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Abstract

Gig workers commonly face challenges that differ in nature or intensity from those experienced 

by traditional organizational workers. To better understand and support gig workers, we sought 

to develop a measure that reliably and validly assesses these challenges. We first define gig work 

and specify its core characteristics. We then provide an integrated conceptual framework for a 

measure of six challenges commonly faced by gig workers—viability, organizational, identity, 

relational, emotional, and career-path uncertainty. We then present five studies: Item generation 

in Study 1; item reduction, exploratory assessment of the factor structure of these items, and 

initial tests of convergent validity in Study 2; and in the remaining three studies, we draw from 

different gig worker populations to accumulate evidence for the convergent, discriminant, and 

criterion validity of our gig work challenges inventory (GWCI), and present initial tests of the 

universality of the gig challenges inventory across a range of socio-demographic, job type, and 

regional factors. Our findings establish the reliability and validity of a gig work challenges 
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inventory (GWCI) that can aid researchers seeking to better understand the types and impact of 

stressors gig workers face, which in turn can help to inform theory, practice, and public policy.

Keywords: Gig work, Gig work challenges, Job insecurity, Contingent workers, Identity, 

Work arrangements, Independent work, Emotions
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Working on My Own: Measuring the Challenges of Gig Work

A large and growing fraction of the workforce, often referred to as “gig workers,” are 

estimated to account for up to 40 percent of the economy in OECD countries (OECD, 2019). 

While the term “gig work” may be trending, such work is not new. Artists and musicians, 

freelance writers, independent consultants, IT professionals, and many others have long made a 

living from gigs outside formal organizations (e.g., Becker, 1982; Campion, 2019; Harvey, 1967; 

Friedman, 2014; Menger, 2003). Gig work is as varied as organizational work (Friedman, 2014; 

Katz and Kruger, 2019; Kuhn, 2016), with some gig workers engaging primarily in lower skilled, 

task-based work (such as ridesharing or microwork; Guda and Subramanian, 2019; Kost et al., 

2018; Veen et al., 2020; Wong et al., 2020) and others engaging in longer-term, knowledge-

intensive, and creative work (such as IT consulting, coaching, and graphic design; Kuhn and 

Galloway, 2019; Kunda et al., 2002). Some gig work is accessed through digital platforms 

(Connelly et al., 2021), while other gigs are found in more traditional ways, including 

solicitation, advertising, and networking (Butler and Stoyanova Russell, 2018).

Despite the growing number and variety of gig workers, management scholars have long 

conducted their research with a particular idea of workers in mind: those who spend their careers 

working within organizations. Such settings offer many taken-for-granted resources to workers, 

including a rooted sense of place, a stable work identity, consistent interaction partners who 

provide support and direction, and even someone else to blame if things go wrong (Ashford et 

al., 2018). Yet, those who work independently on gigs (Katz and Krueger, 2019; Kuhn, 2016), 

without a long-term relationship to (and therefore advantages from) a particular organization 

confront fundamentally different working conditions than do those employed within 

organizations and, as a result, are likely to have quite different experiences of their work 
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(Ashford et al., 2018; Spreitzer et al., 2017). Recognizing the increasing extent, variety, and 

importance of gig work, scholars have called for a deeper examination of these workers’ lived 

experiences and psychological concerns (e.g., Barley et al., 2017; Campion et al., 2020; Connelly 

and Gallagher, 2006; Kuhn, 2016; Spreitzer et al., 2017). 

We answer this call by focusing on important defining characteristics of gig workers’ 

lived experiences: the challenges they face (Ashford et al., 2018). Qualitative research suggests 

that gig workers face predictable challenges that differ in nature or intensity from those 

confronted in organizations. In an organization, for example, employees are hired to do an 

ongoing series of tasks organized into jobs. The worker finishes one task without much concern 

for where the next one will come from. In contrast, gig workers’ tasks are disintermediated and 

they must bear the full economic risk for their work (Kalleberg, 2000; 2009): it is up to them to 

find tomorrow’s tasks, all while completing those of today. Further, while organizational 

workers often feel strained by low levels of decision latitude (Karasek, 1979), gig workers often 

experience a great deal of discretion over what work they take on, as well as how and when they 

do it (Caza et al., 2018; Petriglieri et al., 2019). Gig workers experience more stress than 

employees doing the same job within an organization (Madden et al., 2017), suggesting gig 

workers may face some unique or enhanced challenges.  

Given the documented differences between work inside and outside of organizations, it is 

unlikely that existing measures created to capture work challenges in organizations will fully or 

accurately describe those faced by gig workers. Further, such measures assume or often make 

explicit reference to specific structural and relational features of organizational life, such as 

bosses, workgroups, subordinates, or workplace contexts, which are not necessarily relevant to 

most gig workers. Scholars require a clear conceptual framework and a measure of the 
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challenges gig workers face to better understand their work lives and to compare different gig 

workers’ experiences in ways that enable the development of theory and practical advice tailored 

specifically to this population. For example, we do not know whether the various challenges that 

gig workers face are experienced to a similar degree, whether workers experience multiple types 

of challenges simultaneously, whether the challenges are experienced similarly across different 

socio-demographic or occupational groups, or how the experience of these challenges correspond 

to people’s experiences of job satisfaction, burnout, and thriving.

To move theory forward and enable scholars to better understand and support gig 

workers, we develop an empirical tool, which we label the Gig Work Challenges Inventory 

(GWCI). We draw on three sources to develop this tool: Ashford et al.’s (2018) framework 

describing the core challenges faced by gig workers, recent research on job quality in the gig 

economy (Goods et al., 2019; Wood et al., 2019), and classic psychological theory describing 

individuals’ universal needs for existence, relatedness, and growth (Alderfer, 1972). These 

conceptual foundations highlight: 1) the human needs and structural realities that converge when 

people create a work life out of term-limited project-based work outside organizations, and, 2) 

the challenges gig workers need to overcome if they are to survive and thrive while working this 

way. These challenges include remaining financially viable, staying organized, crafting a clear 

work identity, dealing with an uncertain career path, and coping with relational and emotional 

turbulence. Through five studies conducted with a variety of gig workers including independent 

scientists, rideshare drivers, freelance editors, creative workers, consultants, designers, and 

Mechanical Turk (mTurk) workers, we build on prior theory to better define each of the 

challenges faced by independent workers. We then systematically create, refine, and test the 

psychometric properties and nomological network of a new tool to measure these challenges. 
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This work makes several contributions. First, we advance scholarship on gig workers’ 

experiences by developing and validating the GWCI and exploring its nomological network. 

This tool will be valuable to future scholars interested in examining and tracking gig workers’ 

experiences, studying how they manage common challenges effectively, and exploring how 

some survive and others thrive in this work realm. The GWCI will also help scholars illuminate 

potential boundary conditions of theories developed exclusively with organizational contexts in 

mind. Second, we show the universality of these challenges by analyzing the experiences of gig 

workers from a variety of countries competing for work on the same digital platform and by 

including samples of professional and non-professional work, as well as platform- and non-

platform-based gig work. Finally, by developing an inventory specifically to assess the 

challenges of gig work based on foundational theories and the most recent data regarding the 

nature of gig work, this study addresses methodological concerns about applying or adapting 

existing measures in contexts for which they were not designed (see for review Cortina et al., 

2020; Heggestad et al., 2019).

Literature review and conceptual framework

What is gig work?

Scholars have used many terms to describe people who make a living outside traditional 

organizations (Kalleberg, 2000), such as contractors (Barley and Kunda, 2006; Cappelli and 

Keller, 2013), nonstandard workers (Ashford et al., 2007), contingent workers (Allan, 2002; 

Connelly and Gallagher, 2006), and freelancers (Shevchuk et al., 2019). Following other recent 

research (e.g., Brawley, 2017; Campion, 2019; Kuhn, 2016; Meijerink and Keegan, 2019; 

Petriglieri et al., 2019), we adopt the inclusive terms “gig work” and “gig workers.” As a 

relatively new term (Merriam-Webster added the term gig economy to the dictionary only in 
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2019), we define gig work as externalized paid work organized around “gigs” (i.e., projects or 

tasks) that workers engage in on a term-limited basis without a formal appointment within a 

particular organization. 

Central to our definition of gig work are three characteristics: it is 1) task/project-based, 

2) term limited, and 3) positioned outside organizational structures. Gig workers are hired to do 

specific tasks for specific periods of time rather than holding longer-term “jobs” and “roles” that 

contain multiple, ongoing tasks housed within organizations. These defining characteristics mean 

that gig work is compensated on a piecemeal basis and is non-exclusionary as gig workers might 

take on multiple gigs with multiple organizations or markets simultaneously. These criteria are  

inclusive as multiple communities of gig workers share these defining characteristics of 

task/project-based, term-limited, and external work (Stanford, 2017; Katz and Krueger, 2019; 

Kuhn, 2016). Their work, however, varies along several additional (and often interdependent) 

dimensions (See Table 1 for a summary of these differences). 

Some of these dimensions are related to the terms that govern gig work. First, gig work 

differs in its temporal duration. While all gig work is term-limited, microworkers measure their 

gigs in minutes (e.g., Wong et al., 2020), while other gig workers, such as IT contractors, have 

gigs that can last months or years (e.g., Kunda et al., 2004). Second, gig workers differ in how 

they structure their work relationships and the role of technology in that relationship. While 

some recent scholars have used “gig” to refer exclusively to those who complete microtasks 

found via digital platforms (e.g., Ravenelle, 2019; Wood et al., 2019; Duggan et al., 2020), only 

a subset of gig workers use such platforms to facilitate their work. Others find and manage their 

work through personal contacts and networking (Barley et al., 2017; Reilly, 2017), or selling 

directly to the marketplace (such as artisans; Ranganathan, 2018). Thus, the use of digital 
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platforms to obtain and to govern that work is not a defining feature, but rather one important 

way that this work varies in the gig population. 

Gig work also varies in terms of three factors that shape the work and work experience: 

workers’ autonomy, skill level, and power.  Some gig workers have a great deal of freedom to 

determine how and when they work, while others face more limited autonomy due to the 

algorithms constructed to control their effort (Ashford et al., 2018; Lehdonvirta, 2018; Veen et 

al., 2020). Some gig workers bring a high level of skill, which may contribute to that autonomy. 

Finally, workers’ experience of power also varies across the gig economy. Power varies both as 

perceived power in the form of felt dependence and as market power derived from the number of 

available workers relative to the jobs being offered (e.g., Wood et al., 2019). Power and skill 

intersect as skill level, specialization, and uniqueness all affect gig workers’ market power (Kuhn 

and Maleki, 2017), which in turn can impact the wages and favorable treatment a worker can 

command (Kalleberg, 2011). For example, those whose work is largely platform-based, such as 

those who drive for ridesharing applications or complete online microtasks (e.g., Aguinis and 

Lawal, 2013; Wong et al., 2020), tend to have few skills that are viewed as unique and are 

therefore lower-paid. Others, such as IT consultants and independent scientists, have relatively 

more unique and valued skills and certifications and enjoy higher wages and fairer treatment as a 

result (Barley and Kunda, 2006).

--------------------------------------------------

INSERT TABLE 1 ABOUT HERE

--------------------------------------------------

Thus, while gig work shares certain defining characteristics, gig workers’ tasks and work 

life also varies across several dimensions. Just as organizational workers share many common 
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challenges despite being in different sectors, industries, and organizations, gig workers also share 

certain common challenges that stem from the defining characteristics and differences that we 

just described. Being able to assess these challenges will enable us to create theories, policies, 

and practices that are tailored to helping different types of gig workers thrive. 

Challenges of work in the gig economy

We built the GWCI by integrating theoretical insights from a growing number of 

qualitative studies on gig workers’ day-to-day experiences (codified in Ashford et al., 2019) with 

ideas from recent scholarship on job quality in the gig economy (e.g., Goods et al., 2019; Wood 

et al., 2019) and classic psychological theory on individuals’ universal needs (Alderfer, 1972). 

The qualitative studies that ground our inventory range from older explorations of the 

careers of musicians and artists (Becker, 1982; Faulkner, 1983), to more recent studies of IT 

contractors (Lane, 2011; Kunda et al., 2002), fitness professionals (Hughes et al., 2019), stand-up 

comedians (Butler and Stoyanova Russell, 2018), managerial contractors (Anderson and 

Bidwell, 2019), creative workers (Alacovska, 2017; Bennett and Hennekam, 2018), independent 

workers (Petriglieri et al, 2019) and microworkers (Panteli et al., 2020; Wong et al., 2020). 

These studies consistently suggest that gig workers face specific challenges that are rooted in the 

structural experience of working outside a formal organization. For example, while 

organizational workers may struggle to develop and maintain a sense of autonomy and task 

control (Ashforth, 1989; Hackman and Oldham,1975), many gig workers must carefully manage 

the implications of their autonomy, ranging from prosaic choices about which gigs to take, to 

deeper ones about how to design their work (Petriglieri et al., 2019; Ravenelle, 2019). These 

studies also suggest that while gig workers may face similar categories of challenges as 

organizational populations, the exact nature of these challenges can differ due to the structure of 
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their work. For example, both organizational workers and gig workers experience relational 

challenges. However, for organizational workers these often concern strained relationships with 

coworkers while gig workers struggle with loneliness and building a network without regular 

workmates. Finally, some challenges, such as staying financially viable, may be more acute and 

consequential for gig workers who lack the predictability of a salary (Tran and Sokas, 2017). 

The challenges suggested by these different qualitative studies also map onto key insights 

from recent research identifying critical elements of job quality relevant to jobs in the gig 

economy: economic (e.g., good pay, gainful employment), sociological (e.g., autonomy, 

identification) and psychological (e.g., enjoyment of work, satisfaction of psychological needs) 

(e.g., Goods, et al, 2019; Wood et al., 2019). The identified challenges also fit well with classic 

needs theory that identifies existence, relatedness, and growth as key needs demanding 

fulfillment (e.g., ERG theory; Alderfer, 1972; Schneider and Alderfer, 1977). Together, we 

specify six challenges gig workers commonly face (see Appendix for definitions of each 

challenge).

First, gig workers face a well-documented viability challenge, which is consistent with 

both the job quality literature’s emphasis on jobs that provide economic security and ERG 

theory’s emphasis on the criticality of having one’s existence needs satisfied. Multiple studies 

show that gig workers worry about their finances and income stability (e.g., Butler and 

Stoyanova Russell, 2018; Fleming, 2017; Kuhn and Maleki, 2017). That is, in contrast to 

employees in organizations who generally have a steady, predictable paycheck, gig workers must 

carefully manage projects across multiple clients and employers to ensure a continued stream of 

income reliable enough to meet their living expenses and future goals (e.g., Faulkner, 1983). 

Indeed, despite the flexibility gig work promises, even highly paid gig workers may find lulls 
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between contracts stressful and manage this stress by taking on extra work to try to safeguard 

against these periods (Evans et al., 2004).

Gig workers face a second existence-related challenge that also aligns with the 

sociological element of job quality: structuring their own work and dealing with the essential 

logistics of conducting that work in an efficient manner without the support of the administrative 

ecosystems that exist in organizations. Without doing so, they fail. For example, professional gig 

workers must think carefully about maintaining supplies, managing billing, client 

communication, and marketing their skills (Bellesia et al., 2019); all tasks that are largely taken 

care of by others, or at least supported, for workers in organizations. Gig workers often find their 

constantly fluctuating workloads to be stressful and to interfere with their nonwork time (Wood 

et al., 2013). Without a stable organizational role with defined hours and pay, those doing 

platform-based gig work, like Uber drivers, must also think carefully about how to adapt to 

changing technology and algorithms, and keeping records to deal with tax complications 

(Lehdonvirta, 2018; Malin and Chandler, 2017). These hurdles can fundamentally challenge gig 

workers’ ability to effectively organize their autonomy in ways that meet their existential needs.

Third, gig workers often face significant identity challenges (Caza et al., 2018). They 

lack clear anchors for their sense of self in relation to their work (Bennett and Hennekam, 2018), 

face a near-constant pressure to sell themself that can threaten their sense of worth and identity 

(Storey et al., 2005), and lack identity-affirming organizational communities (Panteli et al., 

2020). These identity challenges arise because their work situation threatens gig workers’ ability 

to meet relatedness and growth needs (Alderfer, 1972) and they also map onto the sociological 

element of job quality, which emphasizes the importance of identification. Without a defined and 

stable role, gig workers lack access to an identity that is clearly defined and reinforced within an 
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organizational setting. This lack of a clear and strong identity can give rise to gnawing questions 

about one’s very existence and purpose (Petriglieri et al., 2019). Gig workers must develop their 

own identity and image (Faulkner, 1983; Vallas and Christin, 2018) and ensure that their 

professional identities are flexible and fluid enough to meet different clients’ needs (Caza et al., 

2018; Cross and Swart, 2020). 

Gig workers face a fourth challenge, career-path uncertainty, or the inability to predict 

what they will do for work in the future. While Ashford and colleagues (2018) discussed career-

path uncertainty as a precursor to identity challenges, its relevance to individuals’ psychological 

existence and growth needs (Alderfer, 1972) and the economic dimension of job quality 

mentioned by Goods et al. (2019) suggest it as a challenge on its own. Careers provide useful 

structure for responsibilities, earnings and rewards, relationships, and future aims (Barley, 1989; 

Hughes, 1958). While in organizations, workers often have a sense of their next career stage and 

prepare for the transition (e.g., Ibarra, 1999), for gig workers such as artists, careers are 

unpredictable, risky, and constructed slowly across multiple projects, relationships and settings 

(Becker, 1984; Faulkner, 1983). The absence of clear structures and repeated bouts of 

unemployment (Rowlands and Handy, 2012) may make career progression especially 

challenging (O’Mahony and Bechky, 2006). Gig workers may struggle to make even short-term 

forecasts about where their work might take them, the competencies they need to advance (Kost 

et al., 2019), and the long-term feasibility of a given path (e.g., Reilly, 2017). Yet, careers and 

career progress are important to these workers. Even micro-laborers using online platforms often 

consider their work to be a career and want it to be meaningful (Kost et al., 2018; Wong et al., 

2020), making career-path uncertainty an important challenge for gig workers. 

Page 12 of 60

Human Relations

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60

Author Accepted Manuscript

DOI: 10.1177/00187267211030098

lenovo
高亮



Peer Review Version

CHALLENGES OF GIG WORK 12

Fifth, multiple studies have documented emotional challenges faced by gig workers that 

may differ from those confronted by employees of organizations. Most prominently, the 

variability in their work may provoke intense lows followed quickly by joyful highs (Butler and 

Stoyanova Russell, 2018; Petriglieri et al., 2019). For example, freelance film workers reported 

an addictive dynamic caused by cycling between strong emotional rewards and devastating lows 

in their work lives (Rowlands and Handy, 2012). Research on Uber and Lyft drivers has shown 

that these workers often find their work emotionally taxing (Malin and Chandler, 2017). 

Learning to navigate and manage these emotional swings may be difficult and require significant 

investments in emotional labor (Grandey and Gabriel, 2015). We suspect that people’s ability to 

cope with this challenge may seriously impact their ability to find enjoyment in their work, an 

important psychological element of job quality (Goods et al., 2019), most likely because it 

potentially blocks workers’ experience of growth (Alderfer, 1972).

Finally, gig workers face specific relational challenges. Theory on the psychological 

element of job quality (Goods et al., 2019) and ERG theory’s emphasis on workers’ 

psychological relatedness needs (Alderfer, 1972) point to the importance of stable and deep 

relationships to individuals as they go about their work. Yet, the independent nature of their 

work and position outside organizational communities means that gig workers tend to lack a 

stable set of colleagues with whom they interact, as well as the routine social interactions that 

occur in certain work settings and at specific times of workdays (e.g., chatting by the coffee 

station) or year (e.g., workplace retreats). Additionally, because their work is temporary, gig 

workers need to manage their client relationships carefully to protect against the pain of leaving 

them when the contract ends (Galais and Moser 2009). Consequently, gig workers may feel 

separate and alone (Kunda et al., 2002). That this is a challenge for gig workers is clearly evident 
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in the effort some exert to build community with other workers online (Panteli et al., 2020) or in 

coworking spaces (Cnossen and Bencherk, 2019; Garrett et al., 2017), and is also supported by 

qualitative data on gig workers’ lived experiences (Petriglieri, et al., 2019). 

Limitations to our current understandings of challenges

Existing studies and relevant theory offer a snapshot of the challenges that gig workers 

experience. However, our conceptual understanding of the challenges and their impact remains 

limited in ways that inhibit theory-building and restrict practical guidance for these workers. 

Holistic understanding of gig work challenges. Because these challenges have been 

inductively identified in a piecemeal fashion, we do not yet have a holistic sense of the 

challenges gig workers face. For example, we do not know whether gig workers experience all 

these challenges simultaneously nor whether all gig workers experience them all to a similar 

degree. If future research is to better understand the actual strain that gig workers experience, 

researchers need to assess these different sources of challenge simultaneously.

Relationship of challenges to well-being indicators. While it is plausible that these 

challenges will have an important relationship with indicators of their psycho-social well-being 

(Ozcelik and Barsade, 2018), the direction and nature of these relationships is unclear. For 

example, while experiencing gig work as intensely challenging may increase workers’ levels of 

emotional depletion, it is also possible that individuals who are experiencing depletion might feel 

the challenges of gig work more acutely. 

We also lack empirical evidence regarding whether and how experiencing the challenges 

of gig work might relate to positive well-being indicators such as a sense of thriving (Porath et 

al., 2012) and psychological resilience (Smith et al., 2008). Though existing research suggests 

that workers are less likely to thrive at work when faced with stressors (Cullen et al., 2018), this 
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relationship has not yet been investigated in relation to the types of challenges faced by gig 

workers and the contours of the specific context in which the challenges are faced. Further, while 

research suggests that some levels and types of challenge are required to activate resilience, there 

may be a threshold level of challenge that overwhelms people’s resilience capacity (Bonanno 

and Diminich, 2013). Perceived work challenges may also impact workers’ abilities to find 

meaning or purpose in their work (Rosso et al., 2010), yet the nature of this relationship is 

unclear. Experiencing challenges might intensify people’s search for purpose, resulting in 

perceiving one’s work as meaningful. Alternatively, challenges may distract people from 

searching for the meaningfulness of their work.

Universality of these challenges. Finally, it is not clear whether the challenges are 

experienced similarly by all types of gig workers. The salience and intensity of particular 

challenges might vary based on people’s skill level, personality, demographic social identities 

such as race or social class, or specific occupational features, such as professional status. Further, 

given that online platforms (e.g., Kolabtree, UpWork) enable global competition between 

workers, contextual differences driven by a national social safety net (e.g., public health care) 

and labor market structure may also matter. Depending on individual or contextual 

circumstances, certain challenges may be more important to or disruptive of gig workers’ daily 

lives than others. For example, some aspects of people’s situations, such as their socioeconomic 

status, are likely to shape their experiences of specific gig work challenges, especially their sense 

of viability (Graham et al., 2017). Yet, other aspects of gig work such as the relational challenges 

may be universally challenging—regardless of individual or contextual factors.

Introduction to the Studies 

Page 15 of 60

Human Relations

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60

Author Accepted Manuscript

DOI: 10.1177/00187267211030098



Peer Review Version

CHALLENGES OF GIG WORK 15

To advance theory and inform practice it is necessary to establish a valid inventory to 

measure the six key challenges identified. Such an inventory is needed to understand systematic 

variance in the experience of these gig work challenges. Further, given the breadth of existing 

descriptions of the lived experience of gig work along with these gaps in our understanding of 

the challenges, the time is ripe for the development and testing of a challenge inventory, which 

would provide researchers with a valuable tool for understanding the issues summarized above. 

Such an inventory would equip researchers to move to the next stage of research on gig work 

challenges: developing novel and useful theory on the antecedents and consequences of these 

challenges, their interdependencies with other aspects of people’s lives, and practical advice for 

how people can productively cope with these challenges.

Study 1: Development of the Gig Work Challenges Inventory 

In Study 1, we develop an inventory measuring each of the six gig work challenges: 

viability, organizational, identity, emotional, relational, and career-path uncertainty. 

Conceptualizing these challenges as inherently subjective, we develop a measure that captures 

individuals’ perceptions of the challenges they face, as opposed to an external assessment of 

their challenges. The primary purpose of Study 1 was to generate an initial pool of items with the 

secondary goal of slightly reducing this initial pool of items by retaining only the best items. We 

label the resulting measure the Gig Work Challenges Inventory (GWCI).

1.1 Method

1.1.1 Item generation. Following scale development recommendations (Hinkin, 1995), 

we began by inductively generating clear conceptual definitions of gig work challenges based on 

previously published qualitative work (e.g., Bennett and Hennekam, 2018; Caza et al., 2018; 

Petriglieri et al., 2019), and creating an initial list of items to capture experiences derived from 
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these definitions. We generated five to seven items for each challenge, following the 

recommendation that initial item pools should contain about twice as many items as desired in 

the final scale (Hinkin, 1998). We wanted the final scale to contain no more than three items for 

each challenge subfactor as we aimed for this inventory to be a valid scale that is also feasible to 

administer in experience sampling studies. When generating the items, we used simple, clear, 

and unambiguous language, and avoided double-barreled questions and jargon (Tourangeau et 

al., 2000). Items were then reviewed and revised by five subject matter experts (SMEs), 

including two gig workers and three researchers studying gig workers. See the online 

supplemental materials for the original items and subfactor definitions generated through this 

process.

1.1.2 Procedure and sample. Eighty naïve respondents recruited from Amazon’s mTurk 

evaluated the generated scale items’ content adequacy. Participants were paid $2.00 USD for 

completing the survey. We provided participants the construct definitions of the six challenges. 

We then randomly presented the 36 challenge items and asked participants to assign each item to 

one of the six challenge categories based on its fit with the definition (Hinkin, 1998). Ten of the 

participants failed to correctly answer the attention check questions embedded in the survey, and 

a further 13 reported no experience with gig work resulting in a final sample of 56. Participants 

were 52% male and had an average tenure in their current profession of 10.01 years.

1.2 Results

We used frequencies to identify the items that had the highest substantive-agreement 

index (i.e., how often the item was correctly categorized) within each of the challenge categories 

(Anderson and Gerbing, 1991; Hinkin, 1998). Overall, all items were categorized into their 

correct subfactor by most participants (average agreement was 70.39% and ranged from 39% to 
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89%), suggesting that the items overall fit their respective definition. We then closely examined 

any of the items that had relatively lower agreement within each subfactor to determine how it 

had been categorized and whether there was some content justification for retaining it into the 

next phase of data reduction through assessment of factor structure. The results of this analysis in 

conjunction with theoretical assessment of content redundancy for each lower agreed-upon item 

within subfactors led us to retain 75% of the items. We eliminated two items for viability, 

relational, and career-path challenges and one item for each of organizational, emotional, and 

identity challenges. Table S1 in the online supplemental materials summarizes the agreement 

levels and the retained items.

Study 2: Exploratory factor analysis and validity testing

In a second study, we administered the reduced set of GWCI items from Study 1 to a 

different set of naïve respondents to assess the underlying factor structure of the items. 

Exploratory factor analysis is recommended in the early stages of scale development as a 

conservative strategy for initially eliminating poor performing items (Bauer et al., 2001; Hinkin, 

1998; Kelloway, 1995). In this study we also assessed the convergent validity of the inventory 

subfactors (i.e., challenge dimensions) with relevant constructs.

2.1 Method

2.1.1 Participants. We recruited another sample from Amazon’s mTurk to assess the 

underlying factor structure of the GWCI. Following sample size recommendations for EFAs 

(Preacher and McCallum, 2002), we recruited 252 participants who all took the 27-item gig 

challenge items developed in Study 1. We also asked participants to respond to measures of four 

relevant well-being indicator variables (thriving, depletion, resilience, and loneliness; Ashford et 

al., 2018) to examine criterion-related validity. Participants were paid $2.00 USD. The sample 
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was 49% male and had an average tenure of 7.79 years in their current profession. Ninety-three 

percent of participants identified as independent workers and 25 failed to pass the attention 

checks, reducing the sample to 227 participants.

2.1.2 Measures. To assess experiences of gig work challenges, all participants indicated 

the extent to which they experienced these challenges using the 27 GWCI items on a scale from 

1 (strongly disagree) to 5 (strongly agree). We then assessed relevant well-being indicators of 

thriving, depletion, resilience, and loneliness using established measures. We specifically sought 

measures that assessed state-based well-being constructs because we expect individuals’ 

perceptions of gig challenges to vary depending on various aspects of their job situation. We 

measured depletion using Lanaj and colleagues’ (2016) 5-item scale, which asked participants 

the extent to which statements such as “I feel drained” captured how they were currently feeling 

(1: not at all, 5: very much so). We measured thriving with Porath and colleagues’ (2012) 10-

item scale, which measures the subfactors of both vitality and learning, by asking participants to 

rate their agreement with statements such as “At work this past week I feel alert and awake” and 

“At work this past week I have continued to learn” (1: strongly disagree, 5: strongly agree). We 

measured resilience with Smith and colleagues’ (2008) 6-item resilience scale, asking 

participants to reflect on the extent to which they agreed with statements such as “I usually come 

through hard times with little trouble” (1: strongly disagree, 5: strongly agree). Finally, we 

assessed loneliness using Hughes and colleagues’ (2004) 3-item loneliness scale which asked 

respondents how often they felt left out, isolated from others, and lacked companionship over the 

last week (1: never, 4: often).

2.2 Results
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2.2.1 Exploratory factor analysis results. We first ran a maximum likelihood EFA with 

direct oblimin rotation which showed eight factors with eigenvalues above one. Six factors were 

theoretically interpretable: a viability factor, an emotional factor, a career-path factor, an 

organizational factor, a relational factor, and an identity factor. The remaining factors contained 

a mix of theoretically uninterpretable items, often loading below .4. We then ran the EFA with 

varimax rotation to identify the highest loading items on each of these components. Our aim was 

to retain three items of acceptable loadings (above .4, see Costello and Osborne, 2005) for each 

of the components. This criterion yielded three items each for the emotional, viability, 

organizational, and career-path challenges; only two items had acceptable loadings on the 

relational factor. Table S2 in the online supplemental materials shows the results of the EFA 

analyses and indicates the 17 highest loading items that were retained. Taken together with the 

first study demonstrating acceptable agreement levels, this analysis with a separate mTurk 

sample suggests that there is both content adequacy and appropriate factor loadings for our 

theorized six challenge categories (Hinken, 1995).

2.2.2 Convergent validity testing. See Table 2 for a summary of the means, standard 

deviations, reliabilities, and correlations between the resulting challenge subfactors and outcome 

measures for Study 2. We expected the experience of the challenges to show a distinct but 

moderately positive association with the constructs of depletion and loneliness and a moderately 

negative association with the constructs of thriving and resilience (Ashford et al., 2018).

As predicted, we found that emotional depletion was significantly positively related to each of 

our challenge subcomponents. The strongest association was with both identity and emotional 

challenge subcomponent (r = .34 and r = .35, p < .001, respectively), while the weakest 

association was with the viability challenge (r = .22, p < .001). We also found that each of the 
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challenge measures were significantly related to loneliness. The strongest of these relationships 

was with the relational challenge subfactor (r = .35, p < .001), and the weakest association was 

with the viability challenge subfactor (r = .21, p = .001).

Our challenge subfactors were also mostly negatively associated with two positive well-

being constructs of resilience and thriving. Specifically, all of the challenge subfactors except the 

viability challenge subfactor (r = .10, p = .12) were significantly negatively associated with 

resilience (rs  -.21, ps < .001). Five of the six challenge subfactors were also significantly ≥

negatively associated with thriving (rs  -.14, ps < .03). Surprisingly, the emotional challenge ≤

subfactor was not significantly associated with thriving (r = -.09, p = .20). Collectively, these 

results indicate that the gig work challenges are generally related to, but conceptually distinct 

from important well-being indicators including depletion, loneliness, resilience, and thriving.

In summary, our exploratory factor analyses show that the six subfactors of the GWCI 

are empirically distinct from one another. Additionally, we found evidence that these challenges 

are distinct from, yet still related to measures of depletion, loneliness, thriving, and resilience.

--------------------------------------------------

INSERT TABLE 2 ABOUT HERE

--------------------------------------------------

Study 3: Confirmatory factor analysis and subgroup analysis

In this study we used confirmatory factor analysis (CFA) to confirm the factor structure 

of the GWCI, further examined the construct validity of the GWCI by assessing its relationship 

with the theoretically related constructs of thriving and work meaningfulness (Ashford et al., 

2018), and assessed the universality of the challenges through subgroup analyses. We recruited a 

socioeconomically and demographically diverse sample of independent scientists, a highly 
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skilled population, who used a third-party platform to connect with clients and companies, and 

bid on specific projects.

3.1 Method

3.1.1 Participants. We recruited 542 individuals who worked through this platform. 

Participants responded to the GWCI as the initial step of a larger, longitudinal study. Due to the 

level of involvement required by participants in the entire study and their relative hourly wage, 

participants were provided a $20.00 USD or $25.00 CAD gift certificate. Of the recruited 

sample, 476 were currently engaging in independent gig work and were retained in our sample. 

Their average age was 36.6 years, 55% identified as male, and the average tenure in their current 

profession was 10.0 years. Participants were from regions all over the world, including 41.2% 

who reported living in North America, 22.5% in Europe, 16.9% in Asia/Oceania region, 8.3% in 

Africa or the Middle East, and 4.6% in Central or South America. Seventy-one percent of these 

scientists had at least some graduate training, with 49% having earned doctoral degrees. 

Reported income was stratified with approximately 35% earning less than $20,000 per year, 16% 

earning between $20,000 and $34,999, 37% earning between $35,000 and $100,000, and 

approximately 8% earning over $100,000.

3.1.2 Measures. Participants completed an online survey containing the 18-item GWCI. 

Seventeen of these items were those that were retained based on the EFA results from Study 2. 

However, because only two of the relational subfactor items met the criteria in the EFA sample, 

we added one new relational item to this survey (“Sometimes I miss being part of a team when 

doing my work”). Participants also completed measures of socio-demographic questions, as well 

as two constructs theorized to be negatively related to the gig work challenges: thriving and work 

meaningfulness. Thriving was again measured with Porath et al.’s (2012) measure, while work 
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meaningfulness was assessed on a 5-point scale (1: strongly disagree, 5: strongly agree) with the 

4-item Work and Meaning Inventory (WAMI, Steger et al., 2012). A sample item is “I 

understand how my work contributes to my life’s meaning.” As demonstrated in Table 3, these 

previously validated measures had adequate reliability. 

3.2 Results 

3.2.1 Assessment of the GWCI factor structure. Means, standard deviations, reliabilities, 

and correlations between Study 3 variables can be found in Table 3. We conducted a CFA on the 

gig work challenges inventory using maximum likelihood estimation in Mplus (Muthén and 

Muthén, 1998-2017). The six-factor model resulted in good model fit (Hu and Bentler, 1999): 2 

(120) = 268.81, p < .001, comparative fit index (CFI) = .95, root mean square error of 

approximation (RMSEA) = .05, 90% CI (.04, .06), standardized root mean square residual 

(SRMR) = .05 (See Table S3 in the online supplemental materials for factor loadings). 

Importantly, the six-factor model exhibited better model fit when compared to alternative models 

(i.e., those assessing 1-5 subfactor models, 2 difference tests ps all < .001). Two of the three 

positively worded items that needed to be reverse-scored (one from the viability subscale and 

one from the organizational subscale) had a lower-than-expected loading in the full sample, 

consistent with tests of the psychometric properties of other scales (Harrison and McLaughlin, 

1991). However, following other scholars’ lead, we retained these reverse-scored items for 

subsequent tests because they can help account for response-style bias (Wayne et al., 2019).

3.2.2. Assessment of convergent and discriminant validity. We next examined convergent 

validity by looking at the relationship between the individual subfactors, as well as an aggregate 

gig work challenges index, with the theoretically informed individual factors of perceived work 

meaningfulness and thriving. As with Study 2, we again anticipated a moderate negative 
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relationship between the gig work challenges and thriving, as well as moderate negative 

relationship between the challenges and work meaningfulness. Bivariate correlational analyses 

(see Table 3) revealed that each gig challenge subfactor had a moderate negative association with 

work meaningfulness (rs < -.19, ps < .001) and thriving (rs < -.17, ps < .001) except for the 

emotional challenge subfactor. It was unrelated to both work meaningfulness (r = .08, p = .093) 

and thriving (r = -.03, p = .530). Further, the overall gig work challenges index was found to 

have a significant negative association with work meaningfulness (r = -.33, p < .001) and 

thriving (r = -.27, p < .001). 

--------------------------------------------------

INSERT TABLE 3 ABOUT HERE

--------------------------------------------------

3.2.3. Assessment of universality of gig work challenges. We expected participants from 

the lower socioeconomic status (SES) group (those making < $20,000) to perceive higher levels 

of gig work challenges, especially viability challenges, than those of higher SES. To test the 

effect of SES on gig work challenges, we conducted a hierarchical multiple linear regression 

with the percentage of total income from gig work as a covariate. Results revealed that income 

(as a proxy for SES) was negatively associated with overall gig work challenges ( = -.21, p < 𝛽

.001, 95% CI: -.30, -.12), such that those with lower income report significantly higher levels of 

gig work challenges. To further assess the association between SES and gig challenges, we ran a 

multivariate multiple regression on the subfactors controlling again for percentage of total 

income earned from gig work. This analysis revealed that income was significantly and 

negatively related to viability ( = -.26, p < .001, 95% CI: -.35, -.18), organizational ( = -.17, p < 𝛽 𝛽

.001, 95% CI: -.27, -.08), identity ( = -.19, p < .001, 95% CI: -.29, -.10), and emotional 𝛽

Page 24 of 60

Human Relations

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60

Author Accepted Manuscript

DOI: 10.1177/00187267211030098



Peer Review Version

CHALLENGES OF GIG WORK 24

challenges ( = -.13, p = .008, 95% CI: -.22, -.03), but not relational ( = -.06, p = .248, 95% CI: -𝛽 𝛽

.15, .04) or career-path uncertainty challenges ( = -.07, p = .149, 95% CI: -.17, .03).𝛽

We also investigated the universality of the GWCI by exploring potential differences 

across race and geographical location. We found that there were no differences in the reported 

overall experience of challenges based on the participant’s visible minority status (t [425] = 1.84, 

p = .66). Additionally, our subfactor analysis revealed that there were no significant differences 

by self-reported racial minority status (ts < 1.69, ps > .09). We then tested geographical 

universality by categorizing participants’ countries into five geographic regions: 1) Africa and 

the Middle East, 2) Asia/Oceania, 3) Central and South America, 4) Europe, 5) North America. 

We found no significant differences in the general experience of gig work challenges by 

geographic region (F [4,464] = 1.20, p = .31), suggesting that the experiences of gig work 

challenges were geographically universal. Analysis of geographic differences in the subfactors 

revealed no differences in the viability, relational, organizational, identity, or career path 

uncertainty challenges (Fs < 2.13, ps > .08), but there was a significant difference among the 

geographic areas for emotional challenges (F [4, 463] = 3.65, p = .006). A Bonferroni adjusted 

pairwise comparison for emotional challenges revealed the only significant difference was that 

participants in North America reported fewer emotional challenges than participants in Central 

and South America (M = 2.45, SD = 1.08 and M = 3.25, SD = 1.07, respectively).

In summary, the results from Study 3 confirmed the six-factor structure of the GWCI. 

The study also provided evidence for the concurrent criterion validity of our inventory as the 

composite challenge inventory was associated with work meaningfulness and thriving. Our 

analysis of SES demonstrated that lower income gig workers experience higher levels of 

challenges. Finally, we found evidence for both racial and geographic universality.
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Study 4: Convergent and discriminant analysis

In our fourth study, we sought to accomplish three things. First, we examined whether 

replacing reverse-scored items would further improve the factor structure of the GWCI. Second, 

we investigated the relationship of gig work challenges with an important job-related construct: 

job satisfaction. Finally, we sought to establish the measure’s discriminant validity by 

demonstrating its lack of relationship with theoretically unrelated personality constructs.

4.1 Methods

4.1.1 Participants. We recruited 302 individuals through Amazon’s mTurk platform. 

Participants were paid $2.00 USD for their participation. Their tenure in their current profession 

was 10.83 years and 55% identified as male. Most participants (89%) reported doing some or all 

of their work independently, another 8% said that they had previously worked independently. 

Participants’ reported income varied with approximately 10% earning less than $20,000 per year, 

29% earning between $20,000 and $39,999, 29% earning between $40,000 and $59,999, 15% 

earning between $60,000 and $79,999, and approximately 17% earning over $80,000.

4.1.2 Measures. Participants completed an online survey containing the same 18-item 

GWCI used in Study 3. However, because of the reverse scored items’ lower performance and 

scholarly debate about the importance of reverse-scored items and their impact on minimizing 

some types of errors but promoting others (e.g., Hinkin, 1995; Weijters and Baumgartner, 2012), 

we also included additional non-reverse-scored challenge items for these subscales (see Table S4 

in the online supplemental for the original reverse-scored items).

In this study we also further assessed the convergent and discriminant validity of the 

subfactors and the overall challenges index with relevant constructs. Therefore, participants also 

completed a measure of job satisfaction, that we expected to be related to the experience of these 
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gig work challenges to assess criterion validity, and constructs we expected the challenges not be 

associated with to assess discriminant validity (e.g., agreeableness, openness to experience, and 

extraversion). Job satisfaction was measured with Judge and colleagues (1998) 5-item brief job 

satisfaction measure rated on a 5-point scale (1: strongly disagree, 5: strongly agree). A sample 

item is “I find real enjoyment in my work.” Personality dimensions were measured using 

Saucier’s (1994) 20-item mini-marker assessment wherein participants rated the extent to which 

each in a list of common human traits describes them on a 7-point scale (1: very inaccurate, 7: 

very accurate). Participants also answered socio-demographic questions. As demonstrated in 

Table 4, these previously validated measures all had adequate reliability in this sample.

4.2 Results

4.2.1 Assessment of the gig work challenges factor structure. Means, standard deviations, 

reliabilities, and correlations between Study 4 variables can be found in Table 4. Once again, we 

conducted a CFA on the GWCI using maximum likelihood estimation in Mplus (Muthén and 

Muthén, 1998-2017). We tested two different models: one with the original 18 items from Study 

3 (including the reverse-scored items), and one with the three reverse-scored items re-worded to 

be negative (See tables S4 and S5 in the online supplemental materials, respectively). While both 

six-factor models resulted in good model fit, the model without the reversed-scored items 

performed better. Specifically, the six-factor model with the original items had adequate fit (2 

[120] = 302.53, p < .001, CFI = .94, RMSEA = .07, 95% CI [.06, .08], SRMR = .06), but the 

reverse-scored positively worded items still had relatively low loadings on their respective 

subscales. Findings for the second model suggest that when these items are replaced with similar 

content that was consistent with the negative valence of the challenges, the revised six-factor 

model demonstrated markedly improved fit: 2 (120) = 213.66, p < .001, CFI = .97, RMSEA 
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=.05, 95% CI [.04, .06], SRMR =.04 (See Table S5 in the online supplemental material). Going 

forward, we use the second model of the GWCI.

4.2.2 Assessment of convergent and discriminant validity. We next examined convergent 

and discriminant validity. To do so, we assessed the relationship between the challenges with the 

theoretically informed job-related outcome factor (i.e., job satisfaction), as well as factors that 

should be unrelated to the challenges (i.e., the personality constructs of agreeableness, 

extraversion, and openness to experience). Bivariate correlational analyses (see Table 4) revealed 

that each subfactor had a moderate negative association with job satisfaction (rs < -.29, ps < 

.001), as did the overall gig work challenges index (r = -.52, p < .001). Further, each gig 

challenge subfactor and the overall gig work challenges index were not significantly related to 

either extraversion, agreeableness, or openness to experience apart from the organizational 

challenges subfactor, which had a small positive association with extraversion (r = .12, p = .038).

--------------------------------------------------

INSERT TABLE 4 ABOUT HERE
--------------------------------------------------

In short, the six-factor structural model without the reverse-scored items showed the best 

model fit. In addition, the results provided further support for the GWCI’s convergent validity 

with job satisfaction and evidence of discriminant validity with unrelated personality variables.

Study 5: Criterion validity testing with a broader sample

In our fifth study, we had four goals. First, we sought to finalize the structure of the 

GWCI using a broader sample of gig workers. Second, we further examined the criterion of our 

GWCI dimensions by assessing each subfactor’s convergent but distinct relationship with a 

range of conceptually related constructs developed within the organizational context. Third, we 

sought to assess the incremental criterion validity by comparing the relative effect of the gig 
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work challenge subfactors and their closest organizationally-based constructs in predicting the 

important psychological well-being indicator of depletion. Fourth, we examined differences 

between professional and non-professional workers’ experiences of gig work challenges.

5.1 Methods

5.1.1 Participants. We recruited 343 individuals from various online gig work forums 

and professional freelance mailing lists. This strategy allowed us to purposefully sample workers 

whose gigs tended to be mediated by digital platforms (e.g., uber drivers) as well as those whose 

gigs were derived from other means such as their professional networks (e.g., freelance editors). 

These participants reported a variety of job titles across a range of industries. Two independent 

coders classified open-ended job titles into the broad job type categories of professional (71.4%, 

N = 245; e.g., editors, programmers), non-professional (12.5%, N = 43; e.g., food delivery 

drivers), creative workers (12.2%, N = 42; e.g., actors, artists), and other (3.8%, N = 13; e.g., 

reported being a freelancer without further detail). Inter-rater agreement was high (94.58%) and 

all disagreements following the initial coding were discussed by the two coders with the goal of 

reaching a consensus. On the two occasions that a disagreement persisted, a third coder was 

brought in to help achieve consensus. When participants were asked how they find gigs with the 

option to “select all that apply,” most of the participants reported a combination of sources 

including their social networks (65.6%, N = 225) and third-party platforms (49.3%, N = 169). 

The sample was 63.5% female, and reported an average tenure as a gig worker of 15.04 years. 

The participants self-identified as gig workers with most participants (69.7%) reporting doing all 

their work independently, while the remaining 30.3% said that they earned some of their income 

independently. Participants’ reported total earnings were as follows: 12% reported less than 

$20,000 per year, 19% between $20,000 and $39,999, 22.7% between $40,000 and $59,999, 
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17.2% between $60,000 and $79,999, 14.6% between $80,000 and $99.999, and 14% over 

$100,000 per year. Participants were provided a $10.00 USD gift card as remuneration.

5.1.2 Measures. Participants completed an online survey containing the 18-item GWCI 

without the reverse-scored items used in the validity testing in Study 4 (see Appendix). In this 

study, we further assessed the discriminant validity of each challenge subfactor by matching each 

one with widely accepted, validated, organization-based constructs. Specifically, the GWCI 

subfactors of viability, organizational, identity, emotional, relational, and career-path uncertainty 

challenges were compared to the respective constructs of financial hardship, role overload, role 

ambiguity, emotional labor, belongingness, and employability. Financial hardship was measured 

with Vinokur and Caplan’s (1987) 3-item scale on a 5-point scale (1: not at all, 5: very much so; 

e.g., “how difficult is it for you to live on your total household income right now?”), role 

overload was measured using Beehr et al.’s (1976) 3-item scale assessed on a 5-point scale (1: 

strongly disagree, 5: strongly agree; e.g. “the performance standards on my job are too high.”), 

role ambiguity was measured with Rizzo et al.’s (1979) 6-item measure rated on a 7-point scale 

(1: very true, 7: very false; e.g., “I feel certain about how much authority I have.”), emotional 

labor was assessed using Brotheridge and Lee’s (2003) 14-item scale rated on a 5-point scale (1: 

never, 5: always; e.g., “express particular emotions needed for your job.”), belongingness was 

measured using Den Hartog et al.’s (2007) 3-item scale rated on a 5-point scale (1: not at all, 5: 

very much so; e.g., “I don’t seem to “connect” with others in the work group” [reverse scored]), 

and employability was measured using Janssens et al.’s (2003) 3-item scale rated on a 5-point 

scale (1: strongly disagree, 5: strongly agree; e.g., “In case I’m dismissed, I’ll immediately find a 

job of equal value.”). 
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Finally, we replicated our assessment of convergent validity by measuring depletion and 

assessed the incremental criterion validity of our gig challenge subfactors by examining their 

relationship with depletion in the presence of their respective comparison constructs. Depletion 

was measured using the same 5-item Lanaj et al. (2016) scale as was used in studies 2 and 3. We 

expect the gig work challenges to be positively associated with depletion above and beyond the 

matched organizational-based constructs.

5.2 Results

5.2.1 Assessment of the GWCI Factor Structure. Means, standard deviations, reliabilities, 

and correlations between Study 5 variables can be found in Table 5. We again conducted a CFA 

on the GWCI using maximum likelihood estimation in Mplus (Muthén and Muthén, 1998-2017) 

to confirm the factor structure of the inventory. The 6-factor model resulted in an excellent 

model fit (2 [120] = 192.65, p < .001, CFI = .98, RMSEA = .04, 95% CI [.03, .05], SRMR = 

.03; see Table S6 in the online supplemental material).

5.2.2 Assessment of discriminant validity. We examined the discriminant validity of each 

challenge subfactor with previously validated scales assessing similar constructs based in 

organizations. As demonstrated in Table 5, the correlations between the dimensions of the GWCI 

and the matched scales are moderate1 (rs = -.57 to .50), which demonstrates that they are similar 

but distinct (Shaffer et al., 2015). We then further examined discriminant validity by assessing 

whether each challenge dimension and their respective matched measure loaded onto a single 

1 We thank an anonymous reviewer for recommending we look at the item-level to further test 

discriminant validity. No item-level correlation exceeded an absolute value of .56 and no average 

item-level correlation per scale surpassed an absolute value of .34. 
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factor or separate factors by comparing the fit of the two models for each challenge dimension 

(see Table S7 in the online supplemental materials). We found in all cases that separate factors 

provided a better fit to the data than single factors (2 > 32.32, p < .001), providing evidence for 

the discriminant validity for each dimension.

--------------------------------------------------

INSERT TABLE 5 ABOUT HERE

--------------------------------------------------

5.2.3 Assessment of incremental criterion validity. To assess whether the challenges 

explained incremental variance in an important outcome (i.e., depletion) beyond their respective 

related constructs, we conducted regression analyses. In no case was multicollinearity an issue as 

the variance inflation factor ranged from 1.08 to 1.48. We also ran relative weights analysis 

(Johnson, 2000) to assess the relative contribution of each gig challenge subfactor on the 

outcome of depletion using the relaimpo package in R (Grömping, 2006). Confidence intervals 

for each relative weights analyses were obtained using 10,000 bootstrap resamples. The results 

of these analyses revealed that each challenge subfactor explained significant incremental 

variance (R2 ranging from .03 to .18, all p < .001) and had equivalent (i.e., viability, identity, 

emotional, and relational challenges) or significantly greater (i.e., organizational and career-

uncertainty) relative weights compared to prior-validated related organizational constructs in 

explaining variance in depletion (see Table S8 in the online supplement).

5.3.4. Differences in the experience of challenges between professionals and non-

professionals. We next tested whether there were differences in the experience of gig work 

challenges across the categories of work type: professional (e.g., editor, accountant), non-

professional (e.g., delivery driver, tutor), creative (e.g., actor, photographer), and other (e.g., 
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general freelancer). Due to a relatively lower number of respondents categorized as non-

professional, creative, and other, we combined these categories to create a binary category for 

non-professional (0; N = 98) and professional (1; N = 245). We found a significant difference 

between the two groups with non-professional gig workers reporting higher levels on the overall 

gig work challenges index (M = 3.21, SD = .70) than professional gig workers (M = 2.72, SD = 

.80), t [341] = 5.33, p < .001). Additional analyses indicated that non-professional gig workers 

experienced significantly higher challenges for all subfactors (ts > 2.60, ps < .01) except the 

viability subfactor (t [343] = .26, p = .80; see Table S9 in online supplemental material). 

5.3.5. Differences in the experience of challenges between platform vs non-platform 

workers. Finally, we examined whether there were differences in the experience of gig work 

challenges between workers who obtain gigs through third-party platforms (N = 169) versus 

those who do not (N = 174). We found a significant difference between the two groups with 

platform-based gig workers reporting higher levels on the overall gig work challenges index (M 

= 2.95, SD = .84) than non-platform-based gig workers (M = 2.76, SD = .75, t [341] = 2.07). 

Additional analyses revealed no significant differences in viability, organizational, identity, or 

relational challenges (ts < 1.52, ps < .05), but did yield differences in the experience of 

emotional (t [341] = 2.05, p = .042) and career path-uncertainty challenges (t [341] = 2.69, p = 

.008), with platform workers being higher on both (see Table S10 in online supplemental 

material).

Discussion

Our central contribution is the development and validation of an inventory that measures 

what the literature to date suggests are the central challenges experienced by gig workers: 

viability, organizational, identity, emotional, relational, and career-path uncertainty. The GWCI, 
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rooted in analysis of recent studies of gig workers’ experiences, theory on job quality, and classic 

psychological theory on individuals’ needs for existence, relatedness, and growth, is both 

timeless and timely. Some people have always worked outside organizations, but over the last 

two decades, an increasing number of workers have migrated to such work (Friedman, 2014). 

The advent of newer technologies, including the internet and internet-based hiring platforms has 

also amplified the growing “uberization” of work across industries (Duggan et al., 2020; 

Fleming, 2017), lending increased urgency to the need to develop theoretically grounded 

empirical tools to measure gig work experiences. In developing the GWCI, we advance 

scholarship on gig workers by offering clear conceptual definitions of the challenges (see 

Appendix) that have been noted but defined and assessed inconsistently in prior studies. Across 

five studies, we provide cumulative evidence for the GWCI by assessing its item quality, factor 

structure, and nomological network. The conceptual and empirical clarity that we offer on the 

core challenges gig workers face is critical to furthering research. By defining and providing a 

valid, parsimonious inventory of these challenges, we enable future research to better understand 

why gig workers might face different amounts and types of challenges, and to begin to assess 

their impact, mechanisms, and boundary conditions. 

Taken together, our five studies provide systematic evidence of the content, construct, 

and criterion validity of the GWCI. In Study 1, we demonstrate the content validity of the items. 

In Studies 2 and 3, we explore and confirm the structure of the GWCI. We also show initial 

evidence that each of the six challenge subfactors, and the overall challenges index they form, 

are related to, yet distinct from, the constructs of depletion, loneliness, and resilience (Study 2), 

work meaningfulness (Study 3), as well as thriving at work (studies 2 and 3). In Study 4, we 

improve and offer further confirmation for the six-factor structure of a slightly amended version 
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of our measure. We also provide evidence of the GWCI’s discriminate validity as it is 

conceptually and empirically unrelated to the personality constructs of extraversion, 

agreeableness, and openness to experience. In Study 5, we finalize the structure of the inventory 

and further demonstrate discriminant and incremental criterion validity. We show that the six 

subfactors explained unique variance in depletion over and above that explained by existing, 

potentially analogous, measures commonly used in studies of organization-based employees, 

measures designed for and written in reference to traditional employment arrangements in 

organizations.

By examining our inventory with a diverse array of gig workers, we assess the extent to 

which our six foundational challenges are generalizable. Two findings bear on this question. 

First, in our third study, we found no differences in the experience of gig work challenges by 

racial minority status, suggesting a possible bright spot in the gig economy: a more equal playing 

field across demographic differences. Second, our global sample of independent scientists 

demonstrated that gig workers doing comparable tasks around the world find their work similarly 

challenging overall and at the subfactor level (with one exception for the emotional challenge 

subfactor). 

Across our studies, we also offer some initial insights into how the experience of gig 

work challenges varies across income levels, type of work, and source of gig work. These results 

provide initial evidence for some of the individual and contextual factors that may shape the 

experience of these work challenges, setting the stage for future work to further investigate the 

heterogeneity within the “gig worker” labor market. That is, while the experience of challenges 

has been linked to the structural characteristics of gig work, our results also show how these 

structural characteristics are nested within a broader economic context which may change the 
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experience of these structural characteristics and the degree to which they may be perceived as 

challenging. For example, while in general the precarious nature of gig work may lead to identity 

and viability challenges (Ashford et al. 2018), the experience of these challenges are amplified in 

certain contexts. 

By analyzing groups of low- and high-income earners in Study 3, we show that overall 

income matters for workers’ experiences of the challenges. Even when controlling for gig-

income dependence, which has been suggested to be a factor shaping gig workers’ experiences 

(Kuhn and Maleki, 2017; Vallas and Schor, 2020), those who earned the least overall reported 

higher levels of the challenges than did those who earned the most. Importantly we found that 

low-income gig workers not only reported higher levels of viability challenges, but also all other 

types of challenges as well. Consistent with organizational behavior scholars who have called for 

further research on how the experiences of the working poor contrast with the middle- and 

higher-income workers traditionally studied by management scholars (Leana et al., 2012), our 

findings suggest that scholars examining the gig economy must also keep income in mind as they 

seek to understand the experiences, choices, and behaviors of these workers.

Further, our final study indicated that gig workers doing different types of work do have 

different experiences of gig work challenges. Specifically, we found that professional gig 

workers reported relatively lower levels of challenges than non-professional gig workers on all 

subfactors except viability. These findings provide an important reminder that gig workers are 

not all the same (Barley et al., 2017), and that their different qualifications, specialties, and skills 

are likely to affect their work experiences.

Our results suggest that the GWCI offers several methodological advantages. First it 

provides a more complete picture of the range of challenges that gig workers face and is a 
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parsimonious tool that researchers can use to better understand the interaction between them. 

Previous research has tended to focus on the experience of one or two specific challenges at a 

time. For instance, Bennett and Hennekam’s (2018) research on creative industry workers 

examined their career decision-making and identity work, but not how they coped with the 

organizational challenge of managing their own freelance work nor the viability challenge of 

generating sufficient income. Caza and colleagues (2018) studied how workers with multiple 

gigs managed identity, career-path, organizational, and relational challenges, but did not address 

viability or emotional challenges. While such studies were instrumental in identifying specific 

challenges gig workers faced, they only focused on part of the picture. As such, the ways in 

which gig workers cope with multiple challenges simultaneously has been largely unexplored.

The data show a moderate to strong correlation between the challenges suggesting that 

many gig workers experience these challenges simultaneously. This further suggests that perhaps 

the challenges of gig work, like resources that tend to cluster together (Hobfoll, 2011), may be 

predictable “co-travelers” (pg. 119) – for example, people who experience career-path challenges 

are also likely to experience identity challenges. This parsimonious yet comprehensive tool with 

clear subfactor specificity that has been validated across a broad sample of gig workers will 

allow for researchers to investigate the relationship of these challenges with each other more 

systematically, including which challenges impact others. For example, the findings from our 

third study regarding the impact of income suggest that the viability challenge might drive 

workers’ experiences of the other challenges. Alternatively, a worker who feels bogged down 

with different aspects of backroom labor (e.g., billing) might find it more challenging to maintain 

close connections with others than would someone who experiences fewer organizational 

challenges. Taking inspiration from work on burnout (Leiter and Maslach, 2016), future work 
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might investigate whether gig workers have different challenge profiles that are shaped by the 

nature of their work (e.g., the variable elements of gig work in Table 1, such as duration and 

technological platform), as well as their local community and national context. 

However, there may also be circumstances in which these challenges are less likely to be 

related. For example, the findings from our fifth study highlight differences in the experience of 

gig work challenges between professional and non-professional gig workers, as well as platform 

and non-platform-based gig workers. Future research could investigate how characteristics of 

one’s gigs and industry may impact the relationship of the challenges with each other. 

Additionally, using the GWCI, researchers can also assess whether the experiences of these 

challenges have an additive or multiplicative effect on important outcomes. Such buffering 

contextual or personal conditions are important to investigate longitudinally.

Our inventory is also responsive to recent critiques regarding the modification of scales 

without further validation (Cortina et al., 2020; Heggestad et al 2019). While it could be argued 

that there are existing scales that measure constructs somewhat analogous to our six challenges 

as they might occur in organizational life, we showed that our challenges are conceptually 

different than those and predict unique variance in participants’ level of depletion. Our hope is 

that by developing a valid and reliable inventory aimed directly at understanding gig workers 

experiences, gig work researchers will not need to rely on using scales developed in a different 

context or modifying those scales on an ad hoc basis.

Finally, our work adds to the continuing conversation on the use of reverse-scored items 

in psychological self-report measures. While often touted as important to fully capture a 

construct’s domain and assess participant attentiveness, reverse-scored items also introduce 

systematic error, reduce validity, and create artificial response factors (Hinkin, 1995) and can 
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increase mis-response as participants misinterpret items (Weihters and Baumgartner, 2012). 

These critiques fit with our experience. Despite attempts to make reverse-scored items work, we 

found they displayed barely satisfactory factor loadings across three different studies. Once these 

items were replaced with items of the same content worded in the same valence as the other 

items, loading issues disappeared. Our findings suggest that at least for short scale measures, 

researchers may be better off using other methods to help deal with inattentiveness (e.g., 

attention check items).

Limitations and future research directions

While our studies collectively support the validity and reliability of the gig work 

challenges inventory, our findings should still be considered in light of their limitations, each of 

which suggests directions for future research. First, while diverse, our samples were cross-

sectional. Such data is useful for developing and validating a measure, but longitudinal data is 

needed to permit greater causal inferences about the dynamics and relationships between the 

different challenges, as well as the outcomes they may predict. We encourage future scholars to 

gather longitudinal data using techniques such as experience sampling methodology to explore 

more deeply how these challenges relate to one another over time and the conditions under 

which challenges reveal themselves, grow more salient, or fade away.

Our current analyses of the effect of demographic, geographic, and industry provided 

only an initial blunt look at possible differences among the diverse population of gig workers. 

For example, we sorted countries by region to assess geographic universality. Other differences, 

such as the presence of a social safety net or welfare state programs, a country’s level of 

development, the state of the national labor market, and the country’s culture may importantly 
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influence the experience of challenges. Future scholars might use larger global samples to assess 

a fuller battery of sociodemographic differences and offer deeper insight into these trends. 

Another direction for future research concerns better understanding the impact of 

technological platforms (Kellogg et al., 2020) on workers’ experiences of challenges, particularly 

regarding control. Wood and colleagues (2019) point out how platforms and other forms of 

electronic monitoring manage workers’ behavior both at the micro level (e.g., assessing 

frequency of workers’ keyboard presses, citing Rosenblat and Stark, 2016) and at a more macro 

level (through the rating and reputation systems, such “star” ratings). One important direction for 

future research would be to examine how the technologies that workers use to interact with 

employers influence their experiences of challenges, perhaps by alleviating or exacerbating 

them. For instance, rating systems might exacerbate individuals’ experiences of identity 

challenges, or alleviate them, depending on people’s performance on these systems. 

Finally, future research should further explore the heterogeneity in the gig worker 

population through a fine-grained analysis of industry, work structure, and other differences, 

such as length of gigs, perceived power, autonomy, skill characteristics, compensation structure, 

and technological mediation of employment. For example, given our findings regarding how 

income matters for workers’ experiences of challenges, it may be that gig workers in industries 

where it is common to have a few large, consecutive projects each year (e.g., television), might 

experience more financial anxiety than workers who work on many smaller, simultaneous, less-

risky projects (e.g., graphic design). Another possibility is that workers in traditional gig work 

fields (e.g., novelists and painters) may experience less identity stress than those in fields that are 

newcomers to gig work (e.g., scientists). Professional designations, skill scarcity, and the source 

of the contract (e.g., digital platforms or social network) might also shape people’s experiences 
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of these challenges. Future research must not only examine generalizability to various types of 

gig workers, but also to those workers who operate in the gray area between gig and traditional 

organizational work such as contingent, remote, and part-time workers. Examining how the 

challenge profiles of certain types of gig workers align with the challenge profiles of other types 

of non-standard work arrangements may help us to better understand and classify different types 

of work arrangements.

Conclusion

The significant challenges that gig workers face contrast with the many manifest and 

latent benefits of working in an organization (Jahoda, 1981). Our conceptual framework 

proposing six core challenges, and our empirical efforts to establish the reliability and validity of 

their measurement, provide future scholars with an inventory that they can use to examine a 

variety of antecedents and outcomes, as well as mechanisms and moderators of their effects, and 

to develop clear and comparable pictures of gig workers’ experiences. Our hope is that as we 

learn more about the challenges of gig work, researchers and policy makers will be in a better 

position help gig workers thrive in this new world of work.
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Table 1. Defining and variable characteristics of gig work
Characteristic Explanation Example from the Literature
Gig work is 
organized around 
“gigs” defined as 
“a job, usually for 
a specified time.” 
(Merriam-
Webster, 2020) 

While traditional organizational work is organized 
around roles, gig work is organized around tasks or 
projects. As a result, all of the elements of the work 
contracts are defined by the task (e.g., the length, 
delivery mode, and compensation). 

As Abraham et al. (2019, p. 357) explain, the entire work arrangement 
is organized around the gig/project: “A gig worker is not paid a wage or 
salary, does not have an implicit or explicit contract for a continuing 
work relationship, and does not have a predictable work schedule or 
predictable earnings when working.” Rather than being paid a regular, 
predictable salary with benefits that come with organizational 
membership (e.g., pensions, sick-days), workers are paid based on the 
delivery of a product or service (De Stefano, 2016; Goods et al., 2019).

Gig workers are 
“externalized” 
labor (Davis-Blake 
and Uzzi, 1993). 

Gig workers are not considered “regular” employees of 
one particular organization in the legal sense (Lawlor 
and Wiley, 2017), nor do they identify as insider 
members of the organization (Ashford et al., 2018; 
Gleim et al., 2019).

Gig workers are independent in a legal and structural sense (Campion, 
2019). As Lawlor and Wiley (2017) explain, “Professionals who are 
solely liable for their own torts, are not entitled to benefits under the 
Fair Labor Standards Act and are not protected against discrimination 
under Title VII, the Age Discrimination in Employment Act and the 
Americans with Disabilities Act.”

D
efining C

haracteristics of G
ig w

ork

Gig work is term-
limited as no gig 
worker has a 
“permanent job” 
(Kalleberg, 2009). 

A gig worker’s commitment has a defined endpoint, 
restricted to either a particular, specified time period or 
the end of a project. The short-term, temporary, nature 
of gig work distinguishes it from other work 
arrangements (Campion et al., 2020). Yet, because 
what constitutes “short-term” varies, we use the label 
“term-limited”.

Gig work is characterized as a “type of short-term contract work” 
(Spreitzer et al., 2017, p. 426). Other scholars have similarly explained 
that the gig economy is comprised of short-term independent freelance 
workers (Ashford et al., 2018; Kuhn, 2016). 

Duration The duration of gig work is determined by the nature of 
the gig or project. It can range from minutes to months 
to years, depending on the nature and complexity of the 
task.

Micro-workers complete tasks that take minutes (e.g., Kost et al., 2018); 
while independent contractors have projects that can extend for years 
(e.g., Barley and Kunda, 2006)

Compensation Rather than being paid the regular, predictable wages 
and benefits (pensions, sick-days) associated with 
organizational membership, workers are paid based on 
the delivery of a product or service (De Stefano, 2016; 
Goods et al., 2019). Therefore compensation is 
determined on piece-work basis and varies widely.

Berger et al. (2019) point out, even within particular skill types, there is 
variance: “First, the gig economy–like the conventional labour market–
consists of a broad range of segments, of which many are seemingly not 
comparable. For example, recent estimates suggest that median hourly 
earnings on Amazon Mechanical Turk are as low as ∼$2 (Hara et al., 
2018). In contrast, our findings suggest that the majority of Uber drivers 
earn above the UK minimum wage.” (2019, p. 28)

D
im

ensions of V
ariance

Technological 
Platforms

Some types of gig work are completely organized by 
internet-based platforms (e.g., Uber). Other types do 
not involve platforms (e.g., musicians). Other types of 
gig work use platforms for some aspects of the work 

Some gig work is done through direct client relationships without third 
party intermediaries (e.g., Butler and Stoyanova Russell, 2018; Kunda 
and Barley, 2006). Other work is mediated by platforms (Duggan et al., 
2020; Veen et al., 2020). 

Page 56 of 60

Human Relations

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60

Author Accepted Manuscript

DOI: 10.1177/00187267211030098

lenovo
高亮



Peer Review Version

CHALLENGES OF GIG WORK 56

but not others. For example, some platforms connect 
customers to clients, but do not organize that work.

Skill level Gig work differs based on the skill level required to 
complete the task. Some perform low skilled tasks 
(e.g., uber), others perform high skilled work (e.g., 
writers; Spreitzer et al., 2017). 

Mechanical Turk work is considered to be “simple and automized” 
tasks (Kost et al., 2018) but other gig workers are contracted for their 
specific honed skills, experience, and particular areas of expertise (Caza 
et al., 2018). 

Autonomy Some gig workers have great freedom to determine 
aspects of their work (e.g., how and when they work). 
Others have less freedom in these determinations 
(Ashford et al., 2018; Lehdonvirta, 2018).

The gig workers Petriglieri et al. (2019) studied had freedom over the 
work they chose, how they worked, and when they worked. However, 
other workers find their autonomy curtailed by the platforms through 
which they access work (Rosenblat, 2018; Veen et al., 2020). 

Power Gig workers vary in their power. A more recent 
literature oriented toward differentiating good and bad 
independent work has identified various ways in which 
gig workers feel powerful or powerless (see especially 
Kalleberg, 2011, Veen et al., 2019). 

Barley and Kunda (2004) pointed out that workers’ market power varies 
based on the uniqueness and value of their skills, experience and 
education. Woods et al. (2019) also highlighted how gig workers’ 
power varies based on the number of jobs versus the number of 
employees (a factor that intersects with skill level where more people 
can perform those jobs). Regardless of the exact source, the higher the 
employee’s market power, the higher-quality the job tends to be.
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Table 2. Means, Standard Deviations, Reliabilities, and Correlations Between Study 2 Variables.
Variable M SD N 1 2 3 4 5 6 7 8 9 10 11

1. Overall challenges index1 2.70   .69 227 (.87)
2. Viability challenges1 2.86   .99 227  .70** (.75)
3. Organizational challenges1 2.38   .87 227  .62**  .32** (.74)
4. Identity challenges1 2.68 1.00 227  .78**  .39**  .41** (.71)
5. Emotional challenges1 2.32 1.01 227  .68**  .34**  .36**  .53** (.87)
6. Relational challenges1 2.81 1.13 227  .65**  .34**  .36**  .44**  .30** (.73)
7. Career uncertainty challenges1 3.17 1.08 227  .64**  .43**  .16*  .37**  .20**  .37** (.82)
8. Depletion 2.34 1.03 227  .43**  .22**  .26**  .34**  .35**  .27**  .28** (.90)
9. Loneliness 2.64   .86 227  .36**  .21**  .22**  .25**  .25**  .35**  .23**  .34** (.86)
10. Thriving 3.76   .83 227 -.30** -.26** -.14* -.23** -.09 -.16* -.32** -.57** -.22** (.89)
11. Resilience 3.47   .91 226 -.37** -.10 -.27** -.29** -.30** -.35** -.21** -.40** -.36  .25** (.91)
12. Gender2   .49   .50 226 -.01 -.02  .12 -.12 -.06  .09 -.01 -.13 -.07 -.01  .05
* p < .05, ** p < .01
Note1. Overall and subfactor gig challenge mean scores consist of items retained from EFA, with overall challenge index as the mean of all retained items. 
Note2. Gender 0 = female, 1 = male

Table 3. Means, Standard Deviations, Reliabilities, and Correlations Between Study 3 Variables.
Variable M SD N 1 2 3 4 5 6 7 8 9 10 11 12 13

1. Overall challenges index1   2.83   .69 476 (.86)
2. Viability challenges   3.00   .92 476  .65** (.55)
3. Organizational challenges   2.58   .88 476  .64**  .32** (.61)
4. Identity challenges   2.82   .99 476  .74**  .48**  .42** (.60)
5. Emotional challenges   2.60 1.05 476  .66**  .26**  .32**  .36** (.84)
6. Relational challenges   2.99 1.09 476  .67**  .24**  .30**  .36**  .43** (.79)
7. Career uncertainty challenges   3.03 1.16 476  .71**  .42**  .33**  .44**  .27**  .35** (.85)
8. Work meaningfulness   4.19   .74 477 -.33** -.24** -.20** -.30** -.08 -.19** -.38** (.86)
9. Thriving   4.04   .70 476 -.27** -.17** -.24** -.22** -.03 -.18** -.29**  .60** (.91)
10. Age 36.60 9.53 475 -.08  .05 -.10* -.11* -.04 -.01 -.09  .12**  .03 -
11. Gender2     .57   .50 463 -.11* -.10* -.06 -.10* -.02 -.08 -.10*  .13**  .12**  .10* -
12. Education   6.58   .98 477 -.04 -.06 -.09 -.02 -.04  .04 -.01 -.00 -.05  .21**  .08 -
13. Income   2.92 1.95 473 -.23** -.28** -.17** -.19** -.14* -.07  .08  .08 -.05  .27**  .12**  .25** -
14. Minority     .22   .41 427  .09  .08  .05  .06  .04  .06  .06 -.01 -.01 -.14** -.01 -.03 -.08
* p < .05, ** p < .01
Note1. Overall challenges index is the mean score of all the subfactor challenge items. 
Note2. Gender 0 = female, 1 = male; Minority 0 = no, 1 = yes.
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Table 4. Means, Standard Deviations, Reliabilities, and Correlations Between Study 4 Variables.
Variable M SD N 1 2 3 4 5 6 7 8 9 10 11 12

1. Overall challenges index1 2.85   .89 302 (.93)
2. Viability challenges 3.03 1.11 302  .80** (.82)
3. Organizational challenges 2.52 1.08 302  .79**  .55** (.82)
4. Identity challenges 2.88 1.14 302  .80**  .56**  .54** (.82)
5. Emotional challenges 2.72 1.18 302  .74**  .50**  .62**  .47** (.91)
6. Relational challenges 2.86 1.17 302  .77**  .51**  .55**  .55**  .43** (.83)
7. Career uncertainty challenges 3.09 1.12 302  .79**  .66**  .48**  .60**  .43**  .55** (.84)
8. Job satisfaction 3.66   .88 302 -.52** -.37** -.36** -.49** -.29** -.39** -.52** (.82)
9. Extraversion 4.36 1.44 302  .02 -.03  .12* -.04  .05  .07 -.08  .28** (.82)
10. Agreeableness 5.58 1.08 302 -.03  .02 -.05 -.03 -.02  .00 -.04  .39**  .43** (.85)
11. Openness 5.34 1.12 302  .08  .11  .07  .06  .09  .01  .03  .27**  .34**  .54** (.76)
12. Gender2   .55   .50 302  .17**  .01  .18**  .15**  .11  .27**  .07 -.16**  .06 -.15* -.01 -
13. Income 3.09 1.42 302 -.20** -.30** -.12* -.14* -.12* -.07 -.21**  .10  .12* -.08 -.09  .14*
* p < .05, ** p < .01
Note1. Overall challenges index is the mean score of all the subfactor challenge items.
Note2. Gender 0 = female, 1 = male.

Table 5. Means, Standard Deviations, Reliabilities, and Correlations Between Study 5 Variables 
Variable M SD N 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1. Overall challenges index1 2.86   .80 343 (.91)
2. Viability challenges 3.26 1.02 343  .63** (.76)
3. Organizational challenges 2.95 1.03 343  .74**  .43** (.79)
4. Identity challenges 2.61 1.15 343  .83**  .41**  .53** (.84)
5. Emotional challenges 2.78 1.08 343  .78**  .38**  .50**  .57** (.84)
6. Relational challenges 2.81 1.08 343  .68**  .16**  .42**  .53**  .46** (.82)
7. Career uncertainty challenges 2.74 1.12 343  .79**  .46**  .44**  .63**  .54**  .44** (.82)
8. Financial hardship 2.93 1.11 343  .47**  .47**  .30**  .38**  .40**  .18**  .36** (.80)
9. Role overload 2.80   .90 335  .48**  .20**  .45**  .44**  .41**  .28**  .34**  .23** (.44)
10. Role ambiguity 2.64   .97 343  .42**  .18**  .28**  .42**  .28**  .25**  .43**  .17**  .37** (.83)
11. Emotional labour 2.93   .61 342  .50**  .20**  .36**  .45**  .50**  .33**  .37**  .28**  .30**  .28** (.80)
12. Belongingness 3.30 1.02 307 -.57** -.29** -.31** -.54** -.39** -.57** -.44** -.28** -.36** -.44** -.30** (.49)
13. Employability 3.34 1.05 322 -.31** -.32** -.15** -.21** -.26** -.15** -.28** -.20** -.14* -.27** -.17**  .24** (.57)
14. Depletion 2.63 1.05 343  .60**  .34**  .49**  .50**  .48*  .40**  .47**  .30**  .34**   .41**  .43** -.44** -.25** (.89)
15. Gender2   .36   .48 337  .28** -.03  .18**  .28**  .25**  .30**  .27**  .06  .22**  .19**  .21** -.23**  .05  .17** -
16. Income 3.49 1.64 341  .09 -.18** -.01  .14**  .23** .15**  .06 -.03  .13* -.02  .18** -.06  .15**  .09 .28**
* p < .05, ** p < .01
Note1. Overall challenge index is the mean score of all the subfactor challenge items.
Note2. Gender 0 = female, 1 = male.
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Appendix
Gig Work Challenges Inventory

Instructions: Working independently can be challenging and exhilarating. We would like to gain an 
understanding of your experiences of independent work. Please rate how well the following characterize 
your current feelings about your work.  Scale: 1 (Not at all) to 5 (Very much so)

Viability challenges: finding enough money to sustain a desired lifestyle, coping with unpredictable work 
leading to “feast and famine” income cycles, and concern about basic income continuation.
1. I often have no idea where my next dollars will come from.
2.  It is hard for me to plan for large expenses as it is difficult to predict what my income will be in any 
given year.
3. I often can’t predict when I will get my next paycheck.

Organizational challenges: constantly needing to deal with the logistics of conducting independent work, 
attending to “backroom” tasks that are necessary, but not the core tasks of the work, creating routines, 
and enforcing those routines.
4. I find it difficult to stick to effective routines for handling all the backroom work associated with my 
job.
5. Sometimes I fall seriously behind on doing the necessary administrative tasks to keep my gig work 
going.
6. I sometimes feel overwhelmed by all of the different tasks I have to complete in my gig work.

Identity challenges: developing and maintaining a coherent sense of work identity when work varies a lot 
from day-to-day and client-to-client and people don’t understand what you do.
7. I wear so many hats as a gig worker that it is sometimes difficult to have a clear sense of who I am as a 
worker.
8. It is sometimes difficult to explain to others who I am as a worker.
9. It is difficult to develop a clear sense of who I am in the gig economy.

Emotional challenges: experiencing a high level of emotion during the work week and also a lot of swings 
between positive and negative emotions.
10. My life as a gig worker can get pretty intense emotionally.
11. Gig work is emotional.
12. In my life is a gig worker, my emotions are all over the place.

Relational challenges: coping with being alone so much of the time and the need to be constantly selling 
to others to build my “brand.”
13. Gig work is lonely.
14. I feel alone a lot of times in my gig work, separated from mentors and colleagues who might help me.
15. Sometimes I miss being part of a team when doing my work.

Career-path uncertainty challenges: coping with the uncertainty about how a career based on my current 
work might unfold over the long run.
16. I don’t know where my career might go in the future from what I’m doing now as a gig worker.
17.Where I go from here in my career is very unclear.
18. I'm not sure what I'm going to be doing for work this time next year.
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