 basic	 infrastructure,	
which	can	reduce	the	time	women	spend	
on	 unpaid	 work,	 and	 changing	 social	
norms	about	who	bears	childcare	respon-
sibilities.141 

This	 study	 sought	 to	 situate	 the	 link	 be-
tween	 worker’s	 productivity	 and	 unpaid	
care	 work	 in	 present-day	 Jamaica.	 The	
study	focused	on	one	way	to	reduce	work-
ers’	unpaid	care	obligations,	to	both	

T

The dominant workplace culture in Jamaica still 
focuses on hours worked rather than deliverables. 

A shift in such attitudes, from hours at work to 
deliverables would align well with a proposal for 

remote work and/or flexitime. 
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women	and	men,	through	employer-pro-
vided	support	for	their	workers	with	care	
obligations.	 	The	 objective	 of	 the	 study	
was	 to	 make	 relevant	 and	 feasible	 pro-
posals	 for	 employers	 to	provide	 support	
to	their	workers	with	care	obligations	that	
would	 yield	 greater	worker	 productivity	
as	a	direct	result,	and	strengthen	employ-
ers’	 ability	 to	 attract	 and	 retain	workers	
in	 a	 tight	 labour	 market.	 The	 findings	
suggest	that	there	is	a	case	to	be	made	for	
private	firms	to	provide	support	for	their	
employees’	 care	 obligations,	 and	 for	 the	
government	to	incentivize,	facilitate,	and	
even	subsidize	that	support.		

Nearly	 half	 of	 all	 workers	 with	 care	 re-
sponsibilities	 state	 that	 the	 lack	 of	 care	
support	hinders	their	ability	to	focus	and	
this	 affects	 their	productivity.	One-third	
take	 time	 off	 work	 frequently	 to	 meet	
their	care	obligations.	 Jamaican	employ-
ees	 with	 care	 obligations	 consider	 that	
workplace-based	 creches,	 employer-pro-
vided	 care	 subsidies,	 and	 flexible	 work	
time	 would	 be	 the	 best	 forms	 of	 em-
ployer-provided	 support	 with	 regard	 to	
improving	their	performance	on	the	job.	
Jamaican	employers	who	do	provide	such	
support	do	so	in	all	the	above	forms,	but	
the	available	evidence	suggests	that	such	
provisions	are	 isolated	cases,	and	are	 far	
from	 widespread,	 particularly	 given	 the	
lack	 of	 awareness	 of	 the	 concept	 of	 the	
unpaid	 care	work-productivity	 nexus	 in	
its	modern	iteration.	

Jamaican	employers	are	interested	in	im-
proving	 productivity,	 but	 they	 are	more	
preoccupied	 with	 attracting	 and	 retain-
ing	workers	in	a	tight	labour	market.	The	
issue	 of	 employer	 support	 for	 unpaid	
care	obligations	is	relevant	to	both	issues.	
Given	 the	 benefits	 to	 be	 derived	 from	
reducing	 time	 spent	on	unpaid	care	ob-
ligations,	and	where	the	state	is	not	itself	
providing	solutions,	it	suits	employers	to	
implement	programmes	themselves.

Even	 where	 employers	 are	 providing	
care-related	 support	 for	 their	 workers,	
there	 is	 still	 a	 role	 for	 the	 state.	Where	
the	 state	 recognizes	 the	 added	 value	
that	 reducing	 unpaid	 care	 work	 brings	
to	 so	 many	 different	 realms,	 and	 they	
do	not	have	the	capacity	or	other	neces-
sary	 resources	 to	 be	 direct	 providers	 or	

subsidizers,	 they	can	support	 the	private	
sector	 to	 furnish	 these	 services	 to	 their	
employees	 themselves.	They	 can	 do	 this	
through	 regulation,	 guidelines,	 technical	
support,	and	tax	incentives.	Where	there	
is	existing	legislation,	such	as	the	Employ-
ment	(Flexible	Work	Arrangements)	Act	
(2014),	 the	 government	 can	 endeavour	
to	raise	awareness	of	it,	and	to	set	an	ex-
ample	 by	 implementing	 it	 themselves	 in	
public	sector	workplaces.	

Beyond	this,	there	is	still	an	onus	on	the	
state	to	directly	provide	subsidies	and	ser-
vices	for	workers	to	access	quality	child-
care.	 	 Women	 (and	 men,	 as	 applicable)	
working	 in	 the	 informal	 sector,	who	 are	
looking	for	a	job,	or	who	are	outside	the	
labour	market	because	 their	care	obliga-
tions	prevent	 them	from	working	would	
not	have	an	employer	to	turn	to	for	sup-
port.	 The	 state	 can	 and	 should	 step	 in.	
A	 voucher	 system	 that	 could	 be	 admin-
istered	 through	 PATH	 and	 redeemed	 at	
registered	 and	 licensed	 early	 childcare	
centres	would	be	a	practical	way	to	bring	
into	effect	such	a	policy	 in	a	short	space	
of	time.142

It	was	beyond	 the	 scope	of	 this	 study	 to	
explore	 detailed	 options	 for	 Jamaican	
businesses,	 or	 public	 sector	 entities,	 on	
what	specific	employee	care	support	costs,	
and	what	are	 its	 likely	returns.	However,	
the	literature	is	replete	with	examples	and	
guidance,	 and	 the	multilateral	 economic	
development	 and	 adjacent	 organizations	
have,	 by	 and	 large,	 integrated	 the	 issue	
of	 unpaid	 care	work	 into	 their	 research,	
advocacy,	technical	guidance,	and	policy	
guidance.

Jamaica	 is	 well	 positioned	 to	 move	 for-
ward	 on	 the	 productivity-unpaid	 care	
work	nexus.	There	 is	 a	 defined	need	 for	
support	 for	 workers	 with	 care	 obliga-
tions,	an	articulated	concern	on	the	part	
of	employers	regarding	attracting	and	re-
taining	workers	in	a	tight	labour	market,	
recognition	by	 the	 state	of	 the	 issue	and	
some	existing	supportive	legislation,	and	
an	openness	on	the	part	of	employers	and	
stakeholders	 to	new	 solutions,	 including	
those	proposed	in	this	study.		

CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations38



CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations 39



viii

Recommendations

Government of Jamaica

Push	for	full	implementation	of	the	Employment	(Flexible	Work	Ar-
rangements)	Act.	Included	in	this	is:
 
a).		Promote	flexi-work	policies	for	all	workplaces.

b).		Implement	flexitime	in	public	sector	operations,	thus	setting	an	
example.	

c).		Provide	government	services	outside	of	traditional	business	hours	
to	accommodate	others	working	flexitime.		

1

Make	good	on	stated	intentions	and	commitments	to	invest	
in	the	care	economy,	to	include:	

a).		Establish	an	accessible	route	to	the	formalization	of	infor-
mal	child	care	facilities,	including	basic	schools.	

b).		Create	a	voucher	system	for	all	workers	and	job-seekers	
to	access	licensed,	regulated,	quality	daycare,	including	that	
provided	by	employers	to	their	own	employees.	

c).		Provide	resources	to	increase	the	capacity	of	existing	state	
and	non-state	senior	citizens’	organizations	so	they	can	bet-
ter	provide	needed	support	and	services	 to	 the	elderly	and	
their	caregivers.	Year-End	Report.	 

Offer	incentives	to	private	sector	employers	to	provide	support	to	
their	workers	with	care	obligations.	Among	the	options	to	do	this	
are:		

a).	 	Tax	breaks	 for	businesses	 that	provide	 for	employees’	depen-
dents	 to	 attend	 licensed	 and	 regulated	 educational	 and	 care	pro-
viders,	whether	at	the	employer’s	own	establishment,	or	at	another	
location.			

3

2

CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations CAPRI  I  The Business of Care: Boosting Productivity by Supporting Workers’ Care Obligations40



Private Sector

Recommendations

Stakeholder	 bodies	 should	 seek	multilateral	 and	donor	partner	 sup-
port	to	create	detailed,	evidence-informed	guidance	for	private	sector	
entities	on	how	to	implement	programmes	for	workers	with	care	ob-
ligations	that	are	sector-specific	and	tailored	to	the	Jamaican	context,	
including	rigorous	cost-benefit	analyses.	

 

4
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For	anonymity,	 all	 interviewees	are	 referred	 to	as	 stakeholders,	 from	 their	 respective	
sectors:	
 
Private	sector	stakeholder	1,	November	22,	2022.
Private	sector	stakeholder	2,	December	8,	2022.
Private	sector	stakeholder	3,	December	1,	2022.
Public	sector	stakeholder	4,	November	28,	2022.
Private	Sector	Stakeholder	5,	December	2,	2022.
Public	sector	stakeholder	6,	December	2,	2022.
Private	Sector	Stakeholder	7,	November	30,	2022.
Private	Sector	Stakeholder	8,	December	23,	2022.
Private	Sector	Stakeholder	9,	December	11,	2022.

Appendix 1: Elite Interviews 
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