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What firms 
want and what 
workers need

How can firms create more durable and 
productive matches with workers?

How can we help improve the process of churn 
and reallocation across jobs? 

How can we prepare the current and future 
workforce for jobs of the future?



How can firms 
create more 
durable and 
productive 
matches with 
workers?

 Investments in workers can increase 
retention, reduce absenteeism, and 
improve productivity

Soft skills

Voice

Liquidity and savings

Physical and mental health



Adhvaryu, Kala, 
and Nyshadham
(2023, JPE)

Soft skills training 
on-the-job boosts 
worker productivity 
and generates large 
returns for the firm.

Broad-based soft skills training for garment 
workers in India, emphasizing communication, 
time management, problem solving and 
decision-making, and effective teamwork

 Increased productivity by 13.5%

 Gains driven by improved teamwork and 
collaboration

 Labor market frictions are large: no wage/turnover 
effects

 As a result, firm returns are >250% by 8 months 
post-program



Technologies 
that increase 
voice reduce 
turnover and 
absenteeism 
and 
(sometimes) 
increase 
productivity

Hirschman’s (1970) seminal theory of voice 
and exit in the labor market:

When workers’ concerns are better heard 
and addressed by their employer, they are 
less likely to leave and more likely to 
contribute productively. 



Adhvaryu, Molina, and 
Nyshadham (2022, EJ)

Workers quit when 
wage hikes do not meet 
their expectations, but 
enabling voice through 
a simple employee 
satisfaction survey 
mitigates this exit.

Enabling voice reduced the probability of quitting by 20% in 
the months following the wage hike



Adhvaryu, Gade, 
Molina, and 
Nyshadham (2026, EJ)

Enabling voice through 
a two-way, 
anonymous, SMS-
based technology 
decreases absenteeism 
and turnover, despite 
infrequent usage, 
suggesting a 
substantial option value 
of worker voice.

Treated workers were 10% less likely to quit and 5% less likely 
to be absent relative to controls, despite 5% usage.



Fixing liquidity 
constraints and 
credit market 
imperfections 
can increase 
worker 
attachment and 
productivity.

The economic impacts of earned wage 
access for low-income workers

(Adhvaryu, Dhanaraj, Gade, Nyshadham, and 
Somanchi, 2026)

Employer-Facilitated Savings for low-
income workers

(Adhvaryu, Dhanaraj, Gade, Nyshadham, and 
Ramani, 2026)



Adhvaryu, 
Dhanaraj, Gade, 
Nyshadham, and 
Somanchi, 2026

Earned wage access 
reduced debt, 
increased incomes, 
and raised retention 
and productivity.

 Expenditure shocks are frequent and often large for 
low-income workers, resulting in a reliance on costly 
borrowing.

 Annualized interest rate of loans was 136%; among small 
loans, it was 450%.

 We designed and evaluated technology that enabled 
access to earned wages ahead of pay day. 

 Treated workers (relative to controls):
 Reduced informal borrowing by 30%

 Reduced turnover by 21%

 Increased productivity by 8%

 Increased earnings by 12%



Adhvaryu, 
Dhanaraj, Gade, 
Nyshadham, and 
Ramani, 2026

Employer-provided 
accounts increased 
formal saving 
without crowding 
out other saving, 
and delayed 
turnover.

Despite an increase in access to formal savings 
accounts, many low-income people remain 
unbanked or underbanked. 

We created employer-provided savings 
accounts, along with groups who received 
incentives based on attendance and retention

Treated workers (relative to controls):
 Increased formal savings by 30%

 Reduced turnover by 23%, though effects become 
smaller after 6 months, when the savings products 
came to term



Pant, Adhvaryu, 
Congdon, et al. 
(2026 BMJ)

Correcting vision 
problems with 
simple eyeglasses 
increases worker 
productivity and 
income.

 Vision problems, especially among older workers, are 
highly prevalent and largely uncorrected in l0w-income 
countries.

 We screened older (35+) workers for presbyopia (age 
related decline of near vision) and gave eligible workers 
free eyeglasses.

 Results: 
 Productivity increased by 5.3% and income by 3% 

relative to controls. 

 Return on investment was 3x by 12 weeks. 



Adhvaryu, 
Nyshadham, 
Schofield, and 
Souza (WIP)

Expanding social 
networks boosts 
mental health and 
increases 
productivity in 
migrant workers.

 Many rural-to-urban migrant workers face mental health 
challenges when migrating, resulting in low productivity and high 
turnover for firms. 

 We designed and evaluated an 8-week program big-sister-little-
sister program which paired new migrants with more seasoned 
migrant “buddies.” 

 Treated migrants (relative to controls) were:
 5-6% less likely to experience anxiety and depression

 8% more productive

 No less likely to turn over



How can we 
help improve 
the process of 
churn and 
reallocation 
across jobs?

AI is likely to generate large shifts in the 
demand for labor, resulting in mass sectoral 
reallocation. 

 Job seekers may not be searching optimally in 
this dynamic environment.

 Front-line workers in particular often constrain 
their search in the direction of past job 
experiences, narrowing the field of potential good 
matches.

AI can help direct job search better based on 
preferences and skills, agnostic of sector. 



Adhvaryu, Calderon, 
Gauthier, Howell, 
Nyshadham, and 
Tamayo (2026)

AI-based performance 
predictions and 
preference-based 
rankings change search 
direction and reduce 
search costs, resulting 
in lower 
unemployment.

 We created a bespoke job search platform 
(helpingjobseekers.org) in which we experimentally 
varied UI/UX to sort jobs: 

1) randomly

2) by AI-based “fit”

3) by job-seeker preferences

4) by both fit and preferences

 Treated job seekers (relative to control): 
 Spent less hours searching and submitted less applications 

but “favorited” more jobs on the platform

 AI fit + preference ranking increased employment by 20%, 
decreased time-to-employment by 17%, and did not affect 
pay or satisfaction conditional on employment



How can we 
prepare the 
current and 
future 
workforce for 
jobs of the 
future?

Focus on training in general skills
Soft skills increase worker productivity
Managerial skills are critical for firm success
Generalists are best able to adapt to 

technological advances that disrupt the 
production process (ex: auto product cycles; 
platforms)

Get the incentives right
Organizational incentives throttle the 

impacts of firm policy and technology 
adoption



Adhvaryu, 
Murathanoglu, and 
Nyshadham (2026, 
JEEA)

Managerial skills 
training improves 
productivity and 
retention, but 
misallocation by 
middle managers 
can substantially 
dampen its impacts.



Adhvaryu, Gade, 
Molina, and 
Nyshadham (2026)

The impact of 
worker voice 
technology is only 
realized when HR 
incentives are 
aligned to absorb 
the additional work.

 Reaping the benefits of new technology often involves aligning 
organizational incentives.

 We rolled out an anonymous two-way communication technology 
randomized at the factory unit level with and without HR 
incentives for appropriate and timely responses to worker 
messages. 

 The tech alone had ZERO impact at scale relative to control. 

 BUT when paired with HR incentives: 
 Productivity increased by 6%

 Absenteeism decreased by 13%

 Worker incomes increased by 3%

 Worker suggestions were more geared toward solving production 
problems
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