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I. Introduction

The Sustainable Development Goals (SDGs) interact with one another, creating synergies and trade-offs. Throughout the world there are trade-offs between heterogeneous SDGs. SDG 8, Decent Work and Economic Growth, is associated with a high fraction of trade-offs with many of the other 17 SDGs. A trade-off is where progress in one goal hinders progress in another [1]. Nevertheless, Occupational Safety and Health (OSH) is a core element of decent work and hence is instrumental in the other SDGs as well. Decent work is a shared responsibility among various agents: employers, politicians, OSH professionals, workers, insurers, governments, and educators [2].
II. OSH functions and decent work

Research
Recently, implementation research has been advocated as a necessary focus of OSH research [3]. Such research, as well as Total Worker Health and Workplace Innovation research, adjoins, overlaps, and otherwise addresses some of the other elements of decent work not historically part of OSH [4]. Occupational health psychology has been a leading focus in research on decent work conditions and advocating for its achievement [5]. The concept of decent work is a central element of the psychology of working theory (PWT), which has been the focus of much research [6].
Additionally, research should promote evaluation and continual improvements of strategies aimed to achieve decent work conditions and ensure their sustainability in the long term. In this regard, data should be collected to assess decent work outcomes from the perspective of all the OSH figures involved. Ongoing evaluation during implementation is key to providing data for making mid-course corrections that can influence the operationalization’s ultimate success. This will require more practice-based research partnerships that address institutional and system-level facilitators to support policies and pathways to decent work.
Practice
Another step in the OSH field to address decent work is use of the work-related diseases concept [7]. The term is meant to describe not only recognized occupational diseases but also other diseases and disorders to which the work environment and work tasks contribute significantly, among several causative factors [7–9]. In this regard, whereas an occupational disease has a specific or a strong relation to an occupational risk factor (generally with only one causal agent), a work-related disease can have several causal agents and occupational risk factors that may play a role (together with other risk factors). Such diseases therefore can have a complex etiology.
A further concept that is moving the OSH field closer to addressing more aspects of decent work is well-being [10,11]. “Existing concepts of well-being cover more aspects of work than working conditions or safety and health at workplaces … the most relevant components [being] income, working time arrangements, possibilities for skills development and career advancement, and degree of individual control over work [12(p. 89)].” More broadly, well-being also includes focus on living in communal harmony and in a sustainable manner [13]. 

Advocacy
Decent work was central to the 2023 Joint Congress of the International Commission on Occupational Health/Work Organization and Psychosocial Factors Conference. The theme of the conference was Imagine Decent Work Beyond COVID-19. The focus was on creating new paths for decent work, and the whole conference was an effort in advocacy. However, to properly address decent work, there will be a need for transdisciplinary studies and systems science to be fully on target.

Governance
After the first few attempts to operationalize decent work, there has been a lapse in developing indicators in general, and for the OSH component in particular. To make progress in this area it is useful to see how regional OSH agencies and OSH research institutes such as the National Institute for Occupational Safety and Health (NIOSH), European Agency for Safety and Health at Work (EU-OSHA), and Eurofound operationalize job quality. Worldwide, the “job quality framework” of the Organization for Economic Cooperation and Development (OECD) is used. As noted in an EU report, “Work-related health outcomes represent a much higher burden for society than work accidents”; moreover, “all occupational diseases with a principally unambiguous relation between cause and consequence account for only a small percentage of all work-related diseases [12(p. 74)].”


III. Determinants of Decent Work

New Technologies and New Forms of Work
	
Technology can both enhance the achievement of decent work and be an impediment to it. Technology can reduce drudgery and danger of some types of work but can also displace workers or create new stresses [14,15]. It is difficult to predict how automation, robotization, and digitalization will influence the size of employment. What has been observed is that automation, particularly the use of artificial intelligence (AI) in platform work, has turned workers into self-employed people with no rights and less social protection. The increase in informality, telework, and digital labor platforms will raise psychosocial risks because of reducing worker control and autonomy, as well as challenging the boundary between work and personal life [16,17]. 
There is a need to understand how new and emerging risks will impact the future of work [18]. Collaborative research actions with OSH are important for interventions in anticipation and subsequent mitigation [19]. The development of appropriate public policies will ensure workers’ rights in the face of new forms of work [20].
An expanded coverage network that includes all workers, including those in the informal market, will facilitate the adaptation of specific policies, with freedom of association and collective bargaining, ensuring social protection and opening new pathways for social dialogue [20,21,22]. The multivocality of workers and their arbitration in recognizing new and emerging hazards increase bargaining power, especially in low- and middle-income countries [20,21,23]. The OSH professionals need to address the future of decent work comprehensively, [23] and a circular and environmentally sustainable economy can reduce illnesses related to new technologies and forms of work [24,25].
The OSH field can promote decent work by (1) promoting continuous surveillance for early identification and mitigation, [26] (2) redesigning safety measures through fostering dialogue and cooperation among workers and professionals from different fields, [27] (3) implementing a green economy (circular, social, and solidarity economy) to generate green jobs, [28,29] and (4) implementing proactive and collaborative public policies that support entrepreneurship and innovation in promoting decent work [11,17,29,30].

Demographics – Aging Workers	
In a society aging at a high rate and where a prolonged working life is a priority of many countries, improvements in life expectancy have not always been accompanied by reduced disability rates, as people are living longer but not necessarily in better health [31]. The disability rates of older workers (more than 50 years old) are diverse and may limit daily activities [32].
The changes during the aging process of workers, characterized by several negative effects, [33–35] highlight the issue of sustainable workplaces and decent work for all. Disability levels arise not only from the aging process but also through exposure to adverse work environments [31,35]. This perspective is crucial when looking at the changes in global economy and its enormous impact in labour markets, making significant the creation of early employment trajectories and exploring the influence of contextual factors in working life experiences since workers were young [36].
The creation of decent work is a multifactorial, complex issue that requires adoption of a systems framework to identify and implement appropriate structures to support the creation of sustainable employment across the life course to encourage and enable older workers to remain at work [37].
Several recommendations should be considered by researchers, practitioners, advocates, policy makers, and governments [34–40]. In the macro-level: provide guidance for organizations in the creating of sustainable working conditions through improved management of physical and psychosocial hazards; ensure disability protection of productive aging workers and promote policies to ensure disability protection along working lives; promote lifelong learning programs toward the empowerment of workers; disseminate information about labour rights and social resources; support initiatives by workers’ representatives; and promote and participate in forums with government representatives, employers, and civil society.
At the meso-level, use new technologies to promote a better coupling between humans and work systems and to increase the integration of disabled and older workers; investigate the impact of automation in the creation of quality jobs aiming for the prevention of disability; explore virtual reality to promote new forms of work for disabled and aging workers; include mental health in the perspective of systems design; explore the potentials and pitfalls of new challenges; and promote the design of work systems integrating human factors and ergonomic principles.
At the micro-level, undertake systems analysis of the drivers for sustainable employment, with a particular focus on older workers; conduct longitudinal research to examine the relevant influences related to sustainable working conditions; investigate the needs of workers throughout working life, identifying critical periods; undertake comprehensive risk assessments of the work environment to include coverage of physical and psychosocial hazards, in order to ensure prevention strategies can be implemented early; involve older workers in planning their jobs to ensure a good match between their capacities and the job requirements; ensure the integration in workplaces of disabled, productive, aging workers; and analyze work systems, taking into consideration the limitations and capabilities of workers as they age.

Demographics – Gender
Gender inequality at work negatively affects decent work and economic growth. The intersectionality of gender and other forms of discrimination impede access to decent work and achievement of economic security [41–44]. Gender equality and gender sensitivity in existing OSH laws are still lacking in much of the world, leading to the lack of decent work for women. Gender equality at work is a matter of human rights, and it makes good sense for employers [41–43]. “One of the main obstacles for achievement of gender equality is the failure to use” sex-disaggregated data for situation analysis and for gender-responsive planning [41]. In addition to a rights-based equity rationale, there is also an economic efficiency rationale. 
Gender equality requires a holistic approach if decent work is to be achieved. This should include employment policies, social dialogue on skills and training issues, and access to social protection. Aside from maternity protection issues, there is inadequate attention to biological and reproductive issues in OSH. 
The ILO has issued 10 guidelines that are useful in mainstreaming gender into OSH policy and practice. These include topics such as development, legislation, and policies to address gender inequality in OSH practice; ensuring consideration of gender differences in work management; use of sex-disaggregated data; equal access to occupational health services; equal participation of both women and men; designing work equipment and personal protective equipment for protection of both women and men; and addressing working time arrangements and work-life balance [45]. The ILO agenda for decent work puts gender equality as central [46]. 
Failure to take gender-specific patterns of occupational hazards and risks into account in OSH policies and prevention strategies leads to deleterious outcomes and impedes achievement of decent work [45]. 

Globalization
Globalization contributes to the lack of OSH programs in many countries and is a major impediment to achieving decent work. While globalization has had a positive impact on economic growth, its impact on OSH and ultimately decent work has not been universally positive [47]. As economies become more interconnected, increased vulnerability to economic shocks and fluctuations can increase. Social protection systems, including OSH, have become increasingly crucial in ensuring that workers are safeguarded against the negative impacts of globalization [48].
The lack of full ratification and implementation of the ILO convention on Occupational Health Services is a strong impediment to decent work. As Rantanen and colleagues [47] observe in Decent Work Country Plans, “...accidents and safety have been well-addressed, but the health dimension and the work-related diseases, WRB except for HIV-AIDS at the workplace are almost non-existent.”
The global burden of work-related diseases and injuries is large. Globally, 2.9 million deaths have been attributed to work (2.58 million due to work-related diseases and 0.32 million to occupational injuries) [9]. Consequently, there is a need for further developments and inclusions of strategies for occupational health services in Decent Work Country Plans [47].
Globalization has a complex impact on work. While it can bring about job opportunities and economic growth, it also presents challenges for vulnerable workers and industries [49]. Effective policies, investments in education and training, and a focus on fair labor practices can help maximize the benefits of globalization while addressing its negative consequences on employment. The OSH field can promote and support these actions.
Social dialogue is essential in promoting decent work in a globalized world. It is recognized that social dialogue in addressing labor issues and advancing workers’ rights is significant. Social dialogue with stakeholders ultimately leads to more equitable and sustainable global labor markets, as well as OSH [50].
Globalization has a significant influence on decent work and workers’ rights. International organizations, as well as research institutions, continuously analyze the challenges and opportunities that globalization presents for workers and advocate for policies and practices that uphold decent work and workers’ rights [51].

Informal work in the context of decent work
Over 60% of the global labor force is informal, especially in low- and middle-income countries, representing 2 billion workers. Most workers are driven to informality because of a lack of opportunities and means of livelihood [52]. These include numerous people worldwide working as farmers, fishers, construction workers, miners, home-based domestic workers, kitchen workers, street vendors, cleaners, waste pickers, gig workers, deliverers, and couriers, among others. Exposures and risks at informal work vary widely depending on the occupation, economic activity, region, and workers’ characteristics and situations. However, they can include exposure to chemical, physical, ergonomic, and biological risks, as well as low job control and unsafe and forced work. Workers can also be exposed to psychosocial hazards, social exclusion, workplace violence, harassment, isolation, and long working hours without adequate rest and work-life balance, which can lead to adverse health outcomes [20,53].
Informal work usually interacts with other determinants of decent work. Vulnerable workers and minorities such as migrants, children, black, elderly, and gender-marginalized individuals tend to be driven to informal and precarious jobs, which may intensify the burden of exposure and diseases. Climate change and pandemics may affect informal workers disproportionally, who may lack OSH advice and training, adequate protective equipment, flexibility, and control over work conditions. New technologies, such as artificial intelligence, add more complexity with new forms of work and drive the “Uberization” of work, where legions of workers are in limbo between formality and informality, working through e-platforms for global enterprises that pledged not to have any workers, taking advantage of soft or absent regulation and rights [20].
Commonly, informal workers lack social and legal protection, stable income, compensation, benefits, and life and health insurance, [20,54] and they are ignored in health care and surveillance actions. However, informal work must be addressed in the regulatory framework, public policies, and OSH discussions globally [53,55,56].
Decent work must be guaranteed as a fundamental right for all informal workers. Analysis and interventions on work environments and processes may consider promoting decent work, health, and well-being while mitigating workers’ exposures, risks, vulnerabilities, and health effects. Informal workers must be educated, empowered, and included in labor and health debates and public policy design, including through labor unions and workers’ representatives [57]. Informal work and its risks need to be incorporated into the curriculum of health and OSH professionals, highlighting informality as a critical health vulnerability. 
Safe work standards, equality, and dignity at informal workplaces must be ensured and promoted constantly. Lastly, more research and epidemiological data analysis are needed to better understand the complex aspects of informality, take action, and monitor progress toward formal, safe, decent work. Thus, it must be prioritized, promoted, and funded accordingly.
Pandemics
The impact of COVID-19 on the world of work has been significant and indicative of what future pandemics might bring [58,59]. COVID-19 lessened the availability and opportunity to achieve decent work. Frontline workers (health care, first responders, retail and service workers) may be most at risk from pandemic infections. Pandemics may put many people out of work and result in unemployment and underemployment. At issue is whether workers would be able to return to their jobs or if their jobs will be lost. COVID-19 led to decentralization of work, which had various negative impacts, including decreases in social skills and interactions, increases in loneliness, and changes in physical and mental health [60]. Lowe noted that “the pandemic has amplified worker mental health issues, from stress to burnout and anxiety [61].” COVID-19 also disproportionately affected black, indigenous and racialized workers [61]. As Sigahi et al. noted, during the pandemic “...working conditions suffered from severe restrictions, thereby threatening workers’ health [58].” Workers’ voice and their right to have an input in decisions was also affected, and all these factors limited the achievement of decent work. The need for authoritative public health guidance during a pandemic complicates the extent of worker input into management decisions, but there is still room for participatory discussions involving workers if that is an organizational objective.
The COVID-19 pandemic has illustrated the relationship between work, public health, physical and mental health, and decent work. There is a need for government agencies to monitor, evaluate, and respond to these trends. This requires expanding the OSH framework, which previously focused on disease and injury hazards [23,59].
Adaptations of organization management systems will be required to support efforts to develop resilient working conditions in preparing for new pandemics.
OSH efforts to address a pandemic also could be used to address unemployment and protect the rights of workers. The OSH community could serve to foster communications between employers, workers, and authorities, which would be a means of advocating for workers’ rights. Additionally, there is a need for research to continue to learn the lessons from COVID-19 by tracking the “...long-term effect of the ... pandemic on employment patterns, work arrangements, and worker safety, health, and well-being [59].” There is value in using a systems-based multi-level model such as developed by Sorensen and colleagues [62] to anticipate the way work is structured, managed, and experienced by workers. Such a model can help set research priorities and yield information to help develop policies for decent work.
Workplace policies
Workplace policies are rules or guidelines in a business that define the practices of the organization with regard to health and safety, workplace conduct, hirings, management actions, and interactions with co-workers and customers. Workplace policies guide an organization and communicate its values, culture, and philosophy. The policies are the means by which an organization achieves decent work. Poor policy management is a barrier to achieving decent work. Key in workplace policy is the extent to which workers’ voice is honored. When workers’ voice is not honored, that is a barrier to decent work [63].
Workplace policies are an essential vehicle for protecting, supporting, and promoting workers’ rights. The enforcement of the right of workers to perform their jobs in optimal health and safety conditions is an OSH matter, since one of its main purposes is to assess and manage occupational risk factors. When the workplace is decentralized such as in telework (contract or temporary), new and complex challenges to protect workers’ rights arise. Lack of equality in treatment will have an effect on achievement of OSH as well as all other aspects of decent work [49].
Numerous OSH actions, interventions, tools, and strategies can have positive reflections and beneficial effects, although indirect, on application fields related to decent work that are not classic or traditional ones of OSH [64–66]. The OSH system and its professionals have considerable potential to defend workers’ rights and implement their social protection through a holistic and comprehensive model of workplace policies analysis, management, and development. For example, the OSH experiences, expertise, and skills related to application of the Total Worker Health® (TWH) approach that have been gained in recent years and may grow worldwide in the near future may also be valuable in the development of integrated workplace policies aimed at supporting the social protection of workers [67,68]. 
There is a need to ensure the effectiveness of workplace policies to investigate OSH and ethical incidents. For various types of jobs such as subcontracting, temporary work, and multiple-party employment, OSH policies need to clearly define the responsibilities of the employer [49].
A critical recommendation is equality of treatment for workers in different work arrangements. Employers should develop human-centered workplace policies. Decent work can also be furthered by the promotion of discussion between employers and workers on how to modify/design work environments to prevent exposure to psychosocial and physical hazards. Policy makers and governments can define and implement extended social protection policies that involve the OSH community in both their definition and practical application (for example, by exploiting synergies between and roles of OSH professionals, employers, and workplaces). Research is needed to investigate exposure risks and teleworkers’ acute and psychosocial risk factors, work intensification, and long work hours [60]. 
Climate Change
Climate-related hazards and resulting adverse effects are increasingly affecting workers [16,69,70]. Climate change has a major impact on whether there will be decent work. Increasingly, climate-change-caused migration is affecting whether, and where, some workers have work. Climate change hazards are leading to decreased worker productivity [71].
Climate change can impact workers through high temperatures, air pollution, exposure to ultraviolet radiation, hazardous vectors and plants, and extreme weather. Climate change also can have an effect on the built environment and as a driver of industrial transitions causing workers to lose jobs. 
A major hazard from climate change is an increase in the number of hours of work, leading to physical and mental fatigue, traumatic injuries, and various health effects. As climate change effects become more prevalent, the mental health of the population in general and workers in particular can be affected. The impact of climate change will disproportionally affect workers already burdened by deleterious occupational, environmental, and socioeconomic effects [72]. Informal workers are particularly vulnerable to adverse effects from climate change [73].
There is a need to further understand and investigate the health and safety effects of climate change on workers and what interventions employers, authorities, and workers can implement. This will require a dialogue between workers, employers, and authorities.
There is also a need for surveillance of the impacts of climate change. Surveillance of climate-related outcomes is lacking in many countries. This makes it difficult for authorities to identify high-risk groups and develop mitigation strategies. Additionally, enforcement of occupational health and safety standards is critical for protection of work populations from climate-related hazards [72].
Heat stress is the most ubiquitous of climate-related effects and has a great impact in countries that have higher rates of working poor, informal employment, and subsistence agriculture [74]. “The greater number of working hours expected to be lost to heat stress, the lower coverage of their social protection systems,” the ILO has noted, [74] and “to address health stress, governments must work together with workers and employers’ organizations through social dialogue in designing, implementing, and monitoring integration and adaptation policies.”
The OSH field can promote decent work with regard to changing climate conditions by (1) including climate change as a focus in OSH training programs, (2) promoting and advocating actions by employers and authorities in developing mitigation and adaptation policies and programs, (3) identifying lack of equity, gender inequality, and lack of social protection among workers exposed to climate-related hazards, and (4) serving as a voice about the broad range of adverse effects that climate change can have on decent work.


IV. Impediments, needs, and recommendations
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Cell 1
Newly Emerging Hazards – Employment Creation
Psychosocial hazards will continue to emerge as the greatest threat to workers [75]. New holistic approaches are needed to address hazards and threats in the future of worker well-being, and Total Worker Health represents such a holistic approach [67,68,76].

Practitioners
· Implement OSH services dedicated to psychosocial risks by evaluating those which, although not strictly pertaining to the OSH system, are nevertheless a consequence of changes in the world of work associated with scientific and technological progress and employment creation (for example, job insecurity, fair wages, and reasonable working hours).
· Adopt an integrated and multidisciplinary approach toward the workers, with their social and psychosocial well-being as the main focus.

Researchers
· Investigate, specifically through a transdisciplinary approach, possible occupational and non-occupational (for example, social, economic, and educational) determinants and their synergistic interactions that could negatively impact workers’ health and safety.
· Identify and apply specific research application tools (such as the NIOSH WellBQ) that can provide useful indications for developing strategies and policies to counteract the effects of the above-mentioned determinants. 

Advocates
· Raise awareness among policy makers and the public about the possible OSH implications of hasty and uncontrolled technological progress and/or employment creation.
· Highlight OSH concerns and ensure that they are adequately considered in political and social debate. 

Policy makers and governments
· Give full consideration to OSH principles within the decision-making process.
· Design and implement public policies and strategies to support job creation that respects decent work principles.

Educators
· Develop targeted training and information programs for employers, employees, and OSH professionals.
· Utilize transdisciplinary and systems thinking approaches in training new professionals in OSH.

Cell 2
New and Emerging Hazards – Social Protection
Social protection has an important role in confronting new and emerging hazards, ensuring conditions for the development and social integration of workers and their families and development of public policies that adhere to the principles of decent work [30,47]. 

Practitioners
· Develop new transdisciplinary skills and training with a holistic approach to proactively anticipate new and emerging risks [16,19].
· Identify categories of workers (such as rural and Industry 4.0) and groups (such as women and elderly) by investigating new elements and phenomena in their work processes and environments, anticipating their mitigation.
· Support the autonomy and flexibility of vulnerable workers in the management actions for new production approaches.
· Redesign safety, visualizing the dialogue and cooperation between professionals from different areas [27].

Researchers
· Investigate technological innovation for clean production (green production) in varied social and economic conditions.
· Investigate social and environmental innovation of human-centered Industry 5.0 principles.
· Publish and disseminate best practices and recommendations associated with new and emerging risks.

Advocates
· Promote trade union training and dialogue to strengthen vulnerable workers in low- and middle-income countries.

Policy makers and governments
· Implement green economy (circular, social, and solidarity economy), generating green jobs [28,74].
· Implement proactive and collaborative public policies in addressing new and emerging hazards that support entrepreneurship and innovation in promoting decent work [30,74].
· Introduce Industry 5.0 principles and new technologies that promote cross-sector collaboration, ensuring sustainable growth and social protection of workers in the face of new and emerging hazards.

Educators
· Educate new professionals in systems thinking and transdisciplinary approaches.

Cell 3
New and Emerging Hazards – Rights of Workers
Practitioners
· Provide precautionary protection when there is uncertainty of the severity of a new hazard.
· Involve workers in planning for the use of new technologies.

Researchers
· Investigate psychosocial demands of new technologies on workers.

Advocates
· Promote consideration of workers’ rights when new technologies are introduced into the workplace.

Policy makers and governments
· Develop policies to ensure protection of workers when new technologies are implemented.

Educators
· Ensure that curricula address rights of workers as a foundational component 

Cell 4
New and Emerging Hazards – Social Dialogue
Fair terms of employment, decent working conditions, safety and health at work, and development for all cannot be achieved without active involvement of workers, employers, and governments [52,77]. New and emerging hazards for safety and health or workers are a considerable challenge in the context of social dialogue because of large uncertainties about hazard, risk, and burden.

Practitioners
· Communicate to employers, workers, and representatives of government the potential safety and health risks associated with the presence of new and emerging hazards in workplaces.
· Facilitate active workplace participation of workers in the processes of identifying, evaluating, and managing new and emerging hazards by pursuing a bottom-up approach.

Researchers
· Investigate all possible adverse effects related to exposure to new and emerging hazards.
· Define innovative and current strategies for assessing and managing these risks. 
· Implement effective and innovative training and education programs for employers, workers, and OSH professionals, aimed at increasing their knowledge and awareness of new and emerging hazards.

Advocates
· Promote a social dialogue between the parties that is collaborative and constructive (rather than confrontational), to arrive at shared solutions to adequately address the new and emerging hazards.
· Foster the dissemination of research findings to stakeholders, thereby facilitating a social dialogue on how to incorporate this information into practical strategies and policies.

Policy makers and governments
· Develop intervention actions and policies that facilitate the transferability of research data.
· Promptly update the relevant regulatory framework on worker health and safety protection, taking into account the indications arising from the social dialogue.

Educators
· Implement training programs for workers about new hazards.
· Develop education programs for professionals on promoting social dialogue.

Cell 5
Demographics (aging and gender) – Employment Creation
The creation of decent work is a multifactorial, complex issue that requires adoption of a systems framework to identify and implement appropriate structures to support the creation of sustainable employment across the life course to encourage and enable older workers to remain in work. An aging population has and will continue to have a significant impact on the available labor force. For retention of older workers, two conditions must be met: 1) a desire by an individual worker to remain in paid employment and 2) the ability of an individual to remain at work.  Addressing gender equality is a critical component of achieving decent work. Providing opportunities for women to obtain and advance in good jobs is paramount.

Practitioners
· Undertake comprehensive risk assessments of the work environments to include coverage of physical and psychosocial hazards specific to women and older workers.
· Ensure that psychosocial and physical hazards are assessed on a regular basis, so that prevention strategies can be implemented early.
· Involve older and women workers in planning their jobs to ensure a good match between their capacities and the job requirements.

Researchers
· Undertake systems analysis of the drivers for sustainable employment, with a particular focus on women and older workers.
· Conduct longitudinal research to examine the relevant influences related to sustainable working conditions.
· Analyze at the workplace level what comprises successful interventions to support the creation of sustainable working conditions for older and women workers.

Advocates
· Support development of opportunities for skill training of women and older workers.
· Act as mediator in establishing partnerships with public and private sectors.
· Raise resources for projects at the regional and local levels.
· Disseminate information about labor rights and social resources.
· Support initiatives by workers’ representatives.
· Promote and participate in forums with government representatives, employers, and civil society.

Policy makers and governments
· Provide guidance for organizations in creating sustainable working conditions for women and older workers through improved management of physical and psychosocial hazards.
· Educate employers on the benefits of retaining older workers and the skills they can contribute to workplaces.
· Create opportunities and incentives for reskilling/upskilling of women and older workers to ensure they are able to meet the contemporary demands of organizational needs.

Educators
· Provide reskilling and upskilling for workers and professionals.
· Providing training on gender- and age-specific hazards. 

Cell 6
Demographics – Social Protection
Health is a major factor influencing the ability of women and older people to participate in work. Disability protection for workers, particularly older workers, is integral for workforce participation. The creation of working conditions and jobs that are appropriate and adequate for workers with and without disabilities is needed.

Social protection is a powerful tool to address gender inequality [78]. There is a need for decent work strategies that incorporate gender-specific OSH issues in social protection programs. 

Practitioners
· Ensure the integration in workplaces of disabled, productive, aging workers.
· Analyze work systems, taking into consideration the limitations and capabilities of workers as they age.
· Provide workplace and job adjustments according to the skills and capabilities of women and older workers.
· Promote the design of work systems integrating human factors and ergonomic principles.
· Use new technologies to promote a better coupling between humans and work systems, promoting the integration of disabled workers.
· Promote digital literacy among disabled and older workers.
· Promote lifelong learning projects in organizations to develop new abilities and capabilities for women, disabled, and older workers.

Researchers
· Explore the potentials and pitfalls of new challenges, like artificial intelligence (AI), to increase the integration of disabled and older workers.
· Investigate the needs of workers throughout working life, identifying critical periods.
· Include mental health in the perspective of systems design.
· Explore virtual reality to promote new forms of work for disabled and aging workers.
· Investigate the impact of automation in the creation of quality jobs, aiming at the prevention of disability.
· Investigate gender-specific hazards and risks, and identify means to prevent and control them. 

Advocates
· Inform disabled and aging workers about their occupational risks and rights.
· Promote the participation of representatives of women, disabled, and aging workers in public policies.

Policy makers and governments
· Ensure disability protection of productive women and aging workers.
· Promote policies to ensure disability protection along working lives.
· Promote OSH actions and policies to prevent disability due to work conditions.
· Boost job quality and assess job quality regarding disability protection for all generations and genders.
· Promote lifelong learning programs toward the empowerment of workers.
· Promote OSH actions and policies to protect disabled aging workers. 
· Promote actions and policies toward sustainable workplaces and decent work for all.

Educators
· Develop lifelong learning programs for OSH professionals.

Cell 7
Demographics – Rights of workers
The rights of women and older workers are not always observed in the workplaces. Of particular note is the absence of equal pay for work of equal value. Age and gender discrimination creates obstacles in obtaining employment, in the practice of employment, and in retaining employment in difficult economic times. 

Practitioners
· Involve women and older workers in planning for work design and hazard control.

Researchers
· Evaluate the effectiveness of personal protective equipment for women workers.

Advocates
· Promote equality for all workers in the workplace.

Policy makers and government
· Develop policies promoting social dialogue that address specific needs of women and older workers.

Educators
· Train OSH professionals in how to foster social dialogue in the workplace.

Cell 8
Demographics – Social Dialogue
Social dialogue is defined by the ILO to include all types of negotiation, consultation, and simple exchange of information between or among representatives of governments, employers, and workers on issues of common interest relating to working conditions and economic and social policies. Precarious work is an obstacle to social dialogue. Women workers, older workers, and young workers have been disadvantaged regarding social dialogue. Social dialogue is essential to enable decent work. Depending on the context, some groups such as women, young, and older workers are at risk of being excluded from social dialogue, formal or informal, because they are not well organized or for socio-cultural reasons [79].

Practitioners
· Ensure the integration in workplaces of women, youth, and aging workers.
· Ensure health and safety training for youths to equip them for decision making and social dialogue.
· Promote inclusion of youths, women, and older workers in workplace policies.
· Analyze work systems, taking into consideration the limitations and capabilities of women, young, and older workers.
· Provide workplace and job adjustments according to the skills and capabilities of women, young, and older workers.
· Promote the design or work systems integrating human factors and ergonomic principles.
· Use new technologies to promote the integration of women, young, and older workers.
· Promote digital literacy among women, young, and older workers.
· Promote lifelong learning projects in organizations, to develop digital abilities and capabilities for women, young, and older workers.

Researchers
· Identify gaps in decent work experience for youth, women, and older workers.
· Explore the potentials and pitfalls of new challenges, like AI, to increase the integration of women, young, and older workers.
· Explore virtual reality to promote new forms of work for women and aging workers.
· Investigate the impact of automation in creating quality jobs, aiming at prevention of discrimination.
· Identify veritable options for social dialogue for youth, women, and older workers.

Advocates
· Inform women, youth, and aging workers about their occupational risks and rights.
· Promote the participation of representatives of women and aging workers in public policies.
· Prevent groups from being excluded from social dialogue, by promoting organized formal or informal structures.
· Include more women in employers’ and unions’ organizations.
· Encourage women and youth participation in social dialogue.

Policy makers and governments
· Promote social dialogue and a participatory approach.
· Promote social dialogue to enable decent work.
· Reinforce formal dialogue between governments, employers, and workers.
· Organize policies and actions to foster the inclusion of youth and women.
· Boost job quality and assess job quality for all.
· Promote lifelong learning programs toward the empowerment of workers.
· Promote OSH actions and policies to protect women, youths, and aging workers.

Educators
· Train professionals to understand disadvantages of women, young, and older workers.

Cell 9
Globalization – Employment Creation
Globalization has a complex impact on employment creation. While it can bring about job opportunities and economic growth, it also presents challenges for vulnerable workers and industries [49]. Effective policies, investments in education and training, and a focus on fair labor practices can help maximize the benefits of globalization while addressing its negative consequences on employment.

Practitioners
· Enhance compliance with international safety and health standards.
· Promote information to employers and workers about the impact of globalization.

Researchers
· Research the impact of unemployment due to globalization.
· Study the psychosocial effects of high competition, mental overload, loss of autonomy, and reduced inter-human contact.

Advocates
· Advocate for fair labor practices, including equitable wages and benefits.
· Provide information about the relationship among globalization, informal work, precarious work, and migrant work.

Policy makers and Governments
· Promote economic diversification to make the economy less dependent on certain sections.
· Implement measures to ensure that safety and health standards are upheld in the global supply chain, both domestically and internationally.

Educators
· Provide workforce training and development programs focused on globalized industries such as global supply chains.

Cell 10
Globalization – Social Protection
As economies become more interconnected, increased vulnerability to economic shocks and fluctuations can be increased. Social protection systems have become increasingly crucial in ensuring that workers are safeguarded against the negative impacts of globalization [48].

Practitioners
· Develop and implement emergency response and preparedness plans, coordinating with local authorities.
· Designing inclusive social protection programs.

Researchers
· Examine how globalization affects the availability and adequacy of social protection systems.
· Research how social protection can be improved to adapt to the changing nature of globalization.

Advocates
· Campaign for more robust social protection.

Policy makers and Governments
· Include a dynamic social protection system and redistribution measures as an integral part of a set of policies.
· Ensure that the specific elements are included in a national context as part of a coherent set of policies.

Educators
· Train OSH professionals on how to implement social protection programs for workers.

Cell 11
Globalization – Rights of Workers
Globalization has a significant influence on decent work and workers’ rights.

Practitioners
· Identify workplace hazards and implement control measures to mitigate risk.
· Disseminate information to workers in various situations.

Researchers
· Work with international organizations, such as the World Health Organization (WHO), ILO, and the World Bank, to include OSH as an integral part of global development and labor agendas.

Advocates
· Support the enforcement of labor rights, including ensuring fair wages, safe working conditions, and rights to collective bargaining for workers.

Policy makers and Governments
· Ensure that workers’ rights are not weakened from blind spots caused by globalization.
· Engage with all stakeholders to improve the rights of workers.

Educators
· Raise awareness of the universal rights of workers.

Cell 12
Globalization – Social Dialogue
Social dialogue is essential in promoting decent work in a globalized world. It is recognized that social dialogue is critically important in addressing labor issues and advancing workers’ rights. Social dialogue engagement with stakeholders ultimately leads to more equitable and sustainable global labor markets, as well as OSH [50].

Practitioners
· Provide employers with field evidence of workplace hazards and risks.

Researchers
· Conduct research on the association between globalization and the work environment to promote social dialogue.

Advocates
· Advocate for the development and adoption of international and domestic standards.

Policy makers and Governments
· Encourage the integration of core labor standards, including social dialogue with social partners.
· Create incentives for employers who go above and beyond in implementing OSH measures.

Educators
· Train workers, advocates, policy makers, practitioners, and OSH professionals to address the effects of globalization in the context of social dialogue.
· Promote the use of tools such as the Self-Assessment Method for Social Dialogue Institutions (SAM-SDI, ILO) for enhancing social dialogue.


Cell 13
Informal Work – Employment Creation
Informal work is defined by the ILO as “all economic activities carried out by workers and units that are – in law or in practice – not covered or insufficiently covered by formal arrangements [80].” Globally this includes more than 80% of enterprises and 60% of workers. While informal work benefits workers who have no job, it is typically characterized by low production and growth, loss of fiscal revenue, equity issues, a high incidence of poverty, severe decent work deficits, and lack of suitable social protection [49].

Practitioners
· Promote information to employers and workers concerning the importance of formality to ensure workers’ OSH.
· Promote a coherent, integrated approach involving OSH policies and health promotion, skill development, and employment creation.

Researchers
· Investigate the prevalent forms and drivers of informality and formalization specific to countries and circumstances. 
· Refine strategies to collect and share data on informal employment.


Advocates
· Collaborate with governmental institutions to increase awareness of the benefits of formality for employers [81].
· Improve business awareness of the benefits of formality, including access to financial and insurance services deriving from employing workers with formal contracts [81].

Policy makers and governments
· Increase the ability of the economy to absorb informal workers and enterprises into the formal economy. 
· Reduce tax compliance cost and simplify tax systems to reduce the burden of informality.
· Define a suitable timetable for a step-by-step approach to the transition from an informal to a formal economy in all the economic sectors concerned.

Educators
· Educate professionals about the informal economy and needs of informal workers.

Cell 14
Informal Work – Social Protection
Workers in the informal economy are not recognized, registered, regulated, or protected under labor legislation and social protection, and this prevents them from exercising or defending their fundamental rights. Social protection includes nine major areas: child and family benefits, maternity protection, unemployment support, employment injury benefits, sickness benefits, health protection, old age, invalidity/disability benefits, and survivor benefits [82].

Practitioners
· Develop risk assessment and management processes able to identify informal economic activity in different occupational settings.
· Define the IE entity in order also to implement occupational health counseling and health promotion initiatives for workers.
· Promote efforts, including formative campaigns, to support employers’ awareness of the importance of formality with respect to workforce OSH.

Researchers
· Identify OSH hazards in informal work.
· Investigate suitable occupational risk-preventive and health-promotive strategies.
· Define suitable health indicators to monitor informal work.

Advocates
· Support social measures to protect informal workers.
· Support consultations with workers’ and employers’ organizations to identify hazards of informal work and means to prevent them.
· Promote social insurance programs.

Policy makers and governments
· Promote policy actions and laws to address efficiently the transition from informal to formal work 83,84].
· Develop and implement social protection instruments, including safety nets, economic inclusion programs, and productivity-enhancing measures, as well as social insurance implemented with the support of coordinated policies [85].

Educators
· Train OSH professionals to develop research on and programs for informal workers.

Cell 15
Informal Work – Rights of Workers
Although the informal economy is the most common employment arrangement in the world, it is widely characterized by lack of workers’ rights.

Practitioners
· Explore exposures and risks, and investigate informal workers’ acute and chronic health conditions, considering possible links with occupation.
· Train informal workers on recognized occupational risks and ways to protect themselves.

Researchers
· Produce best-practice evidence on informal workers’ exposures, health impacts, and rights, considering the rapid globalization, industrialization, technification, changing of workforce demographics, and non-standard work arrangements.

Advocates
· Promote informal workers’ organizations and unions and inform them about their occupational risks and rights, to qualify their participation in public policies development.
· Promote workers’ inclusion, communication with decision makers, and collaborations between state, company, and worker representatives with government financial support [57].

Policy makers and governments
· Regulate informal workers and recognize informal workers’ rights.
· Ensure comprehensive labor legislation and social protection for informal workers, including through work and social benefits, such as pensions, compensation for workplace injuries and illnesses, sick leave, paid holidays, and access to affordable child care [20,54].
· Promote OSH actions and policies to protect informal workers from occupational risks and social and environmental injustices.
· Include informal workers in labor and health statistics, such as occupational injury and unemployment rates [20,53,56].
· Ensure universal health coverage and equitable access for informal workers to quality health services [56].
· Facilitate informal workers’ transitions to formality, considering the specific circumstances of different countries and categories of economic units or workers [20].
· Promote collaborations between governmental and non-governmental actors to foster decent work and to protect informal workers’ rights, including among academia, health workers, informal-worker organizations, and advocates.
· Ensure and promote the participation of informal workers’ unions and organizations in political arenas and decision-making processes.

Educators
· Include informal work and OSH in the health curricula and continuing-education initiatives.

Cell 16
Informal Work – Social Dialogue
Workers in the informal economy are usually excluded from and underrepresented in social dialogue. Social dialogue can be a tool for enhancing the rights of workers in the informal economy.

Practitioners
· Ensure the use of social dialogue to engage workers in the informal sector.
· Promote health and safety training of workers in the informal sector.

Researchers
· Explore options for social dialogue (bipartite and tripartite) between informal sector workers, employers, and government.
· Provide evidence-based data that are country-specific on work conditions of workers in the informal sector, and develop appropriate interventions and policies.
· Monitor interventions to assess their effectiveness.

Advocates
· Promote social dialogue between government and trade unions in the informal sector, with examples of success in other countries.
· Promote cooperation and collaboration between employers in the same trade in the informal sector to form an employers’ forum.
· Promote programs that celebrate/encourage informal sector workers and workplaces with OSH best practices.

Policy makers and governments
· Ensure registration of all informal workers with relevant government agencies.
· Include a section for informal sector workers in national policies for workers, especially for considerations of minimum wage, working hours, and other work conditions.
· Include the unions of informal sector workers in the development of national policies.
· Develop policies for women, young workers, and apprentices in the informal sector.
· Institute policies that promote social dialogue in the engagement of workers in the informal sector.
· Develop legislation for standards and basic requirements for informal workplaces.
· Through social dialogue, encourage enrollment of informal sector workers in community-based insurance programs that will enhance access to quality health services.
· Develop policies to transition from informal work into the formal work sector.

Educators
· Promote training of representatives of worker groups in the informal sector as peer educators on essentials of safe and healthy workplaces.

Cell 17
Migration – Employment Creation
Migrants contribute to the economic growth of their host countries in many ways and bring new skills and competence with them, thus improving labor market efficiency and helping reduce labor shortages [86]. Migrant workers are often involved in dirty, dangerous, different, and dull jobs with low pay.

Practitioners
· Promote coherent, integrated approaches involving OSH policies and health promotion, skills development, social protection, and employment creation.
· Verify/check that the terms and conditions of a worker’s employment are specified in an appropriate, verifiable, and easily understandable manner, in accordance with national laws, regulations, employment contracts, and applicable collective agreements [87]. 
· Verify/check that the terms and conditions of employment are clear and transparent, and inform the workers of the location, requirements, and tasks of the job for which they are recruited.
· Support adequate occupational risk assessment and management processes that may be specifically targeted on the migrant workforce.

Researchers
· Conduct multidisciplinary, policy-oriented research focused on the analysis of migrant workers recruitment and employment conditions in different international settings.
· Identify and promote strategic and technical partnerships in migration research.
· Provide technical expert advice to governments and institutions.

Advocates
· Collaborate on the fair recruitment process of migrants, offering counseling to overcome limited access to information on safe recruitment channels and employment procedures [49].
· Collaborate with governmental and non-governmental Institutions to ensure protection and access to justice for victims of abusive and fraudulent recruitment and labor practices.
· Improve awareness on the right to freedom of association and collective bargaining.
· Ensure that workers have access to free, comprehensive, accurate information regarding their rights and the conditions of their recruitment and employment [74,88].

Policy makers and governments
· Develop and enforce policy actions and laws on migration.

Educators
· Train OSH professionals about needs of migrant works and employment issues involved with migration.

Cell 18
Migration – Social Protection
Migrant workers generally do not qualify for and are legally excluded from social protection. They can face a number of practical barriers in this regard: lack of information on or knowledge of rights and the administrative processes to access them; complex and lengthy administrative procedures; lack of contributory capacity or other financial challenges; language barriers; and lack of representation organizations and effective social dialogue [49].

Practitioners
· Empower and inform migrant workers on how to access social protection programs, including OSH, in both countries of origin and countries of destination [89].
· Involve individuals and communities in OSH policy decision making to develop policies and plan or adapt OSH services to make the best use of available resources [90].
· Support routine collection of data on the health status, needs, and access to healthcare to be able to tailor care to the needs of migrants.
· Conduct surveys highlighting migrants’ own views on their health and barriers to access to healthcare [91].

Researchers
· Develop information concerning the state of migrant workers’ access to social protection in order to identify gaps and offer alternatives [92,93].

Advocates
· Support migrants, who can face challenges in accessing social benefits.
· Advocate for the provision of social protection to migrant workers, through a strategy that deals with research, education, training, and engagement [89,92–94].
· Encourage reforms in the social security systems to ensure the extension of social protection to migrant workers.
· Produce and share with migrant workers materials to explain the social protection programs in the countries of origin and destination.
· Build networks between unions to share experiences, exchange and learn from each other on the protection of migrant workers’ rights, and establish active collaboration and meaningful partnerships with civil society organizations [49].

Policy makers and governments
· Develop policy actions and laws to extend social protection to migrant workers.
· Support access to and the portability of long-term benefits accumulated during the stay in destination countries when migrants return to their country of origin [45]. 
· Facilitate the access to some benefits, such as work injury benefits and basic healthcare, that should be legally provided by destination countries [95,96].

Educators
· Produce educational materials and tools for monitoring the implementation of social protection programs [92,93].
· Define lack of information and knowledge on social protection rights.
· Support training and education programs to allow social partners to build/extend their technical capacities.

Cell 19
Migration – Rights of Workers
Migrant workers often are not able to read the ILO Fundamental Principles and Rights of Work, which address freedom of association and right to bargain collectively; elimination of all forms of forced or compulsory labor; effective abolishment of child labor; and co-elimination of discrimination in employment and occupation [97].

Practitioners
· Engage with migrant workers; conduct surveys on their conditions in order to identify and report possible abuses.
· Understand the labor and recruitment regulations applied in the countries of origin and destination; understand and address gender-specific challenges; identify workers’ needs and gaps in legal protection and enforcement.
· Inform workers about risks occurring in their job tasks and provide suitable training on good practices for safe procedures at work.
· Ensure migrants’ access to OSH services and the adoption of appropriate preventive and protective measures.
· Develop a preventive culture in occupational health for migrant workers [98]. 

Researchers
· Conduct OSH qualitative and quantitative research on preventive programs in occupational healthcare delivery, adapted to current and future global geopolitical situations for migrants.
· Conduct policy-oriented research on how to best protect migrant workers.

Advocates
· Collaborate with governmental and non-governmental institutions in supporting the principle of equal opportunity and equal treatment at work.
· Promote a rights-based approach to labor migration and have an active function as policy-influencers, monitors, capacity-builders, and service providers [99].
· Provide legal assistance; counseling on safe migration, OSH, and rights at work; and verify the suitable adoption of preventive and protective measures for workers.
· Provide language courses, trainings on financial education, and professional education to workers [94]. 
· Support workers in precarious positions to make changes to their working conditions when unsafe or hazardous conditions are identified.

Policy makers and governments
· Develop/implement policies able to sustain the principle of equal opportunity at work [100].
· Develop/implement policies where the principle of equal treatment is followed to ensure that work performance is rewarded according to productivity and merit [82].

Educators
· Train OSH professionals in the fundamental principles of the rights of workers.

Cell 20
Migration – Social Dialogue
Social dialogue is important for migrant workers to realize their rights and achieve social protection. Many factors, such as language, lack of political power, discrimination, and lack of social standing impede social dialogue.

Practitioners
· Support workplace practices and measures for OSH as one of the main settings of social dialogue.

Researchers
· Conduct policy-oriented research to support the collection of information useful to better contextualize social dialogue with and for workers.
· Collect and analyze relevant and reliable labor migration data and knowledge to support dialogue by workers.

Advocates
· Transfer best practices and training regarding migrants’ rights and decent work conditions to social partners.
· Contribute to the professionalization of the social dialogue partners.
· Develop a set of guidelines and recommendations regarding the cooperation between partners to facilitate and support a friendly environment for social dialogue [101].
· Focus on conditions of employment and decent work; freedom of association and collective bargaining; representative unions; and relations and respect among workers.
· Disseminate knowledge on activities of social dialogue partners in the sphere of fostering migrant rights.
· Ensure decent work conditions for migrant workers in order to join competences and favor the achievement of migrant social integration [82].
· Meet current and future skills and labor needs internationally through reforms in national, vocational, technical, and scientific training and qualifications.

Policy makers and governments
· Develop and/or implement comprehensive, coordinated, and sustainable migration policies and practices that are based on economic, social, and development concerns and are able to ensure beneficial migration, social harmony, and dignified treatment of nationals and non-nationals [102].
· Develop (labor) migration international standards.
· Pay attention to legislation, migration policy, and administration of (labor) migration workplace practices and measures for OSH as the main settings of social partners’ action.

Educators
· Train OSH professionals, employers, and authorities on the needs of migrant workers and how to address them.

Cell 21
Pandemics and Employment Creation
The impact of COVID-19 on the world of work has been significant and indicative of what future pandemics might bring [59]. Frontline workers (health care, first responders, retail, and service) may be most at risk from pandemic infections. Pandemics may put many people out of work and result in unemployment and underemployment. At issue will be whether workers will be able to return to their jobs or if their jobs will be lost.

Practitioners
· Support and implement the biological risk assessment and management process (especially taking into account the main characteristics of the specific biological agent, such as the modes of transmission).
· Provide informed and up-to-date education and training programs to employers and workers.
· Provide support to workers, especially regarding psychosocial risks (for example, isolation, technology overload, right to disconnect).
· Provide support to employers concerning practical guidelines, adequate training, and guidance on how to configure home workstations in accordance with a sufficiently protective set of ergonomic principles.

Researchers
· Define targeted practical guidelines to prevent and/or counteract the contagion in workplaces.
· Define and test appropriate control and emergency preparedness measures.

Advocates
· Raise awareness among workers (and the public, more generally) about the desirability of using personal protective equipment and being vaccinated.

Policy makers and governments
· Develop appropriate intervention strategies and preventive policies to effectively face and tackle pandemic effects on employment.
· Reformulate (on the basis of the lessons learned from the COVID-19 pandemic) and periodically update the national pandemic plans.
· Ensure the widest and earliest possible access to prophylactic measures such as vaccination (if available).

Educators
· Develop a focus on infectious diseases and pandemics for OSH professionals.
· Train OSH professionals in anticipating job-related hazards from pandemics and means to address job loss.

Cell 22
Pandemics – Social Protection
The global workforce was heavily impacted by the COVID-19 pandemic and many societies were not prepared to address the effects. Many workers lacked or did not have access to social protection.
Practitioners
· Establish preparedness programs for businesses and organizations for future pandemics.

Researchers
· Develop scenarios about how work arrangements could change future pandemics.

Advocates
· Encourage the application of a public health perspective to future pandemics.

Policy Makers and Governments
· Use systems-level modeling to develop effective policies to protect workers in future pandemics.

Educators
· Train OSH professions about intervention for use in future pandemics.

Cell 23
Pandemics – Rights of Workers
The COVID-19 pandemic induced profound and lasting change at every community and society level, including the world of work and workers’ rights [49]. Pandemics are capable of posing new risks and threats to fundamental principles and rights at work, affecting a number of factors such as income losses, informal jobs, child labor, and social dialogue and protection. The OSH community could serve to foster communications between employers, workers, and authorities, which would be a means of advocating for worker rights.

Practitioners
· Address the main consequences of pandemic events (for example, income losses deriving from unemployment or underemployment, incremental or informal jobs, child labor, and reduced social dialogue) that have the potential to undermine workers’ fundamental rights.
· Help cooperation between employers and workers in developing shared strategies and workplace enforcement policies supporting rights at work.

Researchers
· Develop and expand, through a multidisciplinary approach, the field of OSH research to include pandemic-related determinants that may negatively impact workers’ rights.
· Investigate the adverse effects of pandemics on workers’ rights, especially referring to relationships with other pillars of decent work.

Advocates
· Promote information campaigns for workers on their fundamental rights at work.

Policy makers and governments
· Sustain workers’ rights even in pandemic periods by promoting, developing, and implementing proportionate and appropriate containment measures that take workers’ rights into account.
· Engage with all stakeholders in order to promote pandemic policies that are effective but at the same time do not restrict workers’ rights.

Educators
· Train OSH professionals in assessing workers’ rights during pandemics and the means to safeguard them.

Cell 24
Pandemics – Social Dialogue
During the COVID-19 pandemic there were high rates of stress in frontline workers [58,103]. The pandemic highlighted and accelerated trends that are influencing the future of work [59]. Many of the problems that arose in frontline workers were due to the lack of social dialogue at all levels. Workers’ concerns were not heard or addressed in many instances [58,59,103]. Preparedness is needed for future pandemics.

Practitioners
· Promote a participatory approach to allow workers to be involved in the design of preparedness plans.
· Promote use of communication channels with supervisors; provide symbolic recognition and emotional support to frontline workers [58].
· Encourage employers to be prepared for pandemics.

Researchers
· Investigate how to promote participatory research approaches and use these approaches [58].
· Investigate how different levels of management can address working conditions, and then disseminate the results of the research.
· Collaborate with frontline workers to confront health misinformation [103].

Advocates
· Encourage governments to seek out stakeholders about working conditions in a pandemic and post pandemic.
· Promote the use of systems-level changes to mitigate detrimental effects of pandemics on workers [59].
· Promote prioritization of frontline worker well-being [103].

Policy makers and governments
· Obtain input from workers and employers about working conditions and policy gaps that need addressing.
· Focus communication efforts on frontline workers (especially healthcare workers).
· Collaborate with a variety of public and private stakeholders and community partners to address root causes of healthcare worker burnout.

Educators
· Train OSH professionals to address pandemics and promote cross-sector communications.

Cell 25
Job Creation – Climate Change
Climate-related hazards are increasingly affecting workers [69,70]. The impact of climate change on work and OSH has been identified in seven categories of hazards: increased ambient temperature; air pollution; ultraviolet radiation; extreme weather; expanding vector habits; industrial transitions; and built environment conditions [72]. 

Practitioners
· Assist employers in applying controls to climate-related hazards.
· Influence employers on the importance of carbon neutrality and on upskilling workers as new jobs are created.

Researchers
· Assess the impact of climate-related job displacement on workforces.
· Develop and investigate scenarios involving geoengineering and assess potential hazards.
· Investigate climate-related working conditions in the informal sector [73].

Advocates
· Influence governments on the importance of promoting carbon-neutral jobs and of upskilling current workers [104,105].
· Participate in coalitions for creation of new jobs.

Policy makers and governments
· Support the transition to carbon neutral jobs.
· Mandate reskilling and upskilling programs [104,105].

Educators
· Educate OSH professionals in occupational hazards related to climate change and how to mitigate them.

Cell 26
Social Protection – Climate Change
The role of OSH-trained individuals with regard to social protection is primarily in the area of providing OSH knowledge and services.

Practitioners
· Ensure OSH services are available to prevent adverse effects form climate change [106].
· Promote social protection of workers [104].
· Promote broad awareness among employers of the need for carbon neutrality; advocate for the creation of green-collar jobs. 
· Monitor workers for adverse climate-related effects.

Researchers
· Investigate the link between climate change hazards and worker health [70,73].
· Study the effectiveness of interventions to prevent adverse effects.
· Investigate mental and physical health effects of job displacement.
· Identify workers at greatest risk from work-related climate hazards.

Advocates
· Promote efforts to protect workers who will be displaced from jobs [105].

Policy makers and governments
· Set standards to promote prevention and control of climate-related hazards.
· Integrate climate change hazards into national risk assessments [105].
· Promote surveillance of adverse effects from work-related climate change hazards.
· Provide social programs for “just transition” of workers.

Educators
· Educate OSH professionals in occupational hazards related to climate change and how to mitigate them.

Cell 27
Climate Change – Rights of Workers
Climate-related hazards can affect the rights of workers to a safe and healthy workplace and to just transition if jobs are lost. The OSH community is critical to explicating the hazards and ways to mitigate them. Moreover, as jobs are lost through infrastructure destruction or transition to new carbon-neutral industries, the OSH field will need to be oriented to identify infringement of workers’ rights and the means to protect them.

Practitioners
· Promote “green energy” and just transition for displaced workers [104].
· Influence employers on the need for prevention of climate-related hazards [69,73].

Researchers
· Investigate disparities in exposure to climate-related hazards.

Advocates
· Promote the right to negotiate over climate-related hazards.

Policy makers and governments
· Develop strong worker protection standards.
· Address inequalities resulting from exposure to work-related climate hazards [104].

Educators
· Provide transdisciplinary training to OSH students to equip them to address the rights of workers that are impacted by climate-related hazards.

Cell 28
Climate Change – Social Dialogue
The role of OSH trained individuals with regard to social dialogue is primarily in the area of providing OSH knowledge and services and communicating with workers.

Practitioners
· Serve as a resource for promoting dialogue involving workers [104].
· Be a resource against misinformation about climate change [105].

Researchers
· Study barriers to work-related climate hazard prevention actions [69,73].
· Study how to achieve implementation of interventions.
· Engage in transdisciplinary efforts to address work-related climate hazards.

Advocates
· Promote the awareness and importance of addressing climate-related hazards to protect workers.

Policy makers and governments
· Mandate worker participation in climate-related discussions.
· Promote investment in training for workers to participate in climate-related dialogue [104].
· Understand friction and antagonism as power in co-production of knowledge [107].

Educators
· Provide training to OSH professionals to facilitate cross-disciplinary communication related to climate-related hazards.

Cell 29
Workplace policies – Employment Creation
Workplace policies can have a major impact on hiring, firing, and workplace conditions. The workplace and enterprise should thrive to the extent that these policies are oriented toward decent work.

Practitioners
· Ensure that workplace policies coincide with decent work indicators to the extent possible.

Researchers
· Investigate how workplace policies impact the health and safety of workers.

Advocates
· Encourage the development of upskilling, retraining, and life-long learning programs.

Policy Makers and Governments
· Develop programs to increase employment opportunities in the OSH field.

Educators
· Provide OSH professionals with knowledge to understand issues of unemployment and underemployment and their link to health.

Cell 30
Workplace Policies – Social Protection
Workplace policies can have unintended or adverse effects on workers’ well-being. The OSH system and its professionals have considerable potential to defend workers’ rights and implement their social protection through a holistic and comprehensive model of workplace policies analysis, management, and development. 

Practitioners
· Sustain and support workers’ employability through the application and implementation of prevention and protection measures that take into account susceptibility and individual health conditions of workers (for example, pregnancy, disability, and aging).
· Promote discussion between employers and workers on how to modify/redesign work environments to ensure the application of reasonable accommodations that enable workers (who need them) to achieve their full professional realization.

Researchers
· Identify the main OSH issues (for example, occupational diseases, accidents at work, delayed return to work, disability, and vocational rehabilitation) that may lead to loss of work or income and develop appropriate countermeasures.
· Develop or field-test innovative and multi-disciplinary approaches to worker well-being that address in an integrated manner all possible determinants that can reduce it.

Advocates
· Foster public awareness and workers’ awareness of workplace policies, especially in the weaker and most vulnerable categories.
· Promote the matching of labor supply and demand in particular by establishing partnerships with training institutions in order to define training courses targeted to current demands of the labor market.

Policy makers and governments
· Allocate budgets for training and re-training according to labor market needs.
· Develop targeted employment programs and policies particularly focused on the most susceptible and vulnerable individuals.
· Define and implement extended social protection policies that involve the OSH community in both their definition and practical application.

Educators
· Train OSH professionals in social protection policies and linkage to OSH.

Cell 31
Workplace Policies – Rights of Workers
Workplace policies are an essential vehicle for protecting, supporting, and promoting workers’ rights. The enforcement of the right of workers to perform their jobs in optimal health and safety conditions is an OSH matter, since one of its main purposes is to assess and manage occupational risk factors. When the workplace is decentralized such as in telework, new and complex challenges to protection of workers’ rights arise.

Practitioners
· Contribute to the implementation of workplace policies (and oversee their correct application) in the workplaces in support of workers’ fundamental rights (for example, freedom of association, elimination of forced labor, abolition of child labor, elimination of discrimination, and safe and healthy working conditions).
· Facilitate dialogue between employers and employees in order to create the right conditions to make formal jobs attractive and desirable (for example, by increasing wages, providing company benefits, and ensuring flexible working schedules).
· Orientate teleworkers on recognized occupational risks and ways to protect themselves.
· Include OSH in new forms of work organization, including teleworking, in the curriculum of health courses and in continuing-education initiatives.

Researchers
· Expand the research area beyond the traditional model of occupational risk assessment and management and focus on how work-related risk factors (and their interactions with classic occupational risk factors) can negatively influence the full realization of workers’ rights.
· Develop or field-test innovative and multi-disciplinary approaches to worker well-being.
· Explore exposures and risks, and investigate teleworkers’ acute and psychosocial risk factors, work intensification, and long working hours in telework [60]
· Develop validated scientific instruments to facilitate the observation and systematization of telework, integrating qualitative research.
· Conduct longitudinal research on the impact of OSH on telework.

Advocates
· Promote public debate on workers’ rights in particular by raising awareness that accepting informal work is a short-sighted and losing attitude in the medium to long term.
· Urge politicians and governments to place the issue of workers’ rights at the center of the political debate, addressing it with innovative strategies that also take into account OSH perspectives and the advantages of using workplace policies.

Policy makers and governments
· Involve the OSH community in the technical tables and decision-making processes in which actions, strategies, and policies to defend workers’ rights are defined.
· Develop policies and actions to support formal work that enable employers to make a job offer more attractive and also make it more convenient for workers to accept it.
· Manage and prevent psychosocial risk factors in telework. Ensure that teleworkers have the same rights and protections as those in traditional on-site employment.
· Develop policies that ensure the health, safety, and well-being of teleworkers [108]. This includes providing ergonomic equipment, ensuring access to social protection, and promoting work-life balance.
· Ensure the participation of teleworkers in the political arena, collective agreements, and decision-making processes. 
· Address caregiving responsibilities and gender equality.

Educators
· In OSH curricula, incorporate training about the extent of workers’ rights in OSH. 
· Provide training about hazards in new forms of work and how to ensure workers’ rights in new policies.

Cell 32
Workplace Policies and Social Dialogue
Social dialogue is a tool for increasing workplace cooperation and ultimately workers’ safety, health, and productivity. However, many workplace policies do not promote social dialogue or when such policies exist they are often not enforced.

Practitioners
· Ensure that workers are able to participate in developing workplace policies.

Researchers
· Investigate the long-term implications of workplace policies on worker well-being.

Advocates
· Promote the development of worker-centered workplace policies.

Policy Makers and Governments
· Obtain worker input to monitor, evaluate, and respond to trends in employment patterns, work arrangements, and well-being of the workforce.

Educators
Train OSH professionals on how to obtain worker engagement in the development of workplace policies.
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