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Abstract 

The rapid growth of the gig economy has significantly reshaped modern work culture and workforce 

structures, especially in platform-based sectors such as ride-hailing, quick commerce, food delivery, and 

logistics. While these platforms rely heavily on algorithms and data-driven systems to manage work 

allocation, performance, and compensation, leadership practices and human resource (HR) policies 

largely remain rooted in traditional models. 

Drawing on primary insights from gig workers and observational field data, this study examines the 

sustainability challenges faced by gig workers and highlights the urgent need for technology-enabled 

leadership. The findings reveal ongoing concerns such as declining earnings, inadequate welfare 

provisions, lack of transparency in incentive systems, and minimal leadership visibility. These issues 

collectively contribute to fatigue, burnout, and high turnover among gig workers. 

The study emphasizes the importance of transforming workforce practices in the gig economy through 

digitally aligned leadership and HR policies that promote transparency, effective communication, 

accountability, data-driven decision-making, and worker-centric approaches. 
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Introduction 

Gig employment has emerged as a prominent form of work in both developing and developed economies, 

redefining traditional employer–employee relationships. Platform-based organizations increasingly use 

digital technologies to allocate tasks, monitor performance, and determine compensation. However, despite 

this technological advancement in operations, leadership styles and HR policies governing gig workers 

often continue to reflect conventional organizational approaches that are not suited to flexible, task-based 

work environments. 

As a result, gig workers are experiencing growing dissatisfaction due to declining earnings, reduced 

incentive value, constant work pressure, and limited welfare support. Sustainability in the gig economy 

must therefore go beyond economic efficiency and include aspects such as worker well-being, transparency, 

fairness, and long-term engagement. This study explores how technology-enabled leadership can address 

these challenges and support sustainable workforce transformation. 
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Review of Literature 

Earlier research on the gig economy has focused on the evolving nature of employment and the challenges 

associated with managing flexible and geographically dispersed workforces. Studies suggest that leadership 

style and organizational culture play a crucial role in influencing commitment and job satisfaction among 

gig workers (Thomas & Baddipudi, 2022). 

With the rise of algorithmic management, leadership approaches need to shift toward transparency, digital 

communication, and trust-building rather than relying solely on transactional compensation systems. 

Research in digital HRM indicates that technology-enabled practices—such as task-based compensation, 

real-time performance monitoring, and data-driven incentives—are more effective in managing gig workers 

compared to traditional HR systems (Mann, 2025; Khatoon et al., 2025). 

Leadership scholars also argue that traditional bureaucratic and transactional leadership models are less 

effective in dynamic, technology-driven environments, reinforcing the need for more adaptive and 

sociotechnical leadership frameworks. 

In the Indian context, although the gig economy is expanding rapidly, leadership practices and HR policies 

have not evolved at the same pace, resulting in gaps related to governance, transparency, and employee 

engagement. 

Research Gap and Objectives 

Most existing studies examine gig work conditions, leadership styles, or HR practices independently. There 

is limited research that integrates these elements to understand sustainable workforce outcomes in modern 

work environments. 

Objectives of the Study 

1. To identify key challenges faced by gig workers in platform-based employment  

2. To examine the role of technology-enabled leadership in addressing fairness, trust, and 

engagement  

3. To propose a framework for sustainable workforce transformation in the gig economy  

Conceptual Framework 

The study proposes a conceptual framework that explains how leadership styles and HR policies influence 

sustainable workforce outcomes. The framework is grounded in theories of human resource management 

and organizational behavior, emphasizing fairness and trust as key psychological mechanisms linking 

leadership to worker outcomes. 

 Independent Variables (IV):  

o Technology-enabled leadership  

o Digitally aligned HR policies  

 Mediating Variables (MV):  

o Perceived fairness  

o Trust  
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 Dependent Variables (DV):  

o Worker engagement  

o Sustainable work intentions  

Technology-enabled leadership refers to the use of digital tools, transparent communication, and data-

driven decision-making. Digitally aligned HR policies include performance-based compensation, 

transparent reward systems, and algorithm-supported evaluation mechanisms.Perceived fairness reflects 

employees’ sense of equity in pay, task allocation, and performance evaluation, while trust represents 

confidence in leadership and organizational systems. These factors influence worker engagement and long-

term commitment. 

Hypotheses 

 H1: Traditional leadership practices negatively influence gig worker engagement  

 H2: Technology-enabled leadership positively influences gig worker engagement  

 H3: Digitally aligned HR policies positively influence perceived fairness  

 H4: Perceived fairness positively influences worker engagement  

 H5: Trust positively influences loyalty and continuance intention  

 H6: Fairness and trust mediate the relationship between leadership, HR policies, and worker 

outcomes  

Research Methodology 

The study adopts a descriptive and analytical research design using a quantitative, survey-based approach. 

Primary data were collected from 82 gig workers across ride-hailing, quick commerce, food delivery, and 

freelancing platforms in urban India using convenience sampling. 

A structured questionnaire based on a five-point Likert scale was used to measure the constructs. Validated 

scales from prior research were adapted to assess leadership styles, HR practices, perceived fairness, trust, 

engagement, and loyalty. 

Data analysis was conducted using SPSS for preliminary analysis and AMOS for structural equation 

modeling. Reliability, validity, and mediation effects were examined. 

Data Analysis and Results 

All constructs demonstrated acceptable reliability, with Cronbach’s alpha values within recommended 

thresholds. The SEM results indicated a good model fit (CFI = 0.95, TLI = 0.93, RMSEA = 0.061, SRMR 

= 0.053), supporting the proposed framework. 

The findings suggest that traditional leadership approaches are not effective in the gig economy, where 

flexibility, autonomy, and transparency are critical. Technology-enabled leadership, supported by digitally 

aligned HR policies, significantly enhances worker engagement and perceptions of fairness. 

Key Findings 

Task allocation is largely system-driven, limiting worker autonomy. Strict timelines, automatic logouts, 

and declining incentive structures increase work pressure and reduce earnings, leading to perceptions of 

unfairness. 
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Workers frequently report pay disparities and lack of transparency. Insurance coverage is often inadequate 

or unclear, and onboarding costs imposed on workers further weaken trust. 

Long working hours and constant deadlines contribute to fatigue and burnout. The absence of career 

progression opportunities reduces motivation and reinforces the perception of gig work as temporary. 

Leadership involvement is minimal, with limited communication and guidance. Weak grievance redressal 

systems and misattribution of operational issues contribute to dissatisfaction. 

Most gig workers are young adults (18–30 years) seeking short-term income, highlighting the need for 

sustainable leadership practices to prevent burnout and instability. 

Conclusion 

The study highlights the urgent need to transform workforce practices in the gig economy. Traditional 

leadership models are no longer adequate in digitally driven environments. Technology-enabled leadership, 

combined with modern HR policies, is essential to ensure fairness, trust, and sustainability. Adopting such 

approaches can significantly improve worker engagement, well-being, and long-term organizational 

outcomes. 
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