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Abstract

The gig economy has grown rapidly due to digitalization and unexpected events such as financial
crises and the pandemic. After Covid-19, the number of gig workers increased to 435 million and
the gig economy has been studied widely since that. The reason is due to the nature of the gig
economy, which creates many advantages for the gig employees’ lives such as flexibility and
work-life balance. However, the literature review shows that gig workers and their employers
encounter multiple disadvantages regarding employees’ well-being. Well-being covers the health
of physical, emotional and financial levels of people. Focusing on employees’ well-being creates
employee engagement and retention and benefits a company through employees’ performance and
productivity. Thus, many studies highlighted that holistic policies, regulations and strategies will
encourage gig employment. On top of that, the Irish Supreme Court has announced a new

regulation for gig workers meaning they should be treated as PAYE employees.

Considering this new decision, the researcher decided to explore gig employees’ well-being,
identify if there are any employers’ initiatives towards gig employees’ well-being and study if gig
employees’ well-being has changed since the Supreme Court’s_decision. The researcher
interviewed 10 male gig workers who work in location-based gig jobs as well as analyzed data
using a quantitative approach. However, the result of the study showed that gig workers struggle
with their present lives and have physical and emotional tiredness. Also, the gig employees do not
receive any initiatives related to their well-being and the Court’s decision has not been introduced
to the gig workers. Therefore, only 10% of the participants have heard about the decision and the
interviewee who heard of the Supreme Court action said that he did not want to be treated as a
PAYE employee due to tax concerns. Furthermore, the study recommends that further research
include a diverse sample of gig workers across different types of gig workers and industries.
Additionally, focusing on the Supreme Court’s decision and its implementation and legislative
actions to create an inclusive environment for gig workers. The researcher would note the Supreme
Court’s decision and its implementation will support gig workers in the Irish context and attract a

potential talent pool to Ireland.
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Chapter 1 — Introduction

1.1 Background

Nowadays, employees are the most valuable asset in any workplace and retaining human resources
is important for organizational success, sustainability and competitiveness. Effective management
of the workforce is a challenge for most organizations today but securing and retaining skillful

workers can be a major issue (Jayanthy et al., 2019).

The COVID-19 pandemic accelerated digitalization and the digital transformation of work has
brought rapid change within the traditional working style. This agile transformation has offered to
increase online working opportunities (Sendur, 2022;). Working with inconsistent income and
corporate employment benefits were the main working style before the influences listed above;
nevertheless, digitalization and remote working have been challenged by some effects on

employee well-being and work-life balance (Amankwah-Amoabh et al., 2021).

Attracting the talent pool and retaining them in the long term depends on the organization’s overall
strategy. In order to maintain the workforce, development opportunities, compensation, work-life
balance, work environment, etc. are crucial for any company. However, depending on personal
preference or the importance of a job people have been choosing their own working style (Kossivi

etal., 2016).

According to the World Bank, around 435 million gig workers are working actively and looking
for flexibility and autonomy, which suits their lifestyles. As the statistics suggest that there is a

need to investigate their well-being (Datte et al., 2023).



1.2 Research focus

This research concentrates on gig employees’ well-being who are living in Ireland. Gig employees
are identified for their independent talent, flexible working style and work-life balance (Kempton,

2023).

The gig economy and its employees are a relatively new phenomenon and their well-being and
their rights have been attended to in Ireland in recent years. The first important decision related to

the gig economy was that gig workers should be treated as PAYE employees (Healy, 2023).

The gig economy was studied extensively and 2297 documents were discussed in academic
sources between 2014 and 2022. Most articles were focused on the relationships between
employees and employers. As well, as current debates covered “(1) new types of organizations
(e.g., algorithmic control and managerial oversight); (2) new nature of work (e.g., weak social and
legal protection); (3) new status of employees (e.g., distinguishing between employees and

independent contractors)” (Batmunkh et al., 2022).

As such, there is a gap in academic study about gig employees’ well-being as well as the
implications of the Supreme Court and gig employees’ well-being in the Irish context, which is
the research’s focus. Critical to this study is the extension of the above research with a special

focus on the gap identified in the literature on how gig employees’ well-being is in the Irish context.

This study will be run through a review of relevant literature and related reports’ data collection
by the researcher.
1.3 Overall research aim, objectives and methods

The overall aim of the study is to define how gig employees’ well-being is. The specific objectives

of the study are to:



1. To explore how male gig workers feel about their well-being overall.

2. To ascertain if gig employees receive any initiatives related to their well-being from
their working companies.

3. To evaluate if gig employees’ well-being has changed since the Supreme Court’s

decision that Gig employees are treated as PAYE employees.

The primary research is conducted qualitatively using online calls and telephone interviews with
gig employees who consider their gig work as their main income source, with the expectation to
contribute to existing studies in the literature. The research approach being undertaken is justified
as similar peer-reviewed research has also utilized this method (Alterman et al., 2018; Stiehl et al.,

2019; Benjamin et al., 2019).

The researcher believes to benefit from a more in-depth understanding of gig employees’ well-
being, any activities towards their well-being and the implications of the Supreme Court’s decision
in Ireland by comparing the theory in the literature with results from their real-world study. Full

details on the research methodology will be discussed in a later chapter.

1.4 Organization of the dissertation

The literature review chapter will critically study and analyze related theories about the study,
which will encourage identifying the research questions and objectives. The research methodology
will be discussed and choose how it should be undertaken to answer the specific research questions
and objectives. The interview’s data and findings will be analyzed to provide insights and will be
considered within the theory in the literature to illustrate the conclusion. The research’s limitations
will be explained with recommendations for further research. After all, the researcher’s self-

reflection section will be written.



1.5 Value of this research

The study contributes to the literature as there are no studies related to the research aims. The
researcher's knowledge will explore data regarding gig employees’ well-being and their right to be
treated as PAYE employees. Even though the findings from the study cannot represent the majority
of people due to the small sample size, they can be used to offer some insights into this topic and
provide a foundation for further research. The researcher believes that the study will help to deepen

understanding related to overall gig employees’ well-being and its implications.

The next chapter will critically examine the literature appropriate to research objectives.

Chapter 2 - Review of literature

2.1 Introduction

This chapter discusses the literature related to the gig economy and well-being. Since the 21
century, organizational development has undergone social, political and technological changes that
led to transformations within the working world (Sanidas, 2004; and Zhidkova, 2022).
Advancements and changes have altered the nature of work and human mindsets (Vucekovic et
al., 2023). Traditional standard employment is about retaining employment through continuous,
full-time and subordinate cooperation. However, according to the International Labour
Organization (2016) employers and governments have begun to accept and encourage different

types of labour such as the gig economy which is included in non-standard employment (NSE).

2.2 Gig economy

The gig economy and its workers are defined differently in the scientific literature and by

international reports such as taskers, self-employed workers, sharing economy workers, crowd

4



workers, platform workers, independent contractors, work 4.0 and free market (Koutsimpogiorgos
et al., 2020; Tan et al, 2021; Watston et al., 2021; and International Labour Organization, 2024).
The International Labour Organization (ILO) (2016) conducted research and examined working
conditions, labour market transitions and implementations of introduced non-standard
employment around the world. The report highlighted four types of temporary employment which
are as follows, part-time, on-call work, multi-party employment relationship and disguised
employment/dependent self-employment. Disguised employment/dependent self-employment
means its workers are not part of the employment relationship but are engaged with digital tools
and the driving force of the revolution is digitalization (Aguinis and Lawal, 2013; Stewart and
Stanford, 2017; Wood et al., 2019). The economic term emphasizes that the economy is organized
through digital platforms (OECD, 2023). The economy has expanded new business markets, jobs
and income opportunities with parties’ flexibility and limitation of participation throughout the
economy. Therefore, holistic policies, regulations and strategies will encourage gig employees
(Tan, 2021; OECD, 2021; International Labour Organization, 2024). Basically, connector online
platforms, which match firms and workers is the main novelty of the gig economy. For example,
care.com is an online platform for home services and approximately 5 million people gain
employment via the website. The platform “Crowdsource” organizes 8 million workers in crowd-

work, where companies and workers are connected through the platform (Ruyter and Brown, 2019).

Ruyter and Brown (2019) noted that the nature of gig work is referred to as “Whirligig”, which
means the rate and repetition are unpredictable. In the 20th century, the gig was most associated
with show business and its musicians tended to entertain the public through one-off events. During
this time, entertainment industry players getting paid was unpredictable and precarious. The phrase

‘Whirligig® is now abbreviated to GIG and GIG work’s nature was temporary, infrequent and



underpaid. In the 21% century, Gig work has covered any type of performance, task or participation
with or without payment. Nowadays, Datta et al., (2023) found 5 main reasons why employers hire
gig workers such as 60% said they did not have specifically skilled workers, 43% said that gig
workers offer more flexible prices than full-time employees, 33% noted that gig workers are
affordable and 24% said lack of availability from permanent workers. A Gartner (2022) study
explained that 30% of respondents work with gig workers and 50% of respondents said that gig
employees help to improve their business agility. Since the pandemic, the gig economy and its
types have been studied widely (Liao, 2020; Eaton and Heckscher, 2021; Taylor et al., 2023). Gig
work can also be divided into location-based gig jobs (which are arranged by digital platforms
such as taxi drivers), and online gig jobs (which obtain tasks, assignments or professional jobs
such as data entry, and website design). But also, online gig jobs provide online freelancing and
microwork. While online freelancing workers are highly skilled and project-based, microwork is
based on tasks that are divided into small subtasks (Datta et al., 2023). The Gig economy has been
implemented in many sectors such as hospitality, transportation, and professional services (e.g. IT,
architecture, accounting, HR, legal) (OECD, 2021). A study by Pesole at al., (2018) classified
platform workers into 11 categories such as clerical and data-entry, professional services, creative
and multimedia work, sales and marketing etc.. On top of that, the significant comparison was
online workers (median age 34) were 10 years younger than offline workers (median age 44). In
addition, Ozimek (2022) found that 47% of remote workers are freelancers and also that
freelancers have the highest satisfaction for work-life balance and daily performance in

comparison to traditional employees and freelancers.



2.2.1 The International Gig Economy

CIPD (2023) found that the gig workers’ type and size of employment in the UK are as follows,
private hire drivers 11% (e.g. taxi drivers), food delivery drivers 18%, couriers 12% (e.g. package
and postal deliveries), manual personal services 20% (e.g. electrical work, plumbing, cleaning.,)
and desk-based services 53% (e.g. IT development, communication services, admin jobs.,.). In the
UK, there are around 500,000 gig workers and 50% of them see their gig work as their main income

source.

In 2023, the Irish Supreme Court announced that delivery drivers, who are defined as gig workers

should be served like employees otherwise PAYE employees (Healy, 2023).

Dua at al (2022) asserted that 36% of American workers who work in the Gig economy as platform
workers such as freelancers, or professionals hired on a part-time or short-time basis will make up
85.6 million people by 2027 (Buffett, 2024). In the U.S. freelancers are a big contributor to the
labor market and economy, which makes up 36% of the workforce and made $1.3 trillion to the
U.S. economy in 2020. From 2020 to 2021, the share of workers increased by 1,2% to 35%. The

freelancers are highly educated and 51% of freelancers have postgraduate degrees (Ozemik, 2021).

In Korea, the sharing economy was started by a few start-ups in the early 2010s and the advantages
of the Gig economy are defined as cost-effective, high customer experience, and enhancement of
capacity. As well as the Information and Communication Technology sectors led to rapid gig

economy development and reached 276 billion Korea Won investment in 2019 (Kim, 2022).

In Malaysia, 5 million gig workers were working in 2022, the research based on the Job Demands
Roles model concludes gig employee engagement is motivated by their job autonomy and impacts

on their job performance (Mohsin, 2022).



In Scotland, gig employees’ experience is evaluated through Scotland’s Fair Work Framework,
which involves employees’ security, opportunity, effective voice, respect, and fulfillment. The
Scotland framework reported that Gig employees work with many challenges and every
experience is different. Evaluation results showed that Gig workers have limited opportunities for
career advancement, learning and development regardless of the chance to learn on the job.
Regarding effective voice and respect, neither employer nor customer platform workers feel

respected or listened to their voice. (Fair Work Convention, 2016)

2.2.2 Gig employees’ experience

Sudden events such as financial crises or the pandemic increased the number of participants in the
gig economy (Zwick, 2018; Taylor, 2023). On top of that, Datta et al., (2023) asserted that globally
there are 435 million online gig workers, its 243 million (56.3% is 30 or below age) are young
people and the overall number of males (56%) is higher. Flexibility on location and time
management (27.4%), an opportunity to learn digital new skills (15.5%), online/side jobs
providing extra income (23.9%), autonomy (12.9%) and survival (20.3%) were reasons why young
people chose to work in the gig economy (Ahmad, 2021). While youths and adults were both
motivated by flexibility and learning new skills adults are motivated by additional income. The
gig workers’ employee status is situationally variable due to job-specific factors and contingency
(Dubal, 2019). Gig workers defined their employment status as self-employed with employees
(27.5%), self-employed without employees (26.2%), employees (19.5%), disabled (16.3%),
students (15.4%), and housewives (8.7%). Gig workers are considered as an important component
of modern working style and considering their interest in work-life balance and the nature of work

is crucial (Wu and Huang, 2024).



The Gig economy is a key part of a contemporary workforce that allows people who care for their
babies or parents to work and earn money, for example. Goswami (2020) survey shows half of the
Gig workers are between 40 and 59 years old and around 20% are in their 60s. In the last 10 years,
the gig economy has expanded by 43%. However, Gig workers do not take the advantages related
to wellbeing and security as office workers. Katz and Krueger (2016) surveyed contingent (Gig)
working arrangements from 2005 to 2015 in the US, the workers’ engagement rating increased
from 10.5% to 15.8% due to alternative working arrangements such as feeling autonomy and
flexibility and arranging their time. However, gig employees do not receive any job security or
rights related to well-being such as sick pay. However, flexibility and autonomy are the most

perceived advantages of the Gig economy (Ravenelle, 2019 and Wood et al., 2019).

These literature reviews show that Gig employees have autonomy and flexibility to create their
wanted outcomes nevertheless, some research highlights that Gig employees lack support related

to well-being.

Essentially the gig economy’s key characteristics are that it is precarious (International Labour
Organization, 2016; Tan, 2021), contains insecurity, fewer benefits, high competition, fewer
expenses, higher incomes for some, autonomy, social isolation (Musilek et al., 2019; Graham et
al., 2017 and International Labour Organization, 2016) and uncertainty rather than standard
employment (Bryant, 2020; Caza et al., 2021; Lauren and Anandan, 2024; Chen et al., 2024). The
most recent study of International Labour Organization (2024) featuring the gig economy is based
on a task-based payment model and this research shows that the gig economy has significant gaps
within social security and its coverage. For example, lack in health insurance, unemployment

insurance, pension coverage or planning and injury insurance.



2.3 Well-being

Well-being and its dimensions are defined variously in scientific literature and this section will

discuss different aspects of well-being.

On the one hand, the International Labour Organization (2024) defined that employee well-being
relates to all aspects of working life such as the working environment, utilizing physical things
such as tools, equipment and facilities, employee satisfaction, workplace culture and teamwork.
Similarly, the World Health Organization (2010) stated that physical, mental and social well-being
are components of health. Healthy well-being illustrates a person who can work productively,
contribute to their environment and cope with life stressors. Also, the WHO Healthy Workplace
model was introduced, which looked at the physical work environment, personal health resources,
enterprise community involvement and psychosocial work environment (e.g. organization’s
internal decision latitude, time pressure, job clarity, job design, communication, culture, control

management style, and leadership).

On the other hand, CIPD (2023) considers that the well-being model works within the scope of
health, good work, values/principles, collective/social, personal growth, good lifestyle choices and
financial well-being. In detail, financial well-being is highlighted with fair pay and benefits
policies, retirement planning and employee financial support. Good work is shown in a good
working environment, good line management, fair work demands, balanced autonomy, inclusive
change management and fair pay and reward. Values and principles illustrate leadership, and
ethical standards lead forward inclusion and diversity. Collective/Social well-being shows the
well-being of the group people/team through employee voice and positive relationships. Personal
growth is measured by an employee’s career development, emotions, lifelong learning and
creativity. Good lifestyle choices benefit from physical activity and healthy eating. Health and
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well-being provide three dimensions of health such as physical health, physical safety and mental

health.

Besides these studies, CIPD (2023) conducted surveys to find companies’ activities for employees’
well-being. As a result, companies organize the following; training/workshops related to sharing
knowledge of well-being (e.g. stress management and work-life balance), activating employee
assistance programs, some medical examinations (e.g. free eye tests for remote workers) and

providing occupational sick pay through insurance initiatives (CIPD, 2023).

On top of that, these companies’ initiatives for employees’ well-being affect productivity, rate of
absenteeism, presenteeism and retention (Harter et al., 2003; Cartwright et al., 2005; Nielsen and
Noblet, 2018). Also, WHO (2010) highlighted that a business’s success depends on its employees’
health and well-being as well as U.S. Chamber of Commerce (2016) concluded that employers’
best practice is investing in their most expensive asset, within most companies the most expensive
asset is their workforce which is essential to a company’s functions. Also, investing in human
capital’s health and well-being is beneficial for a company. For example, a well-designed well-
being program’s investment of $1.5 becomes 3§ profit for a company in two to nine years. CIPD
(2023) claimed that employee health and well-being initiatives boost employee engagement,
improve performance, promote an employee value proposition, create better employee morale and
engagement, a healthier and more inclusive culture, better work-life balance, lower sickness,
enhance the employer brand, better employee retention and reduce work-related stress. In order to
nurture effective performance and an effective work environment, organizations and their
activities should consider the importance of psychological and subjective well-being (Rani et al.,

2017; Liet al., 2022;).
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2.3.1 Subjective well-being (SWB)

Ryff and Keyes (1995) introduced the structure of psychological well-being within a 6-factor
model and Ryff (2013) redefined core dimensions of psychological well-being through autonomy,
environmental mastery, self-acceptance, purpose in life, positive relationships and personal growth.
These dimensions claim that humans need to self-realize and develop themselves for what they
want to be. Also, the studies explored the relationship between psychological well-being and

physical health. Otherwise, workloads are the main factor for depression and physical symptoms.

Equally, subjective well-being and mental health conditions are related to job-related factors (e.g.
job content, tasks, workload, job control, organizational culture, interpersonal relationships, role,
career development and work schedule) (World Health Organization, 2022). Subjective well-being
(SWB) shows good mental states related to various evaluations such as positive and negative
moods, feelings, states and people’s reactions to their life experiences. However, Lu and Gilmour
(2004) explained that culture is a major force for subjective well-being and it shapes the experience
of SWD. The culture involves SWD with socially oriented or individually oriented. The study
highlighted that happiness is a top example of SWD and noted conceptions of happiness are
defined differently in Asian and Euro-American cultures. For example, Asians are socially
oriented and they define subjective well-being as a duty for society. Whereas Western Euro-
Americans are individually oriented and subjective well-being is shown as personal accountability.
Besides that, happiness and unhappiness are ever-present as the background to each other, whereas

for the Americans, their relationship only comes to notice when one is currently unhappy.

Recognizing the importance of assessing employees’ well-being, the 5-item World Health

Organization Well-being Index (WHO-5) was introduced and it has been used since 1998. Topp
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et al., (2014) highlighted that the index has high validity and 213 articles noted that the assessment

applies to a wide range of study fields.

2.4 Gig workers’ well-being

The fourth industrial revolution, digitalization and the pandemic have been intensifying gig works
based on digital platforms. Studying gig workers’ well-being will develop an ecosystem for gig
employees (Kim, 2022). Considering literature reviews related to gig employees’ well-being,
remote and gig workers’ well-being within physical and psychological aspects were being studied
actively. The employees illustrated their well-being through the next perspectives such as gig
employees experienced threats and discrimination from users who order or get service from gig
employees (D’Cruz, 2016; Chen, 2018; Roberts, 2018; Koppel, 2018; Berger, 2019; Lehdonvirta,
2018; Ljungholm, 2019; Nickell, 2019; Churchill, 2019; Davis, 2020). Insecure work, insufficient
work-life balance, burnout, work dissatisfaction, exploiting vulnerabilities of migrant workers and
meaningfulness were mentioned (Deng, 2016; Brawley, 2017; Koppel, 2018; Kost, 2018;
Lehdonvirta, 2019; Nemkova, 2019; Christie, 2019; Durlauf, 2019; Jesnes, 2019; Keith, 2019;
Davis, 2020). Also, competition, lack of training, data breaches, ownership and privacy of data,
and unfair pay rates were concluded in other studies (Dufva, 2017; Smith, 2018; Wood et al., 2019;

Duhaime, 2019; Goods, 2019; Lemke, 2019).

From recent studies, Samad et al., (2022) concluded that gig workers’ main factor for choosing
work in the gig economy is flexibility to arrange their work and life balance. However, there are
many disadvantages such as a lack of financial well-being related to insurance, health benefits and
retirement planning. But also, it is challenging to keep a work-life balance due to the demands of
work being unpredictable. Banks (2019) discussed the well-being implications of gig work and
noted that Uber drivers in New York City earn $30 hourly. However, gig work is stressful, with
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job insecurity, poor working conditions and lack of encouragement economically, psychologically,
physically and socially. The report noted that there should be support systems and basic protections

designed for gig employees.

Arnoldi et al., (2021) studied the well-being of gig workers who work in low-skilled, service-based
jobs. The study found that the low-skilled gig workers are usually migrants who find challenges
for permanent jobs. In order to afford life expenses, low-skilled gig workers work at Amazon,
Uber and Deliveroo. Moreover, the study offered four enhancements for their well-being. First,
legal aspects to protect gig workers such as contracts. Second, job-related regulation of
compensation and appraisal. Third, encourage their social well-being such as social networking

and fourth, system improvements for gig workers’ well-being.

Li et al., (2022) reported that Covid-19 created reduced accessibility to work, created a lack of
work for everyone in addition to uncertainty internationally, isolation, a lack of communication
and distancing from the workplace. However, technological advancements and working
arrangements have been made in the workplace for full-time employees. By contrast, the gig
work’s nature is flexible, uncertain, irregular, unstable, temporary and diverse. The study
examined gig workers’ physical, psychological, social and subjective well-being during the Covid-
19 pandemic. The study noted the pandemic impacted gig workers’ well-being variously. The
nature of gig work changed into intense working hours, physical tiredness and sleep deprivation
due to isolation and on-demand jobs. Some gig workers experienced a lack of work at times, which
caused anxiety due to not maintaining an income. However, many gig workers felt self-growth
and self-acceptance because gig workers were used to working from home with freedom thus a

lesser need to panic during the pandemic.
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Yan (2023) researched the effects of Enterprise-Union on gig workers’ well-being in China. The
research is based on gig workers’ problems related to labour rights and security. Labour security,
labour rights and development labour rights are the foundation of gig employees’ well-being. Not
well-defined or protected labour rights and security cause a low level of well-being and poor
quality of work. Data was collected from 13 platform enterprises in China and 312 valid data were
used. 60% of participants were male, 73% were aged 21-40 and 44% accounted for an express
service industry. The theoretical framework concentrated on the three implementations
(improvement of regulation, obtaining training to develop gig employees professionally and
supporting gig employees’ physical and psychological needs) for maintaining the well-being of
gig workers. The practical approaches enrich gig employees' well-being within work autonomy,
right to voice, promote their career and so on. Furthermore, the study offered to study executions

of trade unions and enterprises in practice and explore basic labour rights of gig employment.

Datta et al., (2023) surveyed online gig workers’ social protection through social insurance (e.g.
pensions, unemployment insurance and disability benefits) and social assistance (e.g cash and in-
kind transfers and care services). The study found that most online gig workers do not get insurance
or social protection from platforms and companies. The study showed that gig workers lack
coverage and regulations that manage their social security. Basically, gig workers do not acquire
health insurance and are not contributing to their pensions or retirement plans. The Working
Without Borders report recommended policy recommendations to benefit well-being and avoid
the risks of gig workers globally. Therefore, training which promotes gig workers to build digital
skills and practical on-the-job skills (e.g. professional or mental health) will create labour market
inclusion. On the other hand, digital infrastructure and digital devices should be accessible to

anyone such as access to loans for getting needed devices. Also, improved social protection
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coverage (e.g. health insurance, sick leave and retirement benefits) for gig workers regardless of
contract or segmentation. Gig workers are an important part of the global economy and they are

increasing the mass of the workforce, (Batjwa, 2018 and Harun et al., 2020).

2.5 Conclusion

Studying the gig economy and well-being, the literature review reveals that gig jobs have
opportunities and challenges for gig workers. The gig economy is driven by social, political, and
technological changes and the number of participants is increasing yearly. The gig economy
involves autonomy, flexibility, and additional income opportunities, which attracts certain
demographics, including young people and people who seek work-life balance. However, gig
workers face more challenges than full-time employees such as insecurity, unpredictable income,
lack of benefits and protections and limited career advancement opportunities. Additionally, the
contingency nature of the gig work leads to a lack of financial and subjective well-being. Employee
well-being is crucial for both workers and organizational success. Effective well-being initiatives
develop employee engagement, productivity, and retention, and benefit companies. To address
these issues, there is a need to study gig employees’ well-being within the Irish context. Fair
compensation, social protections such as health insurance and pensions, and environments that
show respect, choice to be heard, and development opportunities. By identifying gig workers’
well-being, the study can suggest a more inclusive and supportive gig economy that promotes gig

employees’ well-being.
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Chapter 3- Research question and objectives

3.1 Research question

Saunders et al., (2023) noted that research questions allow the research project to clarify what the
issue is and what the research will seek to find out, explain and answer. The review of the literature
revealed a common theme that has shown the need to discover gig employees’ subjective well-

being. Consequently, the main research question is:

How is the overall well-being of male gig employees who work as location-based gig workers?

3.2 Research objectives

Saunders et al., (2023) claimed that “research objectives allow you to operationalize your question,
that is to state the steps you will take to answer it. Each research objective therefore provides a
clear specific statement of an aspect of the research that you need to undertake to meet your

research aim”.

In order to find an answer to the main question, the following sub-objectives were formulated from

the review of the literature.

1. To explore how gig workers feel about their well-being overall.

Even though Gig employees and their challenges have been studied, the studies are focused on
data related demographically and geographically, there are some gaps in how gig workers feel
about their well-being. The first research objective seeks to understand the well-being of gig

workers who consider their gig work as their main income source.

2. To ascertain if gig employees receive any initiatives related to their well-being from

their working companies.
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There has been some research about employees receiving initiatives for their well-being and these
outcomes impacting an organization’s success (CIPD, 2023). However, several studies showed
that gig employees do not get support related to their well-being. Nowadays, gig workers’ mass
and scope are being grown by digitalization (Wood et al., 2019) and 435 million gig workers work
actively in 2023 (Datta et al., 2023). Objective two of this research aims to define if there are

specific activities related to well-being for gig employees.

3. To evaluate if gig employees’ well-being has changed since the Supreme Court’s

decision that Gig employees are treated as employees.

The literature review studied that Gig employees feel autonomy and flexibility but they do not
receive well-being initiatives. However, gig employees within the Irish context are supposed to
receive some initiatives and be treated as PAYE employees (Healy, 2023). The research will study

whether there are any changes in gig employees’ well-being within the Irish context.

Comparing the studies and the literature review findings, this study will gain an understanding of
how gig employees feel about their well-being and initiatives regarding the workplace within the

Irish context and contribute knowledge to the literature of the future.

The next chapter demonstrates the research methods used with these research objectives.
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Chapter 4 — Research Methodology

4.1 Introduction

The research aims to study the well-being of gig employees in an Irish context, especially the
initiatives related to the well-being of gig employees. This chapter will discuss methodological
considerations for this study. Saunders et al., (2023) explained that research methodology shows
how research will be managed and the process to collect and analyze data. In order to find the most
appropriate research methodology, I am using the research onion which was suggested by
Saunders et al., (2023), which shows the research procedures and supports the researcher to find

the most suitable method to address the problems of the research.

Figure 1 The research onion

Philosophy

Approach to theory development

Methodological choice

Strategy(ies)

Figure 4.1 The
Source: © 2022 Mark NK Saunders; developed from Saunders et al. 2019

Source: Saunders et al., 2019, p.130

In this chapter, research philosophies, the research approach, sampling methods, data collection,

data analysis, research limitations and ethical considerations will be discussed.
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4.2 Research philosophy

The term research philosophy is defined as “a system of beliefs and assumptions about the
development of knowledge.” (Saunders et al., 2023, p. 131). Research philosophy sets out the
worldview within the study and impacts how data is interpreted. Conducting research, the
researchers will be aware of different assumptions (e.i. ontological and epistemological) at every

stage.

Saunders et al., (2023) explained that ontological assumptions are about the realities or nature of
reality. This assumption defines the things that comprise reality and encompasses objectivism and
subjectivism. In detail, objectivism illustrates realism and integrates assumptions of the natural
sciences and social reality. Subjectivism shows a merged belief of the arts and humanities, which
is set out by people’s perceptions and actions. Tan et al., (2020) asserted that the gig economy’s
ontological assumption is based on diverse factors such as technological advancements, social
norms, individual aspirations and location. The realities of the gig economy are perceived and

expanded by gig workers themselves, policymakers and regulators (Singh, 2023).

Saunders et al., (2023) asserted that Epistemological assumptions are related to human knowledge
such as what is acceptable, valid and legal and how the knowledge can be impactful to use. As
well, the assumption provides positivism and interpretivism. Alharahsheh and Pius (2020)
highlighted positions of positivism, which concentrates on physical objects and natural phenomena
and focuses on the facts and measures them. In addition, interpretivism focuses on the whole
experience rather than small parts of it; research objectives are influenced by a researcher’s
interest; a researcher uses formal discussions and interviews. Moreover, positivism encourages the
researcher to center on statistical results and interpretivism supports the subjective meaning of the
study (Junjie and Yingxin, 2021).
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The researcher will concentrate on interpretive philosophy to expand understanding and
interpretations of the study (Saunders et al., 2019). Additionally, interpretive studies improve the
depth of understanding and interpretations (Saunders et al., 2023). A well-thought-out assumption
will create a credible research philosophy and research question as well as ensure that the

assumptions are consistent with the research design and methods used (Saunders et al., 2023).

4.3 Research approach

Saunders et al., (2023) explained that three main approaches are portrayed to theory development
such as deductive, inductive and abductive as well as the fundamental differences are illustrated
in Table 1. The deductive approach refers to “a theory and hypothesis are developed and research
strategy designed to test the hypothesis”. The inductive approach assumes that “data are collected
and a theory developed as a result of the data analysis. As well, abduction is explained that “data
are used to explore the phenomenon, identify themes and explain patterns, to generate a new or

modify an existing theory which is subsequently tested, often through additional data collection”.

Table 1 Deduction, induction and abduction: from reason to research

Deduction Induction Abduction

Logic In a deductive inference, In an inductive inference, In an abductive inference, known
when the premises are  known premises are used premises are used to generate
true, the conclusion to generate untested testable conclusions
must also be true conclusions

Generalisability Generalising from the Generalising from the  Generalising from the interactions
general to the specific  specific to the general ~ between the specific and the
general

Use of data Data collection isused  Data collection is used  Data collection is used to explore
to evaluate propositions to explore a phenom- a phenomenon, identify themes
or hypotheses related to enon, identify themes  and patterns, locate these in a
an existing theory and patterns and create conceptual framework and test
a conceptual framework this through subsequent data
collection and so forth

Theory Theory falsification or Theory generation and  Theory generation or modification;
verification building incorporating existing theory
where appropriate, to build new
theory or modify existing theory

Philosophical Positivism Interpretivism (Interpretivism)
underpinning' (Critical realism) Critical realism
(Pragmatism) (Postmodernism) Postmodernism

(Pragmatism) Pragmatism

* brackets indicate use is less frequent within this philosophy

Source: Saunders et al., 2023 p. 155
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This study is concerned with finding and sharing the feelings and experiences of gig employees.
Thus, the researcher will adopt an inductive research approach. With induction, data collection is
used to identify a phenomenon, consider themes and patterns and create a conceptual framework

(Saunders et al., 2023).

4.4 Research design and method

Saunders et al., (2023) explained that research design is the progress to answer the research
question and plan to achieve the research aim. It defines how to collect and analyze data, consider
ethical issues and elements of research design. Ethical, purposeful, well-designed, transparent,
contextualized, credible, careful, imaginative and equitable are defined as principles for high-

quality research (Naughton et al., 2020).

Research methodological choice refers to either quantitative, qualitative or mixed approaches
Saunders et al., (2023). The three methodological choices and their differences are explained in

Figure 2.

Figure 2 Methodological choice

Methodological choice

l

Quantitative
research designs

—

Mono method Multi-method
quantitative quantitative
study study

Qualitative
research designs

—

Mono method Multi-method
qualitative qualitative
study study

Source: Saunders et al., 2023, p. 182

Mixed methods
research designs

Mixed Mixed
methods methods
study study
(simple) (complex)
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Streefkerk (2019) stated that qualitative research focuses on exploring ideas or formulating
hypotheses/theories but quantitative research tests hypotheses and theories. Qualitative research
also employs understanding, context, complexity and subjectivity. Saunders et al., (2023) noted
that quantitative refers to any data collection procedures (such as questionnaires) or analysis
techniques (such as graphs or statistics) that generate or use numerical data”. Haq (2014) asserted
that mixed methods research produces more accurate results than studying either qualitative and
quantitative methods alone in discussing issues. In order to study the research objectives (Chapter
3), the researcher should choose the most suitable method and Gallup which is a large-scale

organization engaged in examining subjective well-being (Tyler et al., 2020).

Thus, the study will apply the Gallup-Healthways Well-Being Index which employs survey
questions within a qualitative method (Gallup, 2011). The methodology identifies subjective well-

being through questions about yesterday’s emotional experiences (Kahneman and Deaton, 2010).

This study adopts an inductive approach with an interpretive philosophy and a qualitative approach
through the Gallup-Healthways Well-Being Index to explore gig employees’ well-being. It is
suitable for identifying the experiences of gig employees and the qualitative approach has been

conducted by (Alterman et al., 2018; and Stiehl et al., 2018).

4.5 Data collection

Couper (2017) discussed that methodological and technological developments have challenged
survey strategy and advanced survey methods. The research interview is defined as “a purposeful
conversation between two or more people, during which the interviewer asks concise and
unambiguous questions and listens attentively to the interviewee’s responses.” (Saunders et al.,

2023, p. 434). The interview is important for collecting data in social research, which is a valuable
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data-gathering technique for gaining insight regarding personal characteristics, experiences, values,
attitudes and behavior (Newell, 1994). The interview structures are standardized and non-

standardized, which is shown in the next figure.
Figure 3 Interview structure

Interview
|
| |

Standardised Non-standardised
Structured Semi-structured Unstructured/
| interview in-depth interview
Researcher
(omp/eted Thematic Distinctive
questionnaire format format

(Chapter 11)
Source: Saunders et al., 2023, p. 443

The standardized interviews use a predetermined set of identical questions to collect comparable
data from each participant within interview media such as online, face-to-face or telephone. But

also, the structured interviews are conducted using researcher-completed questionnaires.

The interview mode involves one-to-one interviews and group interviews (Saunders et al., 2023).

The one-to-one interview is a commonly employed method for collecting data in social research.

Recently, there has been a rising concern about bias and power dynamics in the literature regarding
the steps of conducting an interview, particularly the role of the interviewer and the relationship
between the interviewer and interviewee. However, the method finds valuable perceptions,
understandings and experiences of a given phenomenon. As well, the one-to-one interview is more

than a conversational interaction between two people (Ryan et al., 2013).
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Thus, the study will involve standardized interviews with structured questions. The author will
employ Gallup-Healthways Well-Being Index which includes questions to identify wellbeing,

physical health, emotional health, healthy behavior and work environment.

4.6 Research sample

Sampling is the selected population to be researched which is clearly defined, accessible and
includes reachable steps (Lunsford et al., 1995). The study sample should represent the population

to ensure it effectively addresses the research question and objectives (Saunders et al., 2023).

4.6.1 Sampling technique

Sampling techniques are divided into probability/representative sampling and non-probability
sampling. In probability sampling, every sampling segment within the targeted population has a
known probability of being chosen for the sample. Conversely, in-probability sampling, the
likelihood of selecting each sampling component is not defined (Saunders et al., 2023). Sharma
(2017) claimed that the non-probability sampling technique is based on judgement. Probability
sampling is also called random sampling; this technique reduces the potential for human bias in

the selection and it is highly representative of the population being studied.

Acharya et al., (2013) asserted that in probability sampling, everyone in the population is given an
equal chance of being selected in the study as well as probability sampling is classified as simple
random, systematic random, stratified random, cluster, multiphase and multistage sampling. While
comparing probability sampling techniques, in contrast, non-probability sampling includes quota,

purposive, volunteer and haphazard sampling (Saunders et al., 2019).

Alvi (2016) discussed that using an appropriate sampling technique is crucial for research and

selecting types of sampling depending on the prime goal of research. If the research is exploring
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an idea rather than studying a population, researchers should use a non-probability sampling
technique. By contrast, if the study aims to develop an understanding of the population, probability
sampling is appropriate. Saunders et al., (2023) discussed types of sampling techniques and
highlighted cluster sampling is accurate, easily accessible and relates to relevant clusters, not

individual members. As well, this sampling represents geographically based clusters.

The researcher used a non-probability sampling approach for this study as it allows one to be more
specific when selecting a sample (Saunders et al., 2016). Non-probability sampling refers to “can
be used to develop theoretical generalizations based on analytical generalizability, while
probability sampling can be used generalize statistically about a target population” (Saunders et
al., 2023, p. 293). There are four main types of non-probability sampling such as quota sampling,

purposive sampling, volunteer sampling and haphazard sampling (Saunders et al., 2023).

As the participants of this research are gig employees in Ireland, which shows the participants for
the study will be selected through a non-probability purposive sampling approach by the researcher

can be appropriate for this research.

4.6.2 Sample size and target population

Saunders et al., (2023) discussed that the sample being studied should be related to the population
defined in the research question. The target population is a specifically determined population
related to the research objective. Desu and Raghavarao (1990, p.112) stated “Statisticians draw
inferences about population parameters based on samples of appropriate size. The number of units

used in the sample is called the sample size”.
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Figure 4 Population, target population, sample and individual cases
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Source: Adapted from Saunders et al., 2023, p. 292

Saunders et al., (2023) explained that collected data should represent characteristics of the target

population and the margin of error can be tolerable.

This study seeks to ascertain the understanding of the target population, which are gig employees,
who work in Ireland and see their gig work as their main income source. The sample is accessible

as the researcher is a member of gig workers groups online.

4.6.3 Participant selection

The study aimed to explore the well-being of gig workers who work in professional services such
as professionals of IT, architecture, accounting, HR, and legal (these professionals are classified
by their type by OECD, 2021). Initially, the target population intended to study both female and
male workers to examine diverse insights. However, during contacting gig workers, some
difficulties were in finding female gig workers. Despite extensive efforts, including various
network groups, the female gig workers’ response rate was not enough. Due to these challenges,
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the study adapted its objectives and target population to focus on male gig workers. The decision
was made to ensure that the researcher could collect valuable data within the limitations of the
study. This adjustment allowed the study to gather qualitative data from a specific segment of the
gig workers. This adjustment can cause some limitations and ethical considerations, which will be

discussed in the section below.

4.7 Data analysis

The research is run by qualitative data analysis, which is carried out based on interpretivist
philosophy and an inductive approach. Saunders et al., (2023) elucidate that quantitative data
collected in natural settings tends to be rich in contextual detail and research analysis involves
verbal data, text data and visual data. Analytical focus techniques can be thematic, actions or
processes and the use of language. But also, qualitative data is identified through their fullness of

deep analysis and their themes establish well-grounded and contextual explanations.

Thematic analysis refers to “an analytic approach or method in which patterns of meaning are

developed through processes of coding” (Saunders et al., 2023 p. 664).

Castleberry and Nolen (2018) explained that thematic analysis (TA) is a data analysis strategy that
is used for analyzing all qualitative designs. The TA approach is to identify, analyze, and report
patterns (themes) within qualitative data. TA is used widely to identify and interpret meaning
within qualitative data and is used for a number of qualitative studies such as social research

science (Heriyanto, 2018).

Thus, in order to study gig employees’ well-being, the study applies thematic analysis.
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4.8 Research limitations

One of the main limitations of the research is the limited amount of research conducted on the gig
employees’ well-being and especially in the Irish context. The lack of a literature review required

the researcher to study international experiences of the gig economy.

Secondly, the researcher aimed to study gig employees who work in professional services such as
professionals of IT, architecture, accounting, HR and legal (these professionals are classified by
OECD, 2021). However, the researcher conducted interviews with location-based gig workers
such as taxi drivers arranged through digital platforms due to difficulties in contacting

professionals who work in the Irish context.

Thirdly, the researcher aimed to gain diverse insights into both females and men. However, some
barriers and challenges were encountered when connecting with female gig workers. Because of
this reason, the study focused on the experience of only men, which may not represent the well-
being experiences of all gig workers. The researcher is fully aware that the study did not have a

very broad scope.

A fourth limitation relates to the number of participants in this study in other words, the study and
its findings cannot illustrate the overall population (Subedi, 2021). Nevertheless, the study has
some potential to be a basis for further academic investigation related to male gig employees’ well-

being.

Lastly, the researcher’s bias can influence the results in order to portray an anticipated outcome
(Shuttleworth, 2017; Ramona, 2011). Thus, the researcher was fully aware throughout the

interview process and analyzing findings.
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4.9 Ethical considerations

In conducting a qualitative study, some moral consequences can be fostered between the
participants therefore, the researcher should avoid ethical concerns including confidentiality and

informed consent (Adhabi and Anozie, 2017).

Research ethics refers to “the standards of behavior that guide conduct concerning the rights of
those who become the subject of your work or are affected by it” (Saunders et al., 2019, p. 185).
Ethical considerations are as important as other research processes such as generating ideas,
defining a topic and conducting design research. Ethical issues can be in the research’s topic and

design, data collection, processing, analysis and reporting stages.

Before starting a survey, the survey cover letter will introduce a well-defined research purpose to
voluntary participants and explain confidentiality about information, which will be anonymous
and participants have the right to withdraw their information. All processes of research and the
researcher will be honest, nonjudgemental, respectful, avoid harm, keep the participants’ privacy,

responsible for analyzing, reporting, and data management compliance (Saunders et al., 2023).

The interviews were conducted online and by phone call. Before the interviews, the researcher sent
an email to introduce the purpose of the research and a consent form. The time and date were
chosen by the interviewees at their convenience. Overall, all necessary ethical considerations were

fulfilled.

4.10 Conclusion

This chapter discusses the available research methodologies with the research strategy to define
the most suitable method to address the problems of this study. Adopting an inductive

methodology with an interpretive philosophy and a qualitative approach via phone and online
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interview strategy is the most appropriate in exploring the nature of work and the experience of
gig employees’ well-being. The researcher uses online and phone interviews as the research
instrument and its data collection, data analysis, research limitations and ethical considerations are
discussed. The next chapter will examine the findings based on the interview data and research

objectives.

Chapter 5 — Analysis and Findings

5.1 Introduction

This chapter will discuss the findings of the telephone interviews with gig employees who consider
their gig work the main income source. These interviews were carried out between the 15" and

20 of July 2024

The interviews are structured through the Gallup-Healthways Well-Being Index which is discussed
in Chapter 4. The standardized interview involves thematic analysis where the data will be
analyzed, and findings will be concluded individually with the gig workers’ expressed opinions.
Also, the researcher notes that all participants were male which is elucidated in Chapter 3. Due to

this reason, all findings illustrate the perspective of male gig workers.

In the study, the participants were asked open-ended questions and were requested to answer along
with a five-point Likert scale, ranging from Strongly disagree to Strongly agree. The Likert scale
is chosen for the interviewee and interviewer to be on the same page and its effectiveness in
defining the interviewee’s feelings intensity. Also, each question asked the participants to explain

why they chose each point.

Generally, the questions along with the Likert scale and its open-ended structured interview were

used to define overall gig employees’ perception of their well-being.
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In addition, the gig workers’ identities are shown in Table 2 and the participants will be noted by

their type of work and age, for example, Taxi driver, 55.

Table 2 The participants’ general information

Ne Type of gig work

Musician, carpenter and landscape

1 technician

2 Taxi driver

3 Circus man, carpentry and magician
4  Consultant and coaching service

5 Delivery driver

6 Delivery driver

7 Delivery driver

8 Taxi driver

9 Taxi driver

10 VIP taxi driver

Age

35

54

27

29

31

44

37

42

Duration of working in the gig

economy

3-5 years

1-2 years

6+ years

3-5 years

less than 1 year
1-2 years

less than 1 year
6+ years

1-2 years

1-2 years

5.2 To explore how gig workers feel about their well-being overall

The first research objective will define the gig workers’ well-being through themed questions,

which are modified from the Gallup-Healthways Well-Being Index. The Index provides themes
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related to physical well-being, emotional well-being, work environment, healthy behavior and

level of well-being. The themes and their methods will be explained with each discussion of themes.
The following themes and answers arise from the telephone interview analysis.

5.2.1 - Theme 1: Levels of well-being

The first theme from the interview was life evaluation in other words levels of well-being, which
asks about present life situations and anticipated life situations. The questions were asked along
with a Likert scale of 1 to 10, which suggests 3 definitions of levels of well-being such as thriving,

struggling and suffering (shown in the next figure).

Figure 5 Life evaluations and its explanatory

Life Evaluations

Present Life

Suffering <4 . Struggling5-6  Thriving> 7 ——————
LN O00000D
AR R\

Future Life

Suffering < 4 1 Struggling 5-7 ——— Thriving28 ———
LRV O060000D
R\

Based on the Cantril Self-Anchoring Striving Scale

2

GALLUP

Source: Adapted from “Employee Wellbeing” by Gallup, 2017
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When the researcher asked the question of life evaluation, the average score of the participants’

future expectation for life was 8.4, which shows the participants’ life anticipation for the future is

thriving and interviewees have positive views of their next five years.

However, present life was evaluated by 5.6 out of 10 and Gallup’s explanation for 5.6 of the level

of well-being means struggling with life. This means that people struggle in their present life and

have uncertain or negative thoughts. In the next table, the participants’ answers about their level

of well-being were chosen out of 10.

Table 3 Answers for level of well-being

Ne  Participants

1 Musician, carpenter and landscape technician, 35
2 Taxi driver, 54

3 Circus man, carpenter and magician, 33

4 Consultant and coach, 46

5  Delivery driver, 27

6  Delivery driver, 29

7  Delivery driver, 31

8 Taxi driver, 44

9 Taxi driver, 37

10  VIP taxi driver, 42

Present life Anticipated life

8 9
8 10
4 8
8 9
4 8
5 9
7 10
2 5
4 7
6 9
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In Table 3, participant number 3, 5, 8, and 9 expressed themselves as Suffering by 2 to 4 points
out of 10, which means their lives are miserable and have negative views of the future. In the
section below, the participants who chose scores 4 out of 10 shared how their life was and why

they expressed themselves as score under 4.

Participant 3 (Circus man, carpenter and magician, 33) said that he is sick at the moment due to
his injury and usually stays home, which may be the reason why he evaluates his present life at 4
points. The circus man now works between the range of 11-20 hours in a week and he mentioned

he is under treatment to cover his illness related to injury of the circus.

Participant 5 (Delivery driver, Male, 27) is from Turkey and he is a student. So far, he is struggling
to settle down the life in Ireland. The easiest job to get was delivery driver but he is struggling to

find the locations for orders and memorize the streets of Dublin.

Participant 8 (Taxi driver, 44) is from Morocco and he lives with his wife and a child. He brought
his family to Ireland this year and now he pays rent and provides food. In Ireland, living with his
family is so nice but expenses are so high. Also, his wife is going to start working as a cleaner. He

hopes that will help to build a better life.

Participant 9 (Taxi driver, Male, 37) has two children and works during the night. His wife works
during the day from 9 am to 5 pm, when she comes home he goes to work. He arrives home before
his wife leaves for work. He babysits his children, brings them to school and collects them.

In the next themes, the researcher will discuss more reasons why some have high satisfaction and

others do not.
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5.2.2 - Theme 2: Physical health

This theme covers issues related to physical well-being and the researcher aimed to define how
gig employees feel about their physical health. Besides having interviews, the researcher requested
to know about participants’ physical health through a Likert scale of 1 to 5 for each question.
Overall, the participants evaluated their physical health by 1.9 scores. In other words, this theme
was strong among all the participants who claimed they had healthy bodies and did not have
physical pain. However, depending on the nature of some gig work, they shared their physical

issues related to their gig work.

Participant 1 (Musician, carpenter and landscape technician, 35) claimed he has some back pain
and headaches due to his gig work. He works as a carpenter as his main job, landscape technician
and musician during the weekend. He usually feels back pain and tiredness because he needs to
carry heavy things. Also, playing drums is his hobby and he practices once a week. However, if
his band has a show on the weekend or weekday, he gets a headache and is exhausted the next

working day.

Participant 2 (Taxi driver, 54) said that he has problems with his knees due to his gig work. He
used to work as a chef and he was having sore feet and back pain due to standing for long hours.
Then he decided to work as a taxi driver. Now he does not feel strong physical pain but he has
pain in his knees. This is because he drives long hours and there is no chance to stop and walk so

after he comes home, he tries to walk.

Participant 3 (Circus man, carpenter and magician, 33) mentioned that he had an injury from his
circus job. The participant usually has circus practice and there are many challenges to learning

new techniques related to his work. Once he got injured because of a fall from horseback riding.
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He mentioned that his circus job has many disadvantages and advantages. For example, he loves
what he does and making people laugh makes him so happy but going to the circus tour makes
him drained. After his long tours, he stays at home for 2 weeks without contact with people, which
makes him relaxed.

Participant 4 (Consultant and coach, 46) highlighted that he always works on a computer and it
makes his eyesight bad and eyes tired. He feels physically fine but he predicts that his eyesight is
getting worse day by day due to spending too long hours with a computer screen. Also, after long

hours sitting, he feels stiff in his back, neck and shoulders.

5.2.3 - Theme 3: Emotional health

This theme evaluated how gig employees feel emotionally and the participants expressed their

emotional well-being with scores of 2.8

8 out of 10 gig employees felt that their gig work creates flexible working arrangements, high,
additional income and autonomy for themselves. On the other hand, their working style makes
them nervous. It allowed them to arrange their personal life but, in this case, the researcher
considers this score as the gig employees are not satisfied enough emotionally. In this theme, the

study will discuss each question and participants’ answers.

Firstly, the interview discussed whether they received enough respect while executing the gig work.

8 of the interviewees claimed that they are treated with respect.

Participant 10 (VIP taxi driver, Male, 42) said that he receives much appreciation for his daily
tasks. He lives with his two children and wife and is like Participant 9. He arranges his time with

his wife to babysit. He mentioned that his gig work has a perfect work-life balance and higher
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income than his previous jobs. Also, his customers usually express their appreciation and his

working company treats him respectfully.

Secondly, the interviewer asked about how often they smile or laugh. 4 of the participants said that
they usually or often laugh. When asked the reason:

Participant 5 (Delivery driver, 27) said that he gets paid to deliver food and receive tips. Usually,
customers have such a nice attitude. Also, he feels autonomy and he listens to music and podcasts
and makes phone calls during working hours.

Participant 4 (Consultant and coach, 46) said that he is happy to work in the gig economy. The
reason why is he likes the fact that he shares his experience with people and coaches many people
at the same time. He started working in the gig economy during the pandemic, he feels grateful for
what he does. Especially, his contracted companies and people share their achievements and
outcomes, which makes him more delighted.

However, some participants shared their poor experiences regarding respect and feeling happiness.
Participant 8 (Taxi driver, Male, 44) sometimes feels sick of his work. During nighttime, he picks
up many drunken people, some of them cannot say their addresses or cannot pay their payment.
He gets annoyed and sometimes they make his car dirty. There are no appreciable conversations.
Participant 6 (Delivery driver, Male, 29) shared his experience as annoying. The reason why he
expresses not nice experiences is because of drivers and traffic jams. Especially, other taxi drivers
are so rude and it is hard to drive and find stops. Some customers are nice but sometimes they treat

him like nothing. They drive many miles to carry the food but get paid only 4 euros.
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The next question asks if they feel like they are learning new things or doing something interesting.
For this question, almost everybody said they do interesting things and sometimes they learn new
experiences.

Participant 1 (Musician, carpenter and landscape technician, 35) learns new things and he is
interested in what he does. The participant works project to project and every project requires a
different set of skills and different colleagues. All his jobs require him to learn new things or use
his creativity. Also, he said that he gets bored quickly, so his working style helps him to earn
money within enjoyment of work.

Participant 5 (Delivery driver, Male, 27) learned many things while working in the gig economy.
He recently came to Ireland. While he is delivering, he meets many different customers and
understands their characteristics. He learned about new locations and roads. Every day is a totally
different experience. He experienced cultural shock and coped with that with his work experience.
Even though some were happy with their gig work taxi drivers and delivery drivers were not
satisfied with their repetitive jobs. Every day they have the same tasks and there are no challenges
or opportunities to make their day interesting. For example:

Participant 8 (Taxi driver, Male, 44) sometimes feels lonely. Because he used to work in a
company in Morocco, he had many friends and colleagues. But now, he works solo and he does
not have peers to share his experiences and daily events.

When the researcher asked about their experienced feelings yesterday and made them evaluate
their feelings on a Likert scale of 1 to 5 (Strongly yes-5 to strongly no-1), the average was 3.1
scores for enjoyment, 2.3 scores for physical pain, 2.4 scores for worry, 1.9 scores for sadness, 3.1

scores for stress, 2.9 scores for anger and 3 scores for happiness.
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Table 4 Emotional feelings and its evaluation

Physical
Feelings Enjoyment pain Worry Sadness  Stress Anger Happiness
Av.
scores 3.1 23 24 1.9 3.1 2.9 3

About the feelings, every participant shared their experiences of the day and here the researcher

will conclude their experiences.

Participant 1 (Musician, carpenter and landscape technician, 35) feels enjoyment and happiness on
a good level (4 points for each) but physical pain and stress are a lot for him. The reason for this
is that he is not on an hourly wage but rather paid for what he has completed in a day’s work thus
he is working hard from 8 am to 5 pm every day. Also, he is his boss, which means he must be
responsible for everything. Working for himself, he earns a high income but again risk and stress
are usually on his mind.

Participant 2 (Taxi driver, 54) said he does not have negative feelings and he felt happiness and
enjoyment quite often (4 points for each). He really seems content with his life and working as a
gig worker. He used to work as a chef prior to his gig employment as a taxi driver. He was not
happy as a chef because of the unsociable hours and stressful environment. He has come to find
that working as a gig employee he can schedule his life better, feels happier day to day and finds
more time to be available for his family. Gig employment has benefited his work-life balance

greatly.

40



Participant 3 (Circus man, carpenter and magician, 33) expressed that he feels anger, stress and
sadness (3 points for each) due to an undefined medical condition that affects his day-to-day
routine. He is sick quite often which results in missing days. He does not work often but spends a
lot of time practicing his trade for when he does work. Despite not having enough paid gigs on a
regular basis he loves what he does and is aiming to pursue his career in magic and the circus with
the hope it will become his main income. To subsidize his interest in magic and the circus he takes
on work in carpentry as well to increase his income.

Participant 4 (Consultant and coach, 46) was so happy in general that he described his enjoyment
and happiness with 5 points each. Before the pandemic, he was in a full-time job with one company,
and his levels of satisfaction were not great then. During Covid, he had time to reconfigure his
career to suit him. He stayed in the same field of work however he works with multiple companies
and people now as a gig worker. He has found his new approach to his job as a gig worker has
increased his income and emotional well-being.

Participant 5 (Delivery driver, 27) has entered gig employment as a necessity for a source of
income. He feels stressed and worried about money as his income fluctuates daily. Acquiring the
job was easy but he wishes to seek a different career path. As a delivery driver, his busiest times
are when it’s raining. He expressed that he is worried and stressed about his income, and sad about
his daily life (3 points for each feeling). The weather makes his job hard but he earns better during
rainy days. Overall, he is not happy working as a gig employee and feels stressed and worried
about his current life.

Participant 6 (Delivery driver, 29) expressed that he is full of physical pain, worry, sadness, stress
and anger (every feeling is measured by 4 and 5). He tries to find a non-physical job but he still

cannot find a full-time job. Since he started working as a gig worker, he found traffic jams are
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tough to deliver fast. He drives across Dublin but gets paid too little. Once he calculated his hourly
wage, that was 4 euro an hour. Sometimes he waits for orders the whole day, there are days he has
a few orders. Usually, he feels nervous about his life.

Participant 7 (Delivery driver, 31) has been working as a delivery driver for 2 years. When he
started working this job, he was a student in an English language course. While studying, working
shifts and his timetable were hard to arrange. Then he decided to work as a driver. He expressed
his anger, worry and stress by 3 to 5 points each. He mentioned that he does not have time to relax
and enjoy himself due to his income.

Participant 8 (Taxi driver, 44) sees the advantages and disadvantages of working in the gig
economy. He used to work in a company as a full-time employee and in his previous employment,
he did not like dealing with managers and supervisors. Then he decided to work for himself and
now he enjoys his autonomy. However, he feels isolated and alone as he does not have any co-
workers to spend his daily routine with. He misses the friendships and camaraderie of working in
a company with others but ultimately, he does not miss working under people and having to deal
with managers and authority. In addition, he highlighted that when customers are drunk, he also
misses his old job.

Participant 9 (Taxi driver, 37) has two kids and her wife works full-time (9 am-5 pm). The main
reason he drives a taxi is he has to babysit. He goes to work after his wife comes home. He
expressed his anger, physical pain, stress and worry by each 3 and 4 points and explained that the
feelings are related to his working hours. He cannot get enough hours of sleep because he brings
his children to school and collects them.

Participant 10 (VIP taxi driver, 42) used to work full-time and work shifts were hard to arrange

with his personal life. Driving a VIP taxi earns a bit higher, more professional income than regular
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Taxi drivers. The reason is a VIP Taxi offers service for airport transfer and corporate transport.
The services take long journeys and long hours. Thus, he expressed that he is quite happy and
joyful about his life (each feeling is expressed by 4 points). However, there are some weaknesses

that he mentioned that he has physical pain such as back pain and stiff neck.

5.2.4 - Theme 4: Healthy behavior

The theme aimed to define how the gig employees keep good healthy behavior for their lifestyle
and the researcher questioned whether they smoke, eat recommended amounts of fruit and

vegetables and exercise for 30 minutes or more.

Studying their healthy behavior index, 30% do not smoke as well as 60% work out and 60% eat

400 grams of fruits and vegetables (World Health Organization defined).

Participants 1, 2, and 3 said that smoking gives them time to think and relax during the big days.

Participants 4, 5 and 7 do not smoke because of the smell of cigarettes. They highlighted smoking

makes their cars smelly and not convenient to talk with customers.

Participant 2 highlighted that he eats healthy food because his wife prepares his meals and she

packs many bananas and other fruit in his meal box.

Participant 10 mentioned that he has problems with his spine and back, he is advised to work out

at least 30 minutes a day by the doctor. That is why he works out.

Participants 6 and 7 explained that they get their own meals free from pizza and burger places that

get food delivered.
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Participants 1 and 5 said that their daily work is the same as fitness, they always carry heavy loads
and work physically.
5.2.5 - Theme 5: Work environment

The work environment theme provides questions related to a working environment, employer and

their attitudes.

The gig employees’ labour contract and working hours

- The gig workers’ satisfaction with their employer such as applications (Deliveroo, Uber,
Freenow, Just Eat).

- Their employers’ attitudes toward the gig employees

- The gig economy’s working environment

The gig workers all have contracts for services, which are not renewed or taken seriously except
for participant 4 (Consultant and coach, 46). The gig workers usually deal with employers without
any contracts or written documents.

Participant 4 (Consultant and coach, 46) has a contract for services and signs in every single project
that he works for.

Every gig employee has their own characteristics and it all depends on the employer or company
they work with.

Participant 3 (Circus man, carpenter and magician, 33) signs a contract for going on circus tours.
The tours are occasionally and 2 or 3 times yearly. Otherwise, he deals with verbal contracts or

agreements.
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Discussing their working hours, 50% work 31-40 hours a week and 40% work more than 41 hours

a week. Also, the gig employees are dealing with 3 or more employers or applications.

Participant 1 (Musician, carpenter and landscape technician, 35) cooperates with 4 or more
suppliers and customers every week. He receives orders from his carpentry and landscape jobs as
well as has verbal contracts with pubs on his music band’s behalf.

Participant 8 (Taxi driver, 44) works more than 41 hours weekly because he feels anxiety for his

basic needs. He mentioned that stopping for orders in the street is better than relaxing at home.

The gig workers have good impressions about their work applications and the applications collect

a bit of money from their earnings. If they work hard, they get paid as much as they work.

Participants 2, 5, 6, 7, 8 and 9 are working as delivery drivers and taxi drivers, who find their

orders through applications.

Participant 2 (Taxi driver, 54) lives in Kildare and he found his customers who need trustworthy

drivers in his town and serve them almost permanently.

Participant 1 found his work orders from Facebook pages. He posts his jobs pictures and usually

customers contact him on his Facebook page.

10 out of 10 answered that their employers treat them as PEERS, which shows they get satisfaction

that they consider themselves as self-employed.

Participant 8 (Taxi driver, 44) chose to work in the gig economy because he wanted to be his own
boss. Dealing with managers or supervisors of his previous job was complicated and now he is

happy that he is his own boss.
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Participant 3 (Circus man, carpenter and magician, 33) loves different types of jobs, he likes to
feel free anytime. The main reason that he works in the gig economy is he goes suddenly traveling
and he enjoys that. In addition, if he signs a permanent contract, he feels high pressure from the

responsibility.

5.3 To ascertain if gig employees receive any initiatives related to their well-being from their

working companies

Although the study aimed to find if the gig employees get any initiatives regarding well-being,
there are no significant activities toward gig employees’ well-being. Only two interviewees
claimed that they received some discounts, which encouraged the gig workers’ financial well-

being. Participant 4 acknowledged that he has been offered some initiatives regarding his gig work.

Participant 3 (Circus man, carpenter and magician, 33) was offered some initiatives related to well-
being such as a mindfulness program during his circus tour to avoid stress, some training related
to his circus skill development and some discounts for his tools.

Participant 4 (Consultant and coach, 46) The company that has a contract with Participant 4
provides some mindfulness programs, training and development, mentorship programs and team
events for him. Those are not qualified for him but the activities engage him with the companies
and the projects which he works for. He gets chances to familiarize himself with companies and
colleagues during these events.

Participant 5 (Delivery driver, 27) receives online training videos on his working application which
offers jobs. The training videos are about how to work as a delivery driver, how to greet customers,

how to use applications etcetera.
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5.4 To evaluate if gig employees’ well-being has changed since the Supreme Court’s decision

that Gig employees are treated as employees.

In 2023, the Supreme Court of Ireland made a decision regarding gig employees’ rights, which
implies gig employees within the Irish context are supposed to receive some initiatives and be
treated as PAYE employees (Healy, 2023). The study aimed to find whether this implication is

being heard and used by gig employees and employers of gig employees.

However, only 10% of the participants who took part in my research study were informed of the
Supreme Court ruling for gig employees. Participant 7 (Delivery driver, 31) expressed his belief
that if gig employees were to be treated like PAYE employees he believes the result of this would
be paying increased taxes for work done. Because of this, he is happier to stay clear of new

recommended regulations and structures of gig employees.

5.5 Summary of Findings

The chapter discusses the main findings from emerging themes, which were collected through
telephone and online interviews with gig employees who work in Ireland. The themes are divided
through the research objectives. The themes and discussions provided gig employees’ real
experience of their well-being such as their physical index, emotional index, healthy behavior
index and working environment index. At the end of the interviews, the researcher asked their
opinions related to the Supreme Court’s decision. However, gig employees did not hear about new

implications and have not noticed any change in their workplaces and applications.

The themes and gig employees’ real experiences which are discussed in this study can illustrate

useful recommendations for human resources roles and employers.
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In the next section, analysis and findings will be examined in accordance with established theories
and literature. As well, the study shows that the gig employees, their well-being, the Supreme

Court’s decision and its implications and usages need to be studied deeply further.

Chapter 6 — Discussion

6.1 Introduction

This chapter will compare the findings of qualitative analyses with the literature review of Chapter
2. The gig employees’ well-being was examined within the Gallup-Healthways Well-Being Index
and its themes, focusing on the experiences and perspectives of male gig workers. In order to
discuss logically, the chapter will be guided by research objectives: 1) to explore how male gig
workers feel about their well-being overall; 2) to ascertain if gig employees receive any initiatives
related to their well-being from their working companies; 3) to evaluate if gig employees’ well-

being has been changed since the Supreme Court’s decision.

6.2 To explore how gig workers feel about their well-being overall

The research was conducted through online and phone interviews with male gig employees who
work as location-based gig workers such as taxi drivers, delivery drivers and so on. They
acknowledged that they chose the gig economy due to flexibility, high income and work-life
balance. However, the real experiences of interviews will be discussed through the themes in this

section.

6.2.1 - Theme 1: Levels of well-being

In the existing literature review, Samad et al., (2022) noted that gig workers’ main factor for

choosing work in the gig economy is flexibility to arrange their work and life balance. Analyzing
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the experiences of the gig workers, the gig workers chose to work in the gig economy trying to
find a work-life balance. This is shown in the findings, 20% of the participants have kids and
arrange their time with their personal life such as bringing their kids to school and collecting them
back. Otherwise, working full-time jobs and their shifts make it hard to find a balance and

arrangement for their personal lives.

Arnoldi et al., (2021) noted that gig work does not require high skills and the gig work is usually
service-based. Also, the low-skilled gig workers are usually migrants who find it challenging to
find permanent jobs. The findings of the study asserted the literature review that 30% of the gig
workers were migrants and mentioned that working as a driver is the easiest job to start

immediately.

According to Banks (2019) and Li et al., (2022), gig workers encounter many challenges such as
isolation, lack of communication, stress, etcetera. The fact is proven by the findings of the study,
the gig workers evaluated their present life as they have uncertain or negative thoughts. The
evaluation and its reasons were connected to the literature review regarding the gig workers’

challenges.

However, Kossivi et al., (2016) and Datte et al., (2023) stated that gig workers choose to work in
the gig economy on their preferences such as autonomy and compensation. This is approved by
the findings that the gig workers see their future life as thriving and interviewees have positive
views of their next five years. The life evaluation and explanations are evidence that the gig

workers see themselves and their lives positively.
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6.2.2 - Theme 2: Physical health and healthy behavior

In the literature review, physical health is the main component of well-being and some issues such
as intense working hours, physical tiredness and sleep deprivation due to isolation and on-demand
jobs can happen for gig workers (Yan et al., 2023; Kim, 2022 and Li et al., 2022). This study would
appear to confirm the literature reviews, that physical problems were caused by the nature of gig
work to the participants. The fact that 70% of the gig workers mentioned physical pain at some
level. In this study, the physical was expressed variously by knee soreness due to driving long
hours, sleeping deprivation because of working late hours and so on.

In order to have the energy to get things done, keeping healthy behavior is crucial (Rath and Harter,
2010). The research correlates strongly with the literature as the participants agree that keeping
healthy behavior. This was confirmed by the participants’ 60%, who eat healthy food and work
out daily. Also, most of the participants acknowledged that they do not have serious health

problems except for minor physical pain.

6.2.3 - Theme 3: Emotional health

Emotional health is related to positive and negative moods, feelings, states and people’s reactions
to their life experiences (World Health Organization, 2022). Emotional health is explained through
psychological well-being, which is defined within the 6-factor model such as self-acceptance,
purpose in life, personal growth and other factors (Ryff, 2013). The emotional health theme of the
study involves gig worker’s perspectives related to emotions such as a worker feeling like they are
learning something new or doing something interesting during the gig work (Gallup, 2024).

The emotional health of the gig workers varies individually but 80% of gig workers said that they
felt happiness at some level. The point is the strongest expression of the study because the

employees are not highly satisfied with their unstable income but they are doing their best for their
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life. Some gig workers were not happy with their full-time jobs due to unsociable hours and a
stressful environment. However, some gig workers acknowledge that their gig work gives them a
work-life balance and higher income.

There were some negative emotions mentioned during interviews, reflecting the unstable and
unpredictable nature of gig work (Ruyter and Brown, 2019). The income is the reward of any work
but 50% of participants said that they felt worried or sad because of their unstable income.
Furthermore, 40% of the gig workers mentioned that they felt stress regarding the task of the day,
which means the person felt their responsibility and executing the task is directly related to their
income. The gig employees must be responsible for everything and missing days will be days
without income. Working for themselves earns a high income but again stress related to managing
everything is usually on their mind. Additionally, 40% of the gig workers said that they
experienced strong anger during the day at least once, which is created by their working condition.
The gig workers must deal with customers and they do not have anyone to deal with customers for
them. Sometimes, there are no appreciable conversations and disrespectful attitudes from
customers. Every day is a different experience for the gig workers.

The discussion asserts that gig workers encounter emotional pressure due to unstable income but
they emotionally enjoy their autonomy, flexibility and work-life balance (Samad et al., 2022; Datta

etal., 2023; Tan, 2021; OECD, 2021 and ILO, 2024).
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6.2.4 - Theme 5: Work environment

The gig economy is expanded through digitalization and the nature of the gig economy is
autonomy and flexibility (Aguinis and Lawal, 2013; Wood et al., 2019 and OECD, 2023).
However, the gig economy has limited opportunities for career advancement, learning and
development except for the chance to learn on the job and for their voice to be heard (Fair Work
Convention, 2016). The researcher found the gig workforce generally trusts the employer such as
the applications or websites they use to find jobs. Additionally, the gig workers are satisfied with
their employers and customers treat them like peers. The findings show that the gig workers chose
by their interest to work solo, take responsibility and risk and find their preferred lifestyle. Even
though some nature of the gig work are causing stress, the gig workers like to learn new things

daily and are passionate about what they do.

Overall, the research indicates that the work environments are convenient and the gig employees

of the study are satisfied with their working conditions.

6.3 To ascertain if gig employees receive any initiatives related to their well-being from their

working companies

The literature states that the gig economy lacks health insurance, unemployment insurance,
pension coverage or planning and injury insurance (International Labour Organization, 2024). The
gig workers do not receive job security provisions such as sick pay and potential benefits for their
well-being (Musilek et al., 2019; Graham et al., 2017 and International Labour Organization, 2016).
The study showed that only 30% of the gig workers have received some initiative related to their
well-being. The initiatives were related to well-being such as a mindfulness program and some
discounts for tools (The discount is an initiative aimed at financial well-being). But this initiative

is not repetitive and depends on their working gig projects.
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In the study, there was only one consultant and coach gig worker, who said that he had a chance
to participate in mindfulness programs, training and development, mentorship programs and team
events. From this point, the well-being initiative can be arranged for the profession or the person.
Overall, employers in the gig economy, including agencies, applications and websites facilitate the
gig workers to find jobs. For these services, gig workers pay back a proper amount of their earnings
to these intermediaries. However, the findings showed that 70% of gig workers never had a chance
to receive any well-being initiatives and highlighting the lack of support for their well-being from

their employers.

6.4 To evaluate if gig employees’ well-being has changed since the Supreme Court’s decision

that Gig employees are treated as PAYE employees.

Gig employees within the Irish context are supposed to receive some initiatives and be treated as
PAYE employees (Healy, 2023). The legal shift implies that gig workers have the right to be
considered like full-time workers and take benefits related to their well-being. However, the
researcher can say that there is not a positive finding regarding the research objective. Only 10%

of participants have heard about the decision.

This study found that even though the Irish Supreme Court has issued the decision that gig
employees could receive positive effects, there is a significant gap in decision and implication.
The gig workers seem to lack information about the decision and the employer did not act in
practice. Thus, the gig employees do not benefit from the potential initiatives due to the lack of

awareness and understanding.

Additionally, the one gig worker who heard the decision said that he would prefer to maintain his

current working conditions due to tax concerns. To gig workers, paying tax is hard to manage
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because the gig workers do not work for one company permanently as full-time employees. The

nature of the gig work will require specific arrangements and policies.

Chapter 7 — Conclusion and Recommendations

7.1 Conclusion of findings

The study’s first goal is to identify overall gig workers’ well-being within physical, emotional,
healthy behavior and work environment. The second is to find out if the gig workers receive any
initiatives regarding their well-being from their employers. In this case, the employers are
applications that engage gig employees with their customers. Last but not least the objective is to
explore the recent decision of the Irish Supreme Court related to gig employees. That means the
gig workers are supposed to be treated like PAYE employees. In other words, gig employees
deserve to get some perks as full-time employees such as holiday payments, sick payments etcetera.
The study aimed to identify the implications that were heard by gig employees and their employers

and whether there were any changes after the Supreme Court decision toward gig employees.

In order to examine these research objectives, the researcher studied the literature review and
existing theories regarding well-being. According to the literature, studying well-being within the
Gallup-Healthways Well-Being Index is the most suitable for the research. Also, based on the
objectives and the methodology, the researcher employed a qualitative research approach using

online and phone interviews.

The literature review discussed gig economy, its workers and the workers’ well-being. As
discussed in Chapter 2, gig workers choose the gig economy for their own work-life balance,

flexibility, autonomy and higher income generally (Ravenelle, 2019; Wood et al., 2019).
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The themes are applied through the Gallup-Healthways Well-Being Index and the researcher

studied the reality within themes.

The interviews and their reality clarified that reality is much the same as the literature review at
some stage. First, the gig workers who are in location-based gig work do not require high skill sets
and it is easy to start for the gig employees. The fact is shown that 30% of gig workers were

migrants, who were given chances to earn money to survive.

The gig employees chose to work in the gig economy due to their work-life balance, flexibility,
autonomy and higher income than their previous jobs. These statements are asserted by the
interviews and the study clarified overall well-being within life evaluations. The employees
described their present life as struggling but they assumed they were thriving and having positive
views for the next five years. These statements are explained by components of well-being.
Physical well-being is not illustrated as good enough, 70% of gig workers mentioned physical pain
due to the nature of their gig work. Emotional well-being is considered as pretty good, which is
explained by 80% of gig workers who said that they felt happiness at some level. The gig workers
felt happiness in their learning on the job, arranging their time to spend time with their family and
feeling autonomy was the highest highlighted factor for their satisfaction. On the other hand, 40%
of gig workers mentioned that they felt stress regarding the gig work and its nature. Instability and
unpredictability are the main features of the gig economy and it is also the main stressor for gig
workers. About their work environment, the gig workers receive respect from their employers and

they are happy for their working conditions which are chosen by their preference.

According to the second and the third objectives of the research, the gig employees do not receive
initiatives for their well-being and they do not know about the Supreme Court’s decision. In

addition, there were some limitations in conducting the study such as the size of the sample,
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recruiting the participants to collect diverse insights from male and female employees and
challenges to contact with gig employees. This study concludes that the gig economy and its parties
regarding employers, employees and government agencies need to focus on the implementation of
new implications. The gig employees must get attention for their well-being regarding their rights.

In the next section, recommendations for further research will be discussed.

7.2 Recommendations

The study focused on location-based gig jobs thus, the researcher recommends that future research
should aim to include a more diverse sample of industries and types of gig work. Studying other
types of gig work will likely reveal different experiences of the gig workforce. Employing varied
recruitment strategies and possibly collaborating with gig worker organizations could enhance
access to a broader participant pool, providing a more comprehensive understanding of gig

workers' well-being.

Secondly, the study focused solely on male gig workers. The decision to focus exclusively on male
gig workers was made because of the recruitment challenges faced in contacting female gig
workers. Thus, the study recommends further studies should aim to provide diverse genders. This
will contribute to the understanding of gig employees and elucidate different perspectives than

male gig workers.

Another recommendation is the findings of the study showed that employers who employ gig
workers should consider their initiatives toward gig employees. Employers should understand that
providing initiatives for gig workers is the responsibility of employers as well as investing in
employees is the most valuable asset for the future of the company (Hennessey, 2022). Boosting

the gig workers’ well-being has the potential to retain gig workers with satisfaction, engagement
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and an inclusive culture (CIPD, 2023). By this idea, the author wants to say that even though gig
workers work temporarily such as project-based, if the gig worker is satisfied with a company and
its well-being initiatives, the gig worker will be easier to be hired again for the next gig work.
Hiring and recruiting new gig workers will cost more than hiring the already satisfied gig workers
with a company and its well-being initiatives. The idea asserted by Wallace (2023), is that hiring
new employees will cost lost productivity, lost tribal knowledge, costs related to recruiting and so

on.

Finally, the Supreme Court and politicians must introduce their new implications and educate the
parties of employment such as employers, employees and government agencies. On the other hand,
regarding the decision there is a need for legislation or law. The implications will create an
inclusive work environment for all gig employees. In 2023, there are 435 million gig workers were
working actively (Datta et al., 2023) and globalization and digitalization are being spread all over
the world. Thus, creating inclusive work environments through the Supreme Court implication
will attract potential workers to Ireland. The implication will bring new challenges and

opportunities for the Irish context and its parties not only gig workers.

7.3 Personal learning statement

Overall, I am genuinely happy with my choice of topic for my dissertation and appreciate my
supervisor and her valuable advice and feedback. I enjoyed the process of research and interviews
for this research paper. I appreciate all the help I received from my college lecturers/professors
and library professionals, along with discussions with my classmates and interview candidates who

helped me in creating this research paper.
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My attention to the topic was greatly influenced by the rapid growth of gig workers in society after
the effects of Covid-19 on the global economy as a whole. My choice to undertake this study for
my dissertation was influenced by the Supreme Court’s decision. The decision is based on the
Domino pizza delivery driver’s case and the Supreme Court worked critically on the case and
announced the implication in October 2023. The announcement implies all gig workers must be
treated like PAYE employees. Also, there are numerous research studies on the gig economy but

there is a lack of enfaces on their well-being.

As I have undertaken the career path of human resources the gig economy proves to be a
problematic concern for human resource professionals. Many gig workers who face problems at
work see it as an easier option to cut ties with said employer than resolve the issue as they generally
have multiple employers to seek income from. The aim of human resources departments is to keep
employees satisfied and engaged so they stay with the companies they work for leading to
longevity in employee/employer relationships. Thus, providing efficiently run companies for the

benefit of all levels of hierarchy in the business.

My main focus within the research topic of gig workers’ well-being was to see if they receive
initiatives within their workplaces to improve their well-being and also to see what effect the
Supreme Court judgment to ensure that gig employees are treated like PAYE employees has had

an effect to what degree.

I faced many challenges along the way in my study. Initially, I wanted to base my study on male
and female professional workers (IT, legal, architecture, accounting etc.). I found it difficult to
find enough number of candidates to interview to undertake this demographic of study. My study

became enfaced on male location-based workers as this was what was available to me.
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I learned many things along the journey of my studies. Some of these key learning points were gig
workers are happy about flexibility, autonomy and work-life balance. However, they feel stress
and worry about unpredictable working conditions. It also became apparent that most gig workers
are not aware of the Supreme Court’s decision, which might protect and improve the well-being
of these workers similarly to PAYE workers. I also learnt it is important to figure out what your
dissertation proposal is early in your studies which gives you time to think and plan a course of
action for the research proposal. It is also important to discuss the thesis proposal with anyone you
can as different opinions and views will benefit you greatly. Above all it is vital that you are
interested in the topic you choose, as this makes the whole process easier. It should be noted that
it is important to research a topic which is under research overall as this will benefit other studies

in this area in the future.

In conclusion, I am very happy with the topic I chose and worked under my supervisor’s guidance.
Because my supervisor guided me in all stages and gave me valuable advice and feedback.
Furthermore, I hope this study benefits further more research in this area and as an effect improves

the well-being of gig employees.

Lastly, I appreciate the CIPD-accredited program, the dissertation process and the whole journey

of the college, it was a great experience and opportunity to develop myself.

Thank you so much.

59



References

Ahmad, N. (2021) ‘Gig Workers: The New Employment Form in the New Economy’, The
Malaysian journal of Islamic sciences. 33(S4), pp.132-145, ULUM ISLAMIYYAH The
Malaysian Journal of Islamic Sciences. Available at:

https://uijournal.usim.edu.my/index.php/uij/article/view/419 [Accessed 31 Jan 2022].

Samad, K. A., Rahman, N. H., Ismail, S., & Marmaya, N. H. (2022). ‘Is the well-being of gig
workers in Malaysia better? The reality of pain and gain’, International Review of Applied
Economics, 37(4), pp. 518-531. Available at:https://doi.org/10.1080/02692171.2023.2240243
[Accessed 06 August 2024].

Acharya, A.S., Prakash, A., Saxena, P. and Nigam, A., (2013) ‘Sampling: Why and how of it’
Indian journal of medical specialties, 4(2), pp.330-333, doi:10.7713/ijms.2013.0032 [Accessed 3
May 2024].

Adhabi, E., and Anozie, C. B. (2017) ‘Literature review for the type of interview in qualitative
research’, International Journal of Education, 9(3), pp. 86-97, doi: 10.5296/ije.v9i13.11483
[Accessed 9 August 2024].

Aguinis, H., & Lawal, S. O. (2013) ‘eLancing: A review and research agenda for bridging the
science—practice gap’, Human Resource Management Review, 23(1), pp. 617, Available at:

https://doi.org/10.1016/j.hrmr.2012.06.003 [Accessed 06 August 2024].

Alharahsheh, H. H. and Pius, A. (2020) ‘A Review of key paradigms: positivism VS
interpretivism’ Global Academic Journal of Humanities and Social Sciences, 2(3) pp. 39-43,
Available at: https://gajrc.com/media/articles/GAJHSS 23 39-43 VMGJbOK.pdf [Accessed 9
August 2024].

Alterman, T., Tsai, R., Ju, J., and Kelly, K. M. (2019) ‘Trust in the Work Environment and

Cardiovascular Disease Risk: Findings from the Gallup-Sharecare Well-Being Index’,

60


https://doi.org/10.1016/j.hrmr.2012.06.003
https://gajrc.com/media/articles/GAJHSS_23_39-43_VMGJbOK.pdf

International Journal of Environmental Research and Public Health, 16(2), pp. 230, Available at:
https://doi.org/10.3390/ijerph16020230 [Accessed 01 August 2024].

Alvi, M. (2016) ‘A Manual for Selecting Sampling Techniques in Research’, Munich Personal
RePEc Archive, Available at: https://mpra.ub.uni-muenchen.de/70218/ [Accessed 3 May 2024].

Amankwah-Amoah, J., Khan, Z., Wood, G.R., and Knight, G .A. (2021). ‘COVID-19 and
digitalization: The great acceleration’, Journal of Business Research, 136, pp. 602 — 611,
Available at: https://doi.org/10.1016/j.jbusres.2021.08.011 [Accessed 01 August 2024].

Arnoldi, E., Bosua, R. and Dirksen, V. (2021) ‘Mapping themes for the well-being of low-skilled
gig workers: Implications for digital platform design’, Intellect Discover, 5, pp. 55-75, Available
at: https://intellectdiscover.com/content/journals/10.1386/tjtm 00031 1 [Accessed 21 January
2024].

Bajwa, U., Gastaldo, D., Di Ruggiero, E., and Knorr, L., (2018) ‘The health of workers in the
global gig economy’, Globalization and  Health, 14 (124). Available at:
https://doi.org/10.1186/s12992-018-0444-8 [Accessed 18 December 2018].

Banks, C.G. (2019) Health, Safety, Well-Being and Economic Security Implications of Gig Work:
An Interdisciplinary Perspective, “Think Piece” for ILO World Day for Safety and Health at
Work, Available at: https://healthyworkplaces.berkeley.edu/publications/health-safety-well-

being-and-economic-security-implications-gig-work-interdisciplinary [Accessed 4 August 2024].

Batmunkh, A., Maria. F. and Zoltan, L. (2022) ‘Bibliometric analysis of gig economy’,
Administrative Sciences, 12(2), pp. 1-15, Available at: https://doi.org/10.3390/admsci12020051
[Accessed 22 June 2024].

Berger, T., Frey, C. K., Levin, G., and Danda, S. T. (2019) ‘Uber happy? Work and well-being in
the ‘Gig Economy’, Economic Policy, 34(99), pp. 429-477, Available at:
https://doi.org/10.1093/epolic/eiz007 [Accessed 06 Aug 2024].

61


https://doi.org/10.3390/ijerph16020230
https://mpra.ub.uni-muenchen.de/70218/
https://doi.org/10.1016/j.jbusres.2021.08.011
https://intellectdiscover.com/content/journals/10.1386/tjtm_00031_1
https://healthyworkplaces.berkeley.edu/publications/health-safety-well-being-and-economic-security-implications-gig-work-interdisciplinary
https://healthyworkplaces.berkeley.edu/publications/health-safety-well-being-and-economic-security-implications-gig-work-interdisciplinary
https://doi.org/10.3390/admsci12020051
https://doi.org/10.1093/epolic/eiz007

Brawley, A.M., (2017) ‘The Big, Gig Picture: We Can’t Assume the Same Constructs Matter’,
Industrial and  Organizational  Psychology, 10(4), pp. 687-696, Available at:
https://cupola.gettysburg.edu/cgi/viewcontent.cgireferer=&httpsredir=1&article=1026 &context=
mgmtfac [Accessed 16 March 2024].

Bryant, A. (2020) ‘Liquid uncertainty, chaos and complexity: The gig economy and the open
source movement’, Thesis Eleven, 156(1), pp- 45-66, Available at:
https://doi.org/10.1177/0725513619898286 [Accessed 10 January 2024].

Buffett, J. (2024) ‘Workers on the Gig Economy: 2022 Statistics’, Zety Blog, 17 June. Available
at: https://zety.com/blog/workers-on-gig-economy [Accessed 10 August 2024].

Castleberry, A., and Nolen, A. (2018) ‘Thematic analysis of qualitative research data: Is it as easy
as it sounds?’ Currents in Pharmacy Teaching and Learning, 10(6), pp. 807-815, Available at:
https://doi.org/10.1016/j.cptl.2018.03.019 [Accessed 22 June 2024].

Caza, B.B., Reid, E.M., Ashford, S.J., & Granger, S. (2022) 'Working on my own: Measuring the
challenges of gig work!, Human Relations, 75(11), pp. 2122-2159. Available at:
https://doi.org/10.1177/00187267211030098 [Accessed 21 June 2021].

Chen, J.Y. (2018) ‘Thrown under the bus and outrunning it! The logic of Didi and taxi drivers’
labour and activism in the on-demand economy’, New Media & Society, 20(8), pp. 2691-2711,
Available at: https://doi.org/10.1177/1461444817729149 [Accessed 06 September 2023].

Chen, R., Wang, R., Sadeh, N. and Fang, F., (2024) ‘Missing Pieces: How Framing Uncertainty
Impacts Longitudinal Trust in Al Decision Aids--A Gig Driver Case Study’, ArXiv, Available at:
https://arxiv.org/abs/2404.06432 [9 April 2024].

Christie, N., and Ward, H., (2019) ‘The health and safety risks for people who drive for work in
the gig economy’, Journal of Transport & Health, 13, pp. 115-127, Available at:
https://doi.org/10.1016/j.jth.2019.02.007, [Accessed 16 April 2024].

62


https://cupola.gettysburg.edu/cgi/viewcontent.cgireferer=&httpsredir=1&article=1026&context=mgmtfac
https://cupola.gettysburg.edu/cgi/viewcontent.cgireferer=&httpsredir=1&article=1026&context=mgmtfac
https://doi.org/10.1177/0725513619898286
https://zety.com/blog/workers-on-gig-economy
https://doi.org/10.1016/j.cptl.2018.03.019
https://doi.org/10.1177/00187267211030098
https://doi.org/10.1177/1461444817729149
https://arxiv.org/abs/2404.06432
https://doi.org/10.1016/j.jth.2019.02.007

Churchill, B., and Craig, L. (2019) ‘Gender in the gig economy: Men and women using digital
platforms to secure work in Australia’, Journal of Sociology, 55(4), Available at:

https://doi.org/10.1177/1440783319894060 [Accessed 06 August 2024].

CIPD (2023) Health and wellbeing at work. Available at:
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/8436-
health-and-wellbeing-report-2023.pdf [Accessed 05 August 2024].

CIPD (2023) The gig economy: What does it look like?. Available at:
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-
cipd-gig-economy-report-8453.pdf [Accessed 4 August 2024].

CIPD (2023) Wellbeing at work. Available at:
https://www.cipd.org/en/knowledge/factsheets/well-being-factsheet/#the-key-domains-of-
wellbeing [Accessed 22 June 2023].

Couper, M. P. (2017) ‘New Developments in Survey Data Collection’, Annual reviews, 43, pp.
121-145, Available at: https://www.annualreviews.org/content/journals/10.1146/annurev -soc-

060116-053613 [Accessed 9 August 2024].

D’Cruz, P., and Noronha, E., (2016) ‘Positives outweighing negatives: the experiences of Indian
crowdsourced workers’, Work Organisation, Labour & Globalisation, 10(1), pp. 44—63, Available
at: https://doi.org/10.13169/workorgalaboglob.10.1.0044 [Accessed 4 October 2023].

Datta et al., (2023) Working Without Borders: The Promise and Peril of Online Gig Work.
Available at: https://openknowledge.worldbank.org/entities/publication/ebc4a7e2-85¢6-467b-
8713-e2d77e954c6¢c [Accessed 24 July 2023].

Davis, M., and Hoyt, E. (2020) ‘A longitudinal study of piece rate and health: Evidence and
implications for workers in the US gig economy’, Public Health, 180, pp.1-9,
https://doi.org/10.1016/j.puhe.2019.10.021 [Accessed 22 May 2024].

63


https://doi.org/10.1177/1440783319894060
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/8436-health-and-wellbeing-report-2023.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/8436-health-and-wellbeing-report-2023.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-cipd-gig-economy-report-8453.pdf
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-cipd-gig-economy-report-8453.pdf
https://www.cipd.org/en/knowledge/factsheets/well-being-factsheet/#the-key-domains-of-wellbeing
https://www.cipd.org/en/knowledge/factsheets/well-being-factsheet/#the-key-domains-of-wellbeing
https://www.annualreviews.org/content/journals/10.1146/annurev
https://doi.org/10.13169/workorgalaboglob.10.1.0044
https://openknowledge.worldbank.org/entities/publication/ebc4a7e2-85c6-467b-8713-e2d77e954c6c
https://openknowledge.worldbank.org/entities/publication/ebc4a7e2-85c6-467b-8713-e2d77e954c6c
https://doi.org/10.1016/j.puhe.2019.10.021

Deng, X., Joshi, K.D., and Galliers, R.D. (2016) ‘The Duality of Empowerment and
Marginalization in Microtask Crowdsourcing: Giving Voice to the Less Powerful Through Value
Sensitive Design’, MIS  Quarterly  40(2), pp- 279-302. https://doi.org/
10.25300/MISQ/2016/40.2.01. [Accessed 4 October 2023].

Desu, M.M, and Raghavarao, D. (1990) Sample Size Methodology. Available at:
https://books.google.ie/books?hl=en&lr=&i1d=WEzGzKNy9yoC&oi=fnd&pg=PP1&dq=sample
+size&ots=bQkjyyJ75T&sig=kpwuuLkOW5kzY zggvnkHSIAYRrQ&redir esc=y#v=onepage&
g=sample%?20size&f=false [Accessed 3 May 2024].

Dua, A., Ellingrud, K., Hancock, B., Luby, R., Madgavkar, A. and Pemberton, S. (2022)
Freelance, side hustles, and gigs: Many more Americans have become independent
workers.Available at: https://www.mckinsey.com/featured-insights/sustainable-inclusive-
growth/future-of-america/freelance-side-hustles-and-gigs-many-more-americans-have-become-

independent-workers [Accessed 10 August 2024].

Dubal, V. (2019) ‘An Uber Ambivalence: Employee Status, Worker Perspectives, & Regulation
in the Gig Economy’, UC Hastings Research Paper, 381, Available at:
http://dx.doi.org/10.2139/ssrn.3488009 [Accessed 06 Aug 2024].

Dufva, M., Koivisto, R., [lmola-Sheppard, L., and Junno, S., (2017) ‘Anticipating Alternative
Futures for the Platform Economy’, Technology Innovation Management Review, 7(9), pp. 616,
https://doi.org/10.22215/timreview/1102 [Accessed 06 August 2024].

Duhaime, E. and Woessner, Z.W. (2019) ‘Explaining the decline of tipping norms in the gig
economy’, Journal of Managerial Psychology, 34(4), pp. 233-245, Available at:
https://www.researchgate.net/publication/333984121 Explaining the decline of tipping norm

s in_the gig economy [Accessed 06 August 2024].

Durlauf, M. (2019) ‘The Commodification of Digital Labor in the Gig Economy: Online

Outsourcing, Insecure Employment, and Platform-based Rating and Ranking Systems’,

64


https://doi.org/
https://books.google.ie/books?hl=en&lr=&id=WEzGzKNy9yoC&oi=fnd&pg=PP1&dq=sample+size&ots=bQkjyyJ75T&sig=kpwuuLkOW5kzYzggvnkH5IAYRrQ&redir_esc=y#v=onepage&q=sample%20size&f=false
https://books.google.ie/books?hl=en&lr=&id=WEzGzKNy9yoC&oi=fnd&pg=PP1&dq=sample+size&ots=bQkjyyJ75T&sig=kpwuuLkOW5kzYzggvnkH5IAYRrQ&redir_esc=y#v=onepage&q=sample%20size&f=false
https://books.google.ie/books?hl=en&lr=&id=WEzGzKNy9yoC&oi=fnd&pg=PP1&dq=sample+size&ots=bQkjyyJ75T&sig=kpwuuLkOW5kzYzggvnkH5IAYRrQ&redir_esc=y#v=onepage&q=sample%20size&f=false
https://www.mckinsey.com/featured-insights/sustainable-inclusive-growth/future-of-america/freelance-side-hustles-and-gigs-many-more-americans-have-become-independent-workers
https://www.mckinsey.com/featured-insights/sustainable-inclusive-growth/future-of-america/freelance-side-hustles-and-gigs-many-more-americans-have-become-independent-workers
https://www.mckinsey.com/featured-insights/sustainable-inclusive-growth/future-of-america/freelance-side-hustles-and-gigs-many-more-americans-have-become-independent-workers
http://dx.doi.org/10.2139/ssrn.3488009
https://doi.org/10.22215/timreview/1102
https://www.researchgate.net/publication/333984121_Explaining_the_decline_of_tipping_norms_in_the_gig_economy
https://www.researchgate.net/publication/333984121_Explaining_the_decline_of_tipping_norms_in_the_gig_economy

Psychosociological Issues in Human Resource Management, 7(1), pp. 54-59, Available at:
https://doi.org/10.22381/PTHRM7120196 [Accessed 16 April 2024].

Eaton, A. and Heckscher, C. (2021) ‘COVID’s Impacts on the Field of Labour and Employment
Relations’, Journal of management studies 58(1), pp. 273-277. Available at:
https://onlinelibrary.wiley.com/doi/10.1111/joms.12645 [Accessed 5 August 2024].

Fair Work Convention (2016) Fair work framework 2016. Available at:
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-

Framework-PDF-Full-Version.pdf [ Accessed 3 May 2024].

Gallup (2011)  Gallup-Sharecare ~ Well-Being  Index  Questions.  Available at:
https://news.gallup.com/poll/146822/gallup-healthways-index-questions.aspx ~ [Accessed 4
August 2024].

Gallup (2017) Employee Wellbeing Is Key for Workplace Productivity. Available at:
https://www.gallup.com/workplace/215924/well-being.aspx [Accessed 24 April 2024].

Gallup (2022) Consult the board: Experiences with Gig workers and Gig economy. Available at:
https://www.gartner.com/en/documents/4012325 [Accessed 11 March 2022].

Gallup (2023) What is employee engagement and how do you improve it?. Available at:
https://www.gallup.com/workplace/285674/improve-employee-engagement-workplace.aspx

[Accessed 10 November 2023].

Goods, C., Veen, A., and Barratt, T., (2019) ‘Is your gig any good? Analysing job quality in the
Australian platform-based food-delivery sector’, The Journal of Industrial Relations, 61(4), pp.
502-527, Available at: https://doi.org/10.1177/0022185618817069 [Accessed 06 August 2024].

65


https://doi.org/10.22381/PIHRM7120196
https://onlinelibrary.wiley.com/doi/10.1111/joms.12645
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-Framework-PDF-Full-Version.pdf
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-Framework-PDF-Full-Version.pdf
https://news.gallup.com/poll/146822/gallup-healthways-index-questions.aspx
https://www.gallup.com/workplace/215924/well-being.aspx
https://doi.org/10.1177/0022185618817069

Goswami, M (2020) ‘Revolutionizing employee and employer relationship via gig economy’,
Materials today; Proceeding,. Available at: https://doi.org/10.1016/j.matpr.2020.09.436
[Accessed 1 November 2020].

Graham, M., Lehdonvirta, V., Wood, A., Barnard, H., Hjorth, 1., and Simon, S. D. (2017) The
Risks and Rewards of Online Gig Work At the Global Margins. Available at:
https://ora.ox.ac.uk/objects/uuid:8c791d5a-e3a5-4a59-9b93-fbabea881554 [Accesed 06 August
2024].

Haq, M. (2014) ‘A comparative analysis of qualitative and quantitative research methods and a
justification for use of mixed methods in social research’, Annual PhD Conference. University of
Bradford School of Management, June 2014, Available at:
https://bradscholars.brad.ac.uk/bitstream/handle/10454/7389/MethodsReviewArticle- ~ Dec24-
2015-reposit.pdf?sequence=3&isAllowed=y [Accessed 22 June 2024].

Harter, J.K., Schmidt, F.L., and Keyes, C.L. (2003) ‘Well-being in the workplace and its
relationship to business outcomes: A review of the Gallup studies’, /st Positive Psychology

Summit, pp. 205-224, doi: 10.1037/10594-009 [Accessed 24 April 2024].

Harun, N., Mohamad, N.M., and Khan, N. L., (2020) ‘An experimental measure of Malaysia’s gig
workers using labour force survey’ Statistical Journal of the A0S, 36, pp. 969-977, Available at:
https://content.iospress.com/download/statistical-journal-of-the-i1aos/sji200749?1d=statistical-

journal-of-the-120s%2Fsji200749 [10 August 2024].

Healy, T. (2023) Delivery drivers for pizza restaurant should be treated as employees, not
contractors, Supreme Court finds. Available at: https://www.independent.ie/business/delivery-
drivers-for-pizza-restaurant-should-be- treated-as-employees-not-contractors-supreme-court-

finds/a1205437645.html [Accessed 9 August 2024].

66


https://ora.ox.ac.uk/objects/uuid:8c791d5a-e3a5-4a59-9b93-fbabea881554
https://bradscholars.brad.ac.uk/bitstream/handle/10454/7389/MethodsReviewArticle-
https://content.iospress.com/download/statistical-journal-of-the-iaos/sji200749?id=statistical-journal-of-the-iaos%2Fsji200749
https://content.iospress.com/download/statistical-journal-of-the-iaos/sji200749?id=statistical-journal-of-the-iaos%2Fsji200749
https://www.independent.ie/business/delivery-drivers-for-pizza-restaurant-should-be-
https://www.independent.ie/business/delivery-drivers-for-pizza-restaurant-should-be-

Hennessey, J. (2022) Invest In Your Employees To Improve Your Company’s Intellectual Capital.
Available at:  https://www.forbes.com/sites/forbesagencycouncil/2022/03/23/invest-in-your-

employees-to-improve-your-companys-intellectual-capital / [Accessed 06 Aug 2024].

Heriyanto, H. (2018) ‘Thematic Analysis sebagai Metode Menganalisa Data untuk Penelitian
Kualitatif’, Anuva, doi: 10.14710/ANUVA.2.3.317-324 [Accessed 19 July 2024].

International Labour Organization (2016) Non-standard employment around the world:
Understanding challenges, shaping prospects. Available at:
https://www.ilo.org/publications/major-publications/non-standard-employment-around-world-

understanding-challenges-shaping [Accessed 16 November 2023].

International Labour Organization (2024) Realizing decent work in the platform economy.
Available at: https://www.ilo.org/resource/conference-paper/realizing-decent-work-platform-

economy [Accessed 31 January 2024].

Jayanthy, S., Velanganni, R. and Santhoshkumar, G. (2019) ‘A Study on Employee Retention’,
Journal of Advanced Research in Dynamical and Control Systems, 11(09), pp. 1315-1319, doi:
10.5373/JARDCS/V11/20192742 [Accessed 14 July 2024].

Jesnes, K. (2019) ‘Employment Models of Platform Companies in Norway: A Distinctive
Approach?’, Nordic Journal of Working Life Studies, 9, pp. 53-73, Available at:
https://tidsskrift.dk/njwls/article/view/114691 [Accessed 22 May 2024].

Johnson, S., Cooper, C., Cartwright, S., Donald, 1., Taylor, P.J. and Cook, C. (2005) ‘The
Experience of Work-Related Stress across Occupations’, Journal of Managerial Psychology,

20(2), doi: 10.1108/02683940510579803 [Accessed 06 Aug 2024].

Junjie, M. and Yingxin, M. (2021) ‘The Discussions of Positivism and Interpretivism’, Global
Academic Journal of Humanities and Social Sciences, 4(1), pp. 10-14, Available at:
https://files.eric.ed.gov/fulltext/ED619359.pdf [Accessed 22 June 2024].

67


https://www.forbes.com/sites/forbesagencycouncil/2022/03/23/invest-in-your-
https://www.ilo.org/publications/major-publications/non-standard-employment-around-world-understanding-challenges-shaping
https://www.ilo.org/publications/major-publications/non-standard-employment-around-world-understanding-challenges-shaping
https://www.ilo.org/resource/conference-paper/realizing-decent-work-platform-economy
https://www.ilo.org/resource/conference-paper/realizing-decent-work-platform-economy
https://tidsskrift.dk/njwls/article/view/114691
https://files.eric.ed.gov/fulltext/ED619359.pdf

Kahneman, D. and Deaton, A. (2010) ‘High income improves evaluation of life but not emotional
well-being’, Proceedings of the National Academy of Sciences, 107(38), pp. 16489-16493,
Available at: https://doi.org/10.1073/pnas.1011492107 [Accessed 14 July 2024].

Katz, L.F. and Krueger, A. B. (2016) ‘The rise and nature of alternative work arrangements in
the United States, 1995-2015°, National Bureau of Economic Research Working Paper, Available
at: https://www.nber.org/system/files/working papers/w22667/w22667.pdf [Accessed 10 August
2024].

Keith, M.G., Harms, P. and Tay, L. (2019) ‘Mechanical Turk and the gig economy: exploring
differences between gig workers’, Journal of Managerial Psychology, 34(4), pp. 286-306,
Available at: https://doi.org/10.1108/JMP-06-2018-0228 [Accessed 16 March 2024].

Kempton, B. (2023) Gig Economy Statistics and Key Takeaways for 2024. Available at:
https://www.upwork.com/resources/gig-economy-statistics [Accessed 9 August 2024].

Kim, J. (2022) Platform economy and gig work in South Korea. Available at:
https://www.taylorfrancis.com/chapters/edit/10.4324/9781003161875-34/platform-economy-

gig-work-south-korea-ji-hyeon-kim [Accessed 22 June 2024].

Koppel, J., and Kolencik, J., (2018) ‘The future of workers: contingent forms of labor contracting
in the platform economy’, Psychosociological Issues in Human Resource Management 6(1), pp.

172—-177, Available at: https://doi.org/10.22381/ PIHRM6120189 [Accessed 4 October 2023].

Kossivi, B., Xu, M., and Kalgora, B. (2016) ‘A study on determining factors of employee
retention’, Open Journal of Social Sciences, 4, pp. 261-268, Available at:
https://www.scirp.org/pdf /JSS 2016053009190527.pdf [Accessed 9 August 2024].

Kost, D., Fieseler, C., and Wong, S.I., (2018) ‘Finding meaning in a hopeless place? The
construction of meaningfulness in digital microwork’, Computers in Human Behavior, 82, pp.

101-110, Available at: https://doi.org/10.1016/j.chb.2018.01.002 [Accessed 16 March 2024].

68


https://doi.org/10.1073/pnas.1011492107
https://doi.org/10.1108/JMP-06-2018-0228
https://www.upwork.com/resources/gig-economy-statistics
https://www.taylorfrancis.com/chapters/edit/10.4324/9781003161875-34/platform-economy-gig-work-south-korea-ji-hyeon-kim
https://www.taylorfrancis.com/chapters/edit/10.4324/9781003161875-34/platform-economy-gig-work-south-korea-ji-hyeon-kim
https://doi.org/10.22381/
https://www.scirp.org/pdf
https://doi.org/10.1016/j.chb.2018.01.002

Koutsimpogiorgos, N., Van Slageren, J., Herrmann, A.M. and Frenken, K., (2020)
‘Conceptualizing the gig economy and its regulatory problems’, Policy & Internet, 12(4), pp. 525-
545, Available at:
https://www.researchgate.net/publication/341100542 Conceptualizing the Gig Economy and
Its Regulatory Problems [Accessed 06 August 2024].

Kuphanga, D. (2024) ‘Questionnaires in Research: Their Role, Advantages, and Main Aspects’,
ActionAid International, Available at:
https://www.researchgate.net/publication/378868278 Questionnaires in_Research Th

eir Role Advantages and Main Aspects [Accessed 3 May 2024].

Lauren, R.M. and Anandan, C.R. (2024) ‘Exploring the Challenges and Uncertainties faced by
Gig Workers’, Journal of Academia and Industrial Research, 12(2), pp. 24-30, Available at:
http://jairjp.com/VOLUME%2012%20ISSUE%2002%200CTOBER%2023%20T0%20JANU
ARY%2024/05%20ROSARIO%20RESEARCH%20ARTICLE-JAIR .pdf [Accessed 07 January
2024].

Lehdonvirta, V. (2018) ‘Flexibility in the gig economy: managing time on three online piecework
platforms’, New Technology, Work & Employment, 33(1), pp. 13-29, Available at: https://
doi.org/10.1111/ntwe.12102 [Accessed 4 October 2023].

Lehdonvirta, V., Kassi, O., Hjorth, 1., Barnard, H., and Graham, M. (2019) ‘The Global Platform
Economy: A New Offshoring Institution Enabling Emerging-Economy Micro providers’, Journal
of management, 45(2), pp. 567-599, Available at: https://doi.org/10.1177/0149206318786781
[Accessed 16 March 2024].

Lemke, R. (2019) 'Digital Services Mediated by Online Labor Platforms: Contingent Work
Arrangements, Job Precariousness, and Marginal Social Identities', Psychosociological Issues in
Human Resource Management, 7(1), 66+, Available:
https://link.gale.com/apps/doc/A589127705/AONE?u=anon~f2e67eaf&sid=googleScholar&xid
=fd13cd87 [Accessed 06 Aug 2024].

69


https://www.researchgate.net/publication/341100542_Conceptualizing_the_Gig_Economy_and_Its_Regulatory_Problems
https://www.researchgate.net/publication/341100542_Conceptualizing_the_Gig_Economy_and_Its_Regulatory_Problems
https://www.researchgate.net/publication/378868278_Questionnaires_in_Research_Th
https://doi.org/10.1177/0149206318786781
https://link.gale.com/apps/doc/A589127705/AONE?u=anon~f2e67eaf&sid=googleScholar&xid=fd13cd87
https://link.gale.com/apps/doc/A589127705/AONE?u=anon~f2e67eaf&sid=googleScholar&xid=fd13cd87

Li, Y., Xu, S., Yu, Y. and Meadows, R. (2023) ‘The well-being of gig workers in the sharing
economy during COVID-19’, International Journal of Contemporary Hospitality Management,
35(4), pp- 1470-1489, Available at:
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-01-2022-
0064/full/html?skipTracking=true [Accessed 28 October 2023].

Liao, S. (2020) After Covid, we may be in a volatile gig economy that relies heavily on the internet.
Available at: https://edition.cnn.com/2020/06/07/economy/gig-economy-unemployment-
coronavirus/index.html [Accessed 5 August 2024].

Ljungholm, D.P. (2019) ‘Non-Standard Work Arrangements in Digital Labor Markets:
Employment Regulation, Legally Enforceable Rights to Decent Jobs, and SocioEconomic

Precariousness’, Psychosociological Issues in Human Resource Management, 7(1), pp. 78-83,

Available at: https://doi.org/10.22381/PIHRM71201910 [Accessed 4 October 2023].

Lu, L. and Gilmour, R. (2004) ‘Culture and Conceptions of Happiness: Individual Oriented and
Social Oriented SWB’, Journal of Happiness Studies, 5(3), pp. 269-291, Available at:
https://www.researchgate.net/publication/23545526 Culture and Conceptions of Happiness I

ndividual Oriented and Social Oriented SWB [Accessed 05 September 2023].

Lunsford, T. R. and Lunsford, B. R. (1995) ‘The research sample, Part 1 sampling’, JPO Journal
of  Prosthetics and Orthotics, 7(3), pp- 105-112, Available at:
https://journals.lww.com/jpojournal/Abstract/1995/00730/The_Research Sample, Part I Sam

pling_.8.aspx [Accessed 5 June 2024].

Mohsin, F., Md Isa, N., Awee, A., and Purhanudin, N. (2022) ‘Growing Gigs: A Conceptual
Report on Job Autonomy and Work Engagement on Gig Workers’ Performance’, International
Journal Of Advanced Research In Economics And Finance, 4(1), pp. 144-156, Available at:
https://doi.org/10.55057/ijaref.2022.4.1.14 [Accessed 01 May 2022].

70


https://www.emerald.com/insight/content/doi/10.1108/IJCHM-01-2022-0064/full/html?skipTracking=true
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-01-2022-0064/full/html?skipTracking=true
https://edition.cnn.com/2020/06/07/economy/gig-economy-unemployment-coronavirus/index.html
https://edition.cnn.com/2020/06/07/economy/gig-economy-unemployment-coronavirus/index.html
https://doi.org/10.22381/PIHRM71201910
https://www.researchgate.net/publication/23545526_Culture_and_Conceptions_of_Happiness_Individual_Oriented_and_Social_Oriented_SWB
https://www.researchgate.net/publication/23545526_Culture_and_Conceptions_of_Happiness_Individual_Oriented_and_Social_Oriented_SWB

Musilek, K., Jamie, K., and McKie, L. (2019) ‘Cold Winds and Warm Attachments: Interrogating
the Personal Attachment to Neoliberal Work and Economy’, Work, Employment and Society,
34(3), Available at: https://doi.org/10.1177/0950017019856798 [Accessed 10 May 2024].

Naughton, C., Meehan, E., Lehane, E., Landers, C., Flaherty, S. J., Lane, A., Landers, M., Kilty,
C., Saab, M., Goodwin, J., Walshe, N., Wills, T., Mccarthy, V., Murphy, S., Mccarthy, J.,
Cummins, H., Madden, D., and Hegarty, J. (2020) Ethical frameworks for quality improvement
activities: an analysis of international practice. Journal of the International Society for Quality in
Health Care, 32(8), pp. 558-566, Available at: https://doi.org/10.1093/intghc/mzaa092 [Accessed
9 June 2024].

Nemkova, E., Demirel, P., and Baines, L., (2019) ‘In search of meaningful work on digital
freelancing platforms: the case of design professionals’, New Technology, Work & Employment,
34 (3), pp. 226243, Available at: https://doi.org/10.1111/ntwe.12148 [Accessed 16 March 2024].
Newell, R. (1994) ‘The structured interview’, Nurse Research, 1(3), pp. 13-22, doi:
10.7748/nr.1.3.14.s3 [Accessed 19 April 2024].

Newman, D., Sanders, M., and Thompson, D., (2021) ‘Teacher well-being and job satisfaction:
The importance of efficacy and support’, Scholar’s Journal, 4, pp. 1-13, Available at:
https://files.eric.ed.gov/fulltext/ED618228.pdf [Accessed 9 August 2024].

Nickell, D., Kliestikova, J., and Kovacova, M., (2019) ‘The Increasing Casualization of the Gig
Economy: Insecure Forms of Work, Precarious Employment Relationships, and the Algorithmic
Management of Labor’, Psychosociological Issues in Human Resource Management, 7(1), pp.60—
65, Available at: https://doi.org/10.22381/PIHRM7120197 [Accessed 16 March 2024].

Nielsen, K., and Noblet, A. (2018) Organizational Interventions for Health and Well-being: A
Handbook for Evidence-Based Practice. Ist edn. Available at:
https://www.taylorfrancis.com/books/edit/10.4324/9781315410494/organizational-interventions-
health-well-being-karina-nielsen-andrew-noblet [Accessed 06 Aug 2024].

71


https://doi.org/10.1177/0950017019856798
https://doi.org/10.1093/intqhc/mzaa092
https://doi.org/10.1111/ntwe.12148

OECD (2021) Case Studies on the Regulatory Challenges Raised by Innovation and the
Regulatory Responses. Available at: https://www.oecd-ilibrary.org/governance/case-studies-on-

the-regulatory-challenges-raised-by-innovation-and-the-regulatory-responses_8fal90b5-en

[Accessed 14 December 2021].

OECD (2021) The impact of the growth of the sharing and gig economy on VAT/GST policy and
administration. Available at: https://www.oecd-ilibrary.org/docserver/51825505-
en.pdf?expires=1722789618&id=id&accname=guest&checksum=90632F22977F2C734BB830F
CI97ECCAT7A [Accessed 4 August 2024].

OECD (2023) Subjective well-being measurement. Available at: https://www.oecd-
ilibrary.org/social-issues-migration-health/subjective-well-being-measurement 4e180f51-
en;jsessionid=xJKqtcD5Ha8-aJK4mo7-KUX9-xOp-ab8If5X5uxF.ip-10-240-5-165 [Accessed 08
September 2023].

OECD (2023) Digital labour platforms: Opportunities and challenges for formal employment,
Informality and Globalisation: In Search of a New Social Contract, Available at:
ttps://doi.org/10.1787/a5d18123-en [Accessed 06 Aug 2024].

Ozimek, A. (2021) Freelance  Forward  Economist  Report.  Available at:
https://www.upwork.com/research/freelance-forward-2021 [Accessed 06 Aug 2024].

Pereira, V., Behl, A., Jayawardena, N., Laker, B., Dwivedi, Y. K. and Bhardwaj, S. (2022) ‘The
art of gamifying digital gig work: a theoretical assessment of engagement and motivation’,
University of Reading, Available at:
https://centaur.reading.ac.uk/105261/1/PPC%?20final%20%?28ex%20VP%29%5B85%5D.pdf
[Accessed 08 February 2022].

Pesole, A., Urzi, M.C, Fernandez-Macias, E., Biagi, F., and Gonzalez, V, I. (2018) ‘JRC Science
for policy report, Platform workers in Europe: Evidence from the COLLEEM survey’, Joint

72


https://www.oecd-ilibrary.org/governance/case-studies-on-the-regulatory-challenges-raised-by-innovation-and-the-regulatory-responses_8fa190b5-en
https://www.oecd-ilibrary.org/governance/case-studies-on-the-regulatory-challenges-raised-by-innovation-and-the-regulatory-responses_8fa190b5-en
https://www.oecd-ilibrary.org/governance/case-studies-on-the-regulatory-challenges-raised-by-innovation-and-the-regulatory-responses_8fa190b5-en
https://www.oecd-ilibrary.org/governance/case-studies-on-the-regulatory-challenges-raised-by-innovation-and-the-regulatory-responses_8fa190b5-en
https://www.oecd-ilibrary.org/docserver/51825505-en.pdf?expires=1722789618&id=id&accname=guest&checksum=90632F22977F2C734BB830FC97ECCA7A
https://www.oecd-ilibrary.org/docserver/51825505-en.pdf?expires=1722789618&id=id&accname=guest&checksum=90632F22977F2C734BB830FC97ECCA7A
https://www.oecd-ilibrary.org/docserver/51825505-en.pdf?expires=1722789618&id=id&accname=guest&checksum=90632F22977F2C734BB830FC97ECCA7A
https://www.oecd-ilibrary.org/social-issues-migration-health/subjective-well-being-measurement_4e180f51-en;jsessionid=xJKqtcD5Ha8-aJK4mo7-KUX9-xOp-ab8If5X5uxF.ip-10-240-5-165
https://www.oecd-ilibrary.org/social-issues-migration-health/subjective-well-being-measurement_4e180f51-en;jsessionid=xJKqtcD5Ha8-aJK4mo7-KUX9-xOp-ab8If5X5uxF.ip-10-240-5-165
https://www.oecd-ilibrary.org/social-issues-migration-health/subjective-well-being-measurement_4e180f51-en;jsessionid=xJKqtcD5Ha8-aJK4mo7-KUX9-xOp-ab8If5X5uxF.ip-10-240-5-165
https://www.upwork.com/research/freelance-forward-2021

research center, Available at: https://op.europa.eu/en/publication-detail/-/publication/fe8c6fdf-
79b8-11e8-ac6a-01aa75ed71al [Accessed 12 December 2024].

PWC (2015) Sharing or paring? Growth of the sharing economy. Available at:
https://www.pwc.com/hu/en/kiadvanyok/assets/pdf/sharing-economy-en.pdf ~ [Accessed 12
December 2023].

PWC (2022) 2022 Gig Economy Report. Available at: https://www.pwec.ie/reports/2022-gig-
economy-report.html [Accessed 12 December 2023].

Rahman, A. and Muktadir, G. (2021) SPSS: An Imperative Quantitative Data Analysis Tool for
Social Science Research, International Journal of Research and Innovation in Social Science,
5(10), Awvailable at: https://www.rsisinternational.org/journals/ijriss/Digital-Library/volume-5-

issue-10/300-302.pdf [Accessed 28 October 2023].

Ramona, S.E. (2011) ‘Advantages and Disadvantages of Quantitative and Qualitative Information
Risk Approaches’, Journal of Business and Management, 10(12), pp. 1106-1110, Available at:
https://www.davidpublisher.com/index.php/Home/Article/index?id=8617.html ~ [Accessed 9
August 2024].

Rani, S., Agustiani, H., Ardiwinata, M. R., and Purwono, R. U (2017) ‘Organizational Well-Being
in  University’, Scientific Journal of PPI-UKM, 4(1), pp. 38-42, Available at:
https://www.semanticscholar.org/paper/Organizational-Well-Being-in-University-Rani-
Agustiani/1832da5fc51069ead1828cb82eb59fbe0570d8tb [Accessed 9 August 2024].

Rath, T. and Harter, J. (2010) The five essential elements of well-being. Available at:
https://www.gallup.com/workplace/237020/five-essential-elements.aspx [Accessed 04 May
2024].

Ravenelle, A.J., (2019) ‘We’re not uber: control, autonomy, and entrepreneurship in the gig
economy’, Journal of Managerial Psychology, 34(4), pp.269-285. do0i:10.1108/JMP-06-2018-
0256 [Accessed 06 Aug 2024].

73


https://www.davidpublisher.com/index.php/Home/Article/index?id=8617.html
https://www.semanticscholar.org/paper/Organizational-Well-Being-in-University-Rani-Agustiani/1832da5fc51069ead1828cb82eb59fbe0570d8fb
https://www.semanticscholar.org/paper/Organizational-Well-Being-in-University-Rani-Agustiani/1832da5fc51069ead1828cb82eb59fbe0570d8fb
https://www.gallup.com/workplace/237020/five-essential-elements.aspx

Roberts, A., and Zietsma, C., (2018) ‘“Working for an App: Organizational Boundaries, Roles, and
Meaning of Work in the “On-demand” Economy’ Research in the Sociology of Organizations, 57,
pp. 195-225. Available at: https://doi.org/10.1108/S0733- 558X20180000057008 [Accessed 4
October 2023].

Rolfe, S.A., and Siraj-Blatchford, I. (2001) Doing Early Childhood Research: International
perspectives  on  theory and practice. 1st edn. Routledge. Available at:

https://doi.org/10.4324/9781003115397 [Accessed 22 June 2024].

Ruyter, A. and Brown, M. (2019) The Gig Economy. Available at:
https://research.ebsco.com/c/x470ol5/search/details/ieypgimlbf?q=GIG [Accessed 04 May 2024].

Ryan, F., Coughlan, M.J., and Cronin, P. (2009) ‘Interviewing in qualitative research: The one-
to-one interview’, International journal of therapy and rehabilitation, 16, pp. 309-314, Available

at:https://doi.org/10.12968/ijtr.2009.16.6.42433 [Accessed 19 July 2024].

Ryff, C. (2013) ‘Psychological Well-Being Revisited: Advances in the Science and Practice of
Eudaimonia’, Psychotherapy and Psychosomatic, 83(1), pp. 10-28, Available at:
https://karger.com/pps/article/83/1/10/282771/Psychological-Well-Being-Revisited-Advances-
in-the [Accessed 04 May 2024].

Ryff, C. and Keyes, C. (1995) ‘The structure of psychological well-being revisited’, Journal of
Personality  and  Social ~ Psychology,  69(4), pp. 719-727, Available at:
https://midus.wisc.edu/findings/pdfs/830.pdf [Accessed 04 May 2024].

Ryff, C.D., and Singer, B. (2008) ‘Know Thyself and Become What You Are: A Eudaimonic
Approach to Psychological Well-Being’, Journal of Happiness Studies, 9(1), pp.13-39, Available
at: https://www.researchgate.net/publication/23545616_Know_Thyself and Become What
You Are A Eudaimonic Approach to Psychological Well-Being [Accessed 22 June 2024].

74


https://doi.org/10.1108/S0733-
https://doi.org/10.4324/9781003115397
https://research.ebsco.com/c/x47ol5/search/details/ieypgimlbf?q=GIG
https://karger.com/pps/article/83/1/10/282771/Psychological-Well-Being-Revisited-Advances-in-the
https://karger.com/pps/article/83/1/10/282771/Psychological-Well-Being-Revisited-Advances-in-the
https://midus.wisc.edu/findings/pdfs/830.pdf
https://www.researchgate.net/publication/23545616_Know_Thyself_and_Become

Samad, K., Abd Rahman, N. H., Ismail, S., and Marmaya, N. H. (2023). ‘Is the well-being of gig
workers in Malaysia better? The reality of pain and gain’, International Review of Applied
Economics, 37(4), pp- 518-531. Available at:
https://www.tandfonline.com/doi/full/10.1080/02692171.2023.2240243 [28 July 2023].

Sanidas, E. (2004) ‘Technology, technical and organizational innovations, economic and societal
growth’, Technology in Society, 26(1), pp- 67-84. Available at:
https://doi.org/10.1016/j.techsoc.2003.10.006 [Accessed 12 April 2024].

Saunders, M.., Lewis, P. and Thornhill, A. (2019) Research methods for business
students. 8th edn. Available at:

https://research.ebsco.com/c/x470l5/search/details/ljabfgk2ez?q=research%20business%20saund
ers [Accessed 08 August 2024].

Saunders, M., Lewis, P. and Thornhill, A. (2023) Research methods for business student. 9th edn.
Available at:
https://research.ebsco.com/c/x470ol5/search/details/mcjage5tjr?q=saunders%20business%20resea

rch [Accessed 08 August 2024].

Sendur, Y. (2022) 'The Covid-19 Pandemic and Digitalization in Financial Markets', Istanbul
Journal of Economics, 72(2), pp.1025-1038, Available at:
https://doi.org/10.26650/ISTJECON2022-1127590 [Accessed 01 August 2024].

Sharma, G., (2017) ‘Pros and cons of different sampling techniques’, International Journal of
Applied Research, 3(7), pp.749-752, Available at:
https://www.allresearchjournal.com/archives/2017/vol3issue7/PartK/3-7-69-542.pdf [Accessed 3
May 2024].

75


https://www.tandfonline.com/doi/full/10.1080/02692171.2023.2240243
https://doi.org/10.1016/j.techsoc.2003.10.006
https://research.ebsco.com/c/x47ol5/search/details/ljabfgk2ez?q=research%20business%20saunders
https://research.ebsco.com/c/x47ol5/search/details/ljabfgk2ez?q=research%20business%20saunders
https://research.ebsco.com/c/x47ol5/search/details/mcjagc5tjr?q=saunders%20business%20research
https://research.ebsco.com/c/x47ol5/search/details/mcjagc5tjr?q=saunders%20business%20research
https://research.ebsco.com/c/x47ol5/search/details/mcjagc5tjr?q=saunders%20business%20research
https://research.ebsco.com/c/x47ol5/search/details/mcjagc5tjr?q=saunders%20business%20research
https://doi.org/10.26650/ISTJECON2022-1127590
https://www.allresearchjournal.com/archives/2017/vol3issue7/PartK/3-7-69-542.pdf

Shuttleworth, M. (2017) Research Bias, Available at:
https://www.semanticscholar.org/paper/Research-Bias-
Shuttleworth/cd578fb5eale9b5757ac5d3daatdd6eafl bbe274#citing-papers [Accessed 19 July
2024].

Singh, D. (2023) ‘Theoretical Integration of Gig Economy: Exploring various Prospects,
Challenges and Regulatory Measures’, International Journal for Multidisciplinary Research, 5(1),
Available at: https://www.ijfmr.com/papers/2023/1 /4860.pdf [Accessed 22 June 2024].

Smith, S., and Kubala, P., (2018) Social justice in the workplace: are on-demand companies
exploiting current regulatory ambiguities and workforce precarity? Psychosociological Issues in
Human Resource Management, 6(1), 166—-171, Available at:
https://doi.org/10.22381/PTHRM6120188 [Accessed 06 Aug 2024].

Stewart, A., and Stanford, J. (2017) 'Regulating work in the gig economy: What are the options?',
Economic and Labour Relations Review, 28(3), pp. 420-437. Available at:
https://doi.org/10.1177/0950017019856798 [Accessed 4 August 2024].

Stiehl, E., Jones-Jack, N. H., Baron, S., and Muramatsu, N. (2019) ‘Worker well-being in the
United States: Finding variation across job categories’, Preventive Medicine Reports, 13, pp. 5-

10, Available at: https://doi.org/10.1016/j.pmedr.2018.10.006 [Accessed 01 July 2024].

Streefkerk, R. (2019) Qualitative vs. Quantitative Research | Differences, Examples & Methods.
Available at: https://shorturl.at/3BU75 [Accessed 22 June 2024].

Subedi, K. R. (2021) ‘Determining the Sample in Qualitative Research’, Scholar’s Journal, 4, pp.
1-13, Available at: https://eric.ed.gov/?1d=ED618228 [Accessed 10 August 2024].

Tan, D. (2021) ‘A brave new frontier in the dichotomous Indonesian labour law: Gig economy,
platform paradox and workers without employers’, Mimbar Hukum, 33(1), Available at:

https://jurnal.ugm.ac.id/v3/MH/article/view/1956/569 [Accessed 18 June 2021].

76


https://www.semanticscholar.org/paper/Research-Bias-Shuttleworth/cd578fb5ea1e9b5757ac5d3daafdd6eaf1bbc274#citing-papers
https://www.semanticscholar.org/paper/Research-Bias-Shuttleworth/cd578fb5ea1e9b5757ac5d3daafdd6eaf1bbc274#citing-papers
https://www.ijfmr.com/papers/2023/1
https://doi.org/10.22381/PIHRM6120188
https://doi.org/10.1177/0950017019856798
https://doi.org/10.1016/j.pmedr.2018.10.006
https://shorturl.at/3BU75
https://eric.ed.gov/?id=ED618228
https://jurnal.ugm.ac.id/v3/MH/article/view/1956/569
https://jurnal.ugm.ac.id/v3/MH/article/view/1956/569
https://jurnal.ugm.ac.id/v3/MH/article/view/1956/569

Tan, Z. M., Aggarwal, N., Cowls, J., Morley, J., Taddeo, M., and Floridi, L. (2021) ‘The Ethical
Debate About the Gig Economy: A Review and Critical Analysis’, Technology in Society 65(2),
Available at: https://philpapers.org/archive/TANTED.pdf [Accessed 22 June 2024].

Taylor, M., G. Marsh, D. Nicol, and P. Broadbent. (2017) Good Work: The Taylor Review of
Modern Working Practices. Available at:
https://www.hbs.edu/faculty/Pages/item.aspx?num=>54457 [ Accessed 06 August 2024].

Topp, Ch., Ostergaard, S., Sengergaard, S. and Bech, P. (2014) ‘The WHO-5 Well-Being Index:
A Systematic Review of the Literature’ Psychotherapy and Psychosomatic, 84(3), pp. 167-176,
Available at: https://karger.com/pps/article/84/3/167/282903/The-WHO-5-Well-Being-Index-A-
Systematic-Review-of [Accessed 05 August 2024].

Tyler J.V., Trudel-Fitzgerald, C., Allin, P., Farrelly, C., Fletcher, G., Frederick, D. E., Hall, J.,
Helliwell, J. F., Kim, E., Lauinger, W. A., Lee, M. T., Lyubomirsky, S., Margolis, S., McNeely,
E., Messer, N., Tay, L., Viswanath, V., Weziak-Bialowolska, D., and Kubzansky, L. D. (2020)
‘Current recommendations on the selection of measures for well-being’, Preventive Medicine,

133, Available at: https://doi.org/10.1016/j.ypmed.2020.106004 [Accessed 9 August 2024].

Vucekovi¢ M, Avlijas G, Markovi¢ MR, Radulovi¢ D, Dragojevi¢ A and Markovi¢ D (2023) ‘The
relationship between working in the “gig” economy and perceived subjective well-being in
Western  Balkan  countries’,  Frontiers  in  Psychology, 14, Available at:
https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2023.1180532/full
[Accessed 06 Aug 2024].

Wallace, L. (2023) Five Hidden Costs Of Employee Attrition. Available at:

https://www.forbes.com/sites/forbeseq/2023/03/21/five-hidden-costs-of-employee-attrition/
[Accessed 9 August 2024].

77


https://philpapers.org/archive/TANTED.pdf
https://www.hbs.edu/faculty/Pages/item.aspx?num=54457
https://karger.com/pps/article/84/3/167/282903/The-WHO-5-Well-Being-Index-A-Systematic-Review-of
https://karger.com/pps/article/84/3/167/282903/The-WHO-5-Well-Being-Index-A-Systematic-Review-of
https://doi.org/10.1016/j.ypmed.2020.106004
https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2023.1180532/full
https://www.forbes.com/sites/forbeseq/2023/03/21/five-hidden-costs-of-employee-attrition/

Watson, G., Kistler, L., Graham, B., and Sinclair, R. (2021) ‘Looking at the Gig Picture: Defining
Gig Work and Explaining Profile Differences in Gig Workers’ Job Demands and Resources, Sage
journals, 46(2), Available at: https://journals.sagepub.com/doi/10.1177/1059601121996548
[Accessed 24 February 2024].

World Health Organization (2010) Healthy workplaces: a model for action. Available at:
https://www.who.int/publications/i/item/9789241599313 [Accessed 19 January 2024].

World Health Organization (2022) Mental health at work: policy brief. Available at:
https://www.who.int/publications/i/item/9789240057944 [Accessed 28 September 2023].

Wood, A.J., Graham, M., Lehdonvirta, V. and Hjorth, L., (2019) ‘Good gig, bad gig: autonomy
and algorithmic control in the global gig economy’, Work, employment and society, 33(1), pp.56-
75. doi: 10.4324/9780429317866-13 [12 April 2024].

Wu, D., and Huang, J. L. (2024) ‘Gig work and gig workers: An integrative review and agenda
for future research’, Journal of Organizational Behavior, 45(2), pp. 183-208, Available at:
https://doi.org/10.1002/j0b.2775 [Accessed 06 Aug 2024].

Yan, G. (2023) ‘Research on the Influence Mechanism of Enterprise-Union Coupling Relationship
on Work Well-being of Gig Workers’, BCP Social Sciences and Humanities, 21, pp. 831-839,
Available at: https://bepublication.org/index.php/SSH/article/view/3888 [ Accessed 06 Aug 2024].

Zhidkova, E. (2022) Gig Economy: A Literature review of critical approaches. Unpublished BA
thesis. Prague: Charles University. Available at:
https://dspace.cuni.cz/bitstream/handle/20.500.11956/173420/130331586.pdf?sequence=1
[Accessed 11 November 2023].

Zwick, A. (2018) ‘Welcome to the Gig Economy: neoliberal industrial relations and the case of
Uber’, Geojournal, 83 (4), p.p 679—691, Available at: https://doi.org/10.1007/s10708-017-9793-
8 [Accessed 5 August 2024].

78


https://www.who.int/publications/i/item/9789241599313
https://www.who.int/publications/i/item/9789240057944
https://doi.org/10.1002/job.2775
https://bcpublication.org/index.php/SSH/article/view/3888
https://doi.org/10.1007/s10708-017-9793-8
https://doi.org/10.1007/s10708-017-9793-8

79



