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Abstract

This study examines the impact of the gig economy on employee well-being, organizational productivity, and inclusive
leadership. Drawing on a systematic review of secondary sources, including peer-reviewed articles and industry reports
identified via Google Scholar and RIT libraries, the research design involved thematic analysis of key studies on digital labor
platforms. Findings indicate that gig work affords autonomy and schedule flexibility, improving perceived empowerment and
work-life balance, but simultaneously introduces financial insecurity, inconsistent earnings, and stress induced by algorithmic
management. At the organizational level, firms capitalize on cost savings and rapid access to specialized skills through gig
engagements, yet face challenges in fostering team cohesion, loyalty, and sustained productivity due to the transactional
nature of gig relationships. Inclusive leadership practices emerge as a critical intervention: transparent performance metrics,
regular feedback channels, opportunities for skill development, and formal recognition enhance trust, collaboration, and
engagement across hybrid teams. Theoretically, the study contributes by integrating algorithmic oversight and inclusive
leadership constructs into an overarching employee engagement framework in digitalized labor markets, extending existing
organizational behavior models. The framework also underscores the interplay between individual agency and technological
governance, offering a basis for future empirical validation. Practical implications include leveraging digital collaboration
platforms to bridge communication gaps, implementing transparent algorithmic governance, and formulating policies that
balance workforce flexibility with essential protections. Limitations of this study arise from its reliance on secondary literature,
the absence of primary empirical data, and potential selection bias in source materials. Future research should undertake
longitudinal, sector-specific investigations and cross-cultural comparisons to validate and refine the proposed framework,
thereby informing evidence-based management and policy interventions in the evolving workforce.
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organizational perspective, businesses leverage the gig
economy to reduce labour costs and quickly access
specialized talent for temporary projects or fluctuating
workloads (Kaine and Josserand, 2019). However, these
benefits are tempered by challenges in fostering long-
term employee engagement, loyalty, and team cohesion
due to the inherently transactional nature of gig work
(Healy et al., 2017). As organizations increasingly rely on
hybrid and contingent workforces, leadership practices
must evolve to ensure effective collaboration and
workforce stability. Inclusive leadership has emerged as a
promising approach to managing gig workers,
emphasizing transparency, equity, participation, and
support. Such practices can help address the unique
vulnerabilities faced by gig workers and foster a more
inclusive, trust-based working environment (Graham et
al., 2017; Koutsimpogiorgos et al., 2020). Moreover, the
rise of algorithmic oversight and digital mediation in the
gig economy necessitates new leadership strategies that
balance efficiency with fairness and human dignity. This
paper investigates the gig economy’s impact on three
critical areas: employee well-being, organizational
productivity, and inclusive leadership. Through a
systematic review of current research, it explores how
digital labour platforms are reshaping work, what this
means for workers and organizations, and how leadership
models can adapt to the evolving nature of employment.

1. INTRODUCTION

The gig economy has rapidly transformed traditional
employment by promoting short-term, flexible, and task-
based work arrangements, often facilitated by digital
platforms such as Uber, Airbnb, and Etsy (Abraham et al.,
2021). These platforms enable workers and service
providers to engage directly with consumers, bypassing
conventional employment structures and reshaping
labour markets globally (Donovan et al., 2016). Originally
associated with freelance entertainment work, the term
“gig” now encompasses a wide range of non-standard
jobs characterized by autonomy, mobility, and project-
based earnings (Vallas and Schor, 2020). Workers are
drawn to gig employment for its flexibility and perceived
independence, allowing them to manage multiple income
streams and accommodate personal obligations.
However, this autonomy frequently comes at the cost of
financial insecurity, unpredictable earnings, and limited
access to employment benefits such as healthcare and
retirement plans (Bajwa et al., 2018). Digital platforms
often rely on algorithmic management systems to allocate
tasks, monitor performance, and enforce rules, practices
that can undermine worker autonomy and generate stress
(Wood et al.,, 2019). These systems, while efficient,
introduce new forms of surveillance and power
asymmetry between workers and platforms. From an
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2. LITERATURE REVIEW
2.1. 2.1. Defining the Gig Economy

The gig economy represents a shift from traditional
employment to short-term, flexible, and task-based labor
arrangements facilitated by online platforms. These
platforms connect customers with service providers
across industries such as transportation, professional
services, and creative work (Abraham et al., 2021). Gig
workers, often classified as independent contractors,
typically lack the benefits and legal protections afforded
to full-time employees. This model enables businesses to
remain agile and responsive to market changes (Graham,
Hjorth and Lehdonvirta, 2017).

A key attraction for many workers is the ability to control
their schedules and balance personal and professional
responsibilities (Kaine and Josserand, 2019). However, the
same flexibility often comes with unstable income, as gig
work depends heavily on fluctuating demand. This
tension between autonomy and insecurity is central to gig
work’s challenges. Graham et al. (2017) describe this
trade-off as a core contradiction, where independence is
gained at the expense of consistent employment and
income security.

2.2. Worker

Economy

Gig work has complex implications for employee well-
being. Irregular schedules, lack of job security, and
financial instability can negatively affect both mental and
physical health (Bajwa et al., 2018). For marginalized
populations, including immigrants and women, barriers to
platform access and systemic bias further exacerbate
these challenges (Behl et al., 2022). Many gig workers also
lack employer-sponsored health insurance or retirement
benefits, increasing their vulnerability (Donovan et al.,
2016).

Well-being in the Gig

A defining feature of gig platforms is algorithmic
management—systems that track, evaluate, and assign
tasks based on performance data. While efficient, these
systems reduce worker autonomy and foster constant
competition under opaque and sometimes biased
evaluation criteria (Wood et al., 2019). As Friedman
(2014) argues, the lack of traditional employment
relationships strips gig workers of job security, collective
bargaining rights, and workplace protections. The COVID-
19 pandemic magnified these issues, as gig workers faced
sudden income losses and insufficient social protections.
Many were excluded from government aid programs due
to their classification as independent contractors,
highlighting structural inequities (Bajwa et al., 2018). On
the other hand, some workers, particularly in lower-
income countries, have accessed global markets through
digital platforms, gaining income opportunities not
available locally. Yet, disparities persist, as these workers
often earn less and face higher levels of job insecurity
than those in wealthier regions (Graham et al., 2017).

2.3. Organizational Dynamics in the Gig

Economy

The gig economy offers organizations operational
benefits, such as reduced labor costs and greater access
to specialized, on-demand talent (Koutsimpogiorgos et
al.,, 2020). For firms operating in competitive markets,
using gig workers can reduce training and benefits costs.
However, integrating gig workers into hybrid teams,
composed of both gig and full-time employees, presents
managerial difficulties. Their temporary status often limits
commitment and teamwork, which may hinder
productivity (Healy, Nicholson and Pekarek, 2017). This
disconnect can also strain relationships within hybrid
teams, with full-time employees perceiving gig workers as
competition. To address these issues, companies must
develop inclusive management practices. Greenwood,
Burtch and Carnahan (2017) emphasize the importance of
transparent communication to build trust and cohesion
across worker categories.

Digital tools like project management software and real-
time feedback mechanisms can facilitate better
integration and alignment with organizational goals.
These dynamics contribute to a broader theoretical
understanding of how workforce segmentation affects
organizational behavior, underscoring the need for
adaptable structures and inclusive strategies in evolving
labor models.

2.4. Leadership and Ethical Considerations
Leadership in the gig economy requires a departure from
hierarchical models toward inclusive practices that
emphasize equity, communication, and recognition
(Stewart and Stanford, 2017). Strategic leadership should
adapt to technological shifts while fostering community
and engagement among gig workers (Santana and Bornay-
Barrachina, 2024). This includes ensuring transparency in
payment systems and providing opportunities for skills
development. One ethical challenge in managing gig
workers is algorithmic governance. Tan et al. (2021) warn
that algorithms often operate without accountability,
leading to unfair outcomes. Workers may be penalized for
factors beyond their control, such as biased customer
ratings or system errors. Leaders must implement
mechanisms to contest unfair evaluations and promote
algorithmic transparency. Transformational leadership
can mitigate emotional and social deficits by fostering
trust, motivation, and inclusion (Yadav, Choudhary and
Jain, 2019). Recognizing and appreciating gig workers not
only boosts morale but also reduces turnover. While many
platforms treat workers as transactional agents,
cultivating a sense of community can enhance both
worker satisfaction and organizational outcomes (Graham
et al., 2017). These leadership strategies form part of the
study’s  proposed framework, which integrates
algorithmic oversight with inclusive leadership to
promote employee engagement in digital labor markets.
This integration represents a theoretical contribution by
extending traditional organizational behavior models to
address the realities of platform-mediated work.
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2.5. The Role of Technology

Technology plays a pivotal role in enabling, structuring,
and mediating the gig economy. Digital platforms serve as
the infrastructure through which labour is organized,
tasks are distributed, and performance is monitored.
From an operational standpoint, these platforms
facilitate real-time matching between labour supply and
demand across global markets, supporting the scalability
and efficiency prized by platform-based business models
(Wood et al., 2019). However, this technological
intermediation also introduces new forms of managerial
control, worker surveillance, and algorithmic asymmetry,
profoundly reshaping labour relations.

A defining characteristic of the gig economy is the
prevalence of algorithmic management—a system
wherein algorithms assign tasks, evaluate performance,
and mediate disciplinary action. While this model offers
benefits such as cost efficiency, scalability, and
consistency, it simultaneously curtails worker autonomy
by embedding performance oversight into the technical
architecture of the platform. As Graham et al. (2017)
observe, gig workers are not managed by human
supervisors in the traditional sense, but by algorithmic
logics that often remain opaque and unchallengeable.
This shift has implications for both employee well-being
and perceptions of fairness.

The algorithmic opacity common in gig platforms creates
a power imbalance between workers and the digital
systems that govern them. Workers frequently report
confusion over how ratings are calculated, how earnings
are determined, or why they are deactivated—often
without recourse or explanation. This lack of
transparency contributes to a sense of disempowerment,
uncertainty, and mistrust (Tan et al., 2021). Unlike
conventional workplaces, where employees may contest
appraisals or negotiate working conditions, algorithmic
management systems leave little room for feedback,
challenge, or redress.

In addition, the surveillance capabilities embedded in
digital platforms present ethical concerns. Gig workers
are often required to remain “active” on the platform,
accept a minimum percentage of assigned tasks, and
maintain high customer ratings. GPS tracking, biometric
sign-ins, and automated time logging are standard tools
used to monitor productivity. While these mechanisms
can enhance accountability, they also erode privacy and
contribute to a culture of constant visibility and pressure
(Wood et al., 2019). This “always-on” expectation
undermines traditional boundaries between work and
personal life, increasing cognitive load and emotional
exhaustion.

Moreover, the datafication of labour—whereby every
action, rating, or transaction is quantified and stored—
raises concerns about consent, data governance, and
long-term worker profiling. Gig platforms collect
extensive behavioural and performance data, often
without workers’ full understanding or explicit consent. In
many cases, workers have limited control over how their

data is used, shared, or monetized. The commodification
of worker data, combined with minimal legal safeguards,
represents a significant challenge for ethical governance
in the platform economy.

Technology also influences access and inclusion in gig
work. On one hand, digital platforms democratize access
to income-generating opportunities by lowering barriers
to entry. For individuals in remote or underserved
regions, gig platforms may offer a means of participation
in the global labour market. However, this access is not
equitably distributed. Digital literacy, broadband
availability, platform discrimination, and language
barriers continue to marginalize certain groups,
reinforcing pre-existing socio-economic divides (Behl et
al.,, 2022). Platform design choices—from interface
language to onboarding algorithms—often fail to account
for the diversity of user needs, inadvertently privileging
more affluent or technologically fluent populations.

On a more constructive note, technological innovation
also holds promise for enhancing fairness and inclusivity
if designed and governed ethically. Platform designers
and organizational leaders have the capacity to
implement more transparent, accountable systems.
Initiatives such as algorithmic audits, explainable Al, and
worker feedback loops are emerging as tools for
promoting fairness and building trust. Platforms like
Upwork have experimented with transparent earnings
calculators and appeal mechanisms, while policy
advocates increasingly call for regulatory frameworks to
govern algorithmic decision-making and data ethics.

Ultimately, the role of technology in the gig economy is
ambivalent, simultaneously enabling flexibility and
facilitating control. The same digital infrastructure that
expands access to work and streamlines operations can
also entrench inequality, compromise well-being, and
erode labour rights. As such, technology should not be
viewed as a neutral tool but as a socio-technical system
embedded with values, assumptions, and power
dynamics. Future research and practice must interrogate
these dynamics critically and work toward the
development  of  human-cantered technological
governance models that prioritize fairness, transparency,
and worker dignity.

2.6. Regulatory Challenges

The regulatory environment of the gig economy remains
inconsistent across jurisdictions. In many countries, gig
workers are classified as independent contractors,
exempting companies from providing standard labor
protections such as minimum wage, paid leave, or union
rights (Stewart and Stanford, 2017). While this status
benefits firms financially, it exposes workers to
exploitation. Regulatory initiatives are beginning to
emerge. The European Union’s Platform Work Directive
aims to address these gaps by promoting transparency in
algorithmic management and ensuring access to social
protections. However, enforcement remains uneven
globally. Abraham et al. (2021) highlight the need for
more robust data on gig work to inform evidence-based
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policy. Without accurate information on worker
conditions and income, crafting effective regulations
remains a challenge. This underscores the importance of
aligning digital platform governance with inclusive policy
development. Future regulations should support a
balance between flexibility and fairness, while also

Table 1 | Summary of Selected Literature and Main Contributions

encouraging organizations to adopt leadership
frameworks that prioritize ethical oversight and workforce
well-being. Summary of the selected literature with main
contributions can be found in Table 1, and database

search with keyword strategy in Table 2.

Title

Measuring the Gig Economy:
Current Knowledge and Open
Issues

The Health of Workers in the
Global Gig Economy

Good Gig, Bad Gig: Autonomy
and Algorithmic Control

Digital Labour and

Development

Regulating Work in the Gig
Economy

Main Contribution

Identifies data gaps and calls
for improved metrics to
assess gig work’s impact on

worker well-being and
productivity.
Emphasizes  health  risks,

stress, and lack of benefits
faced by gig workers globally.
Analyzes how algorithmic
management undermines
worker autonomy and causes
stress.

Highlights the global
disparities in gig work,
especially between
developed and developing
countries.

Advocates for regulatory
reforms to improve

transparency, fair pay, and
worker protection.

Author(s) Year
Abraham et al. 2021
Bajwa et al. 2018
Wood et al. 2019
Graham et al. 2017
Stewart & Stanford 2017
Table 2 | Database Search and Keyword Strategy
Database
Google Scholar
RIT Libraries

Keywords Used
"Gig economy and well-being",
work", "Algorithmic control"

"Leadership in gig economy",
"Inclusive workforce practices"

"Digital labor", "Impact of gig

Gig economy and productivity",

Source: Authors’ database query log.
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3. RESEARCH DESIGN

3.1. Introduction

This study employs a qualitative, exploratory research
design aimed at understanding the complex and
multidimensional effects of the gig economy on worker
well-being, organizational productivity, and inclusive
leadership. The nature of these research questions
requires a design that allows for depth of understanding,
conceptual exploration, and integration of diverse
perspectives. As such, a systematic narrative literature
review was selected as the most appropriate design. This
design enables the synthesis of fragmented but
thematically related insights from multiple disciplines,
including organizational behaviour, labour economics,
sociology, and management.

Unlike a purely systematic review that focuses solely on
empirical data, the narrative element allows the inclusion
of conceptual and theoretical works, ensuring a holistic
understanding of the evolving gig economy landscape.
The design is especially appropriate for generating
frameworks and theory extensions, as in this study’s
development of an integrative model linking algorithmic
governance and inclusive leadership within digital labour
systems.

3.2. Research Methodology

This study adopts a qualitative research methodology,
specifically employing a systematic narrative literature
review, to explore the multidimensional effects of the gig
economy on employee well-being, organizational
productivity, and inclusive leadership. Given the evolving
and often fragmented nature of the literature on
platform-based labour, a qualitative approach was
deemed appropriate to synthesize diverse perspectives
and uncover emergent patterns. This method s
particularly  suitable  for  addressing  complex,
interdisciplinary phenomena where empirical
generalization is less critical than conceptual integration
and theoretical development.

The review process combined principles of systematic
inquiry, which emphasize transparency, replicability, and
rigor, with narrative synthesis, which allows for thematic
coherence across diverse bodies of literature. The
inclusion of both empirical and theoretical sources
ensured a rich and nuanced understanding of how digital
platforms shape labour relations, organizational practices,
and leadership dynamics. This hybrid methodological
strategy aligns with Braun and Clarke’s (2006) thematic
analysis framework, which supports inductive theme
development based on iterative engagement with the
data.

Data collection involved a purposive sampling strategy,
targeting peer-reviewed journal articles, academic
monographs, policy reports, and industry white papers.
The primary databases used were Google Scholar and the
RIT Libraries’ academic repository, which provide access
to a wide array of interdisciplinary sources across

management, sociology, labour economics, and
organizational studies. To ensure the quality and
relevance of the sources included in this study, a clearly
defined set of inclusion and exclusion criteria was
employed. The review considered publications released
between 2010 and 2024 to combine both foundational
studies and the most recent scholarly developments in
the field. Only sources with direct relevance to digital
labour platforms—such as ride-hailing, online freelancing,
and crowd work—were selected, ensuring a focused
analysis of platform-mediated work arrangements. Both
empirical studies (utilizing qualitative, quantitative, or
mixed-method designs) and conceptual or theoretical
contributions were included to provide a comprehensive
and balanced perspective. Furthermore, eligible studies
had to address at least one of the study’s core thematic
domains: employee well-being, organizational dynamics,
or leadership practices within the context of the gig
economy. Excluded from the review were non-academic
blog posts, unverified opinion pieces, and articles that
lacked substantive engagement with the structural,
organizational, or experiential dimensions of gig work on
digital platforms.

A structured search protocol was employed using
combinations of keywords such as “gig economy and well-
being,” “platform labour,” “algorithmic management,”
“inclusive  leadership,”  “digital workforce,” and
“organizational productivity in gig work.” Boolean
operators and subject filters were used to refine the
searches and ensure thematic alignment. Manual
backward citation tracking was also employed to identify
seminal works cited by frequently referenced papers. The
collected literature was analysed using thematic analysis,
allowing for the identification of recurring patterns,
tensions, and conceptual categories. Braun and Clarke’s
(2006) six-step process guided this phase: (1)
familiarization with data, (2) generation of initial codes,
(3) searching for themes, (4) reviewing themes, (5)
defining and naming themes, and (6) producing the final
report. This process was supported by qualitative coding
software to organize excerpts and link them to the
emerging thematic framework. Themes were developed
inductively, reflecting patterns found in the literature
rather than pre-imposed theoretical constructs. The three
overarching themes—employee well-being,
organizational productivity, and inclusive leadership—
emerged as focal points through this iterative process.
Subthemes such as algorithmic control, marginalization,
digital integration, and leadership ethics were also
identified and contextualized.

” o u

While the chosen approach allows for comprehensive
conceptual mapping, it also carries certain limitations.
The reliance on secondary literature means that findings
are dependent on the scope and quality of existing
studies. Potential biases may arise from publication
trends, overrepresentation of specific geographies (e.g.,
the Global North), or methodological homogeneity in the
reviewed sources. Moreover, the absence of primary data
collection precludes direct validation of theoretical
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insights with lived experiences. To mitigate these
limitations, triangulation was pursued through the
inclusion of policy reports and grey literature, offering
practical viewpoints alongside academic discourse.
Nonetheless, future research should incorporate
empirical fieldwork, interviews with gig workers, and
cross-cultural case studies to ground the conceptual
framework in real-world dynamics and ensure external
validity.

4. RESEARCH FINDINGS

4.1. Gig Economy and Employee Well-
Being

The gig economy presents a dual impact on worker well-
being. On the positive side, gig work offers greater
autonomy and flexible scheduling, which facilitates work—
life balance, particularly beneficial for caregivers,
students, and individuals managing multiple roles (Bajwa
et al., 2018). This autonomy can enhance subjective well-
being by enabling individuals to pursue projects of
personal interest or supplement their income.

However, significant health-related drawbacks
accompany this flexibility. Financial insecurity, income
volatility, and absence of employer-provided benefits
such as health insurance or retirement plans contribute to
chronic stress and anxiety among gig workers (Donovan et
al., 2016). These challenges are particularly acute for
marginalized groups, especially women and immigrants,
who are overrepresented in precarious gig roles (Bajwa et
al., 2018).

Algorithmic management systems further exacerbate
stress. These systems enforce control through customer
ratings, performance metrics, and automated task
assignments, which often restrict autonomy rather than
enhance it (Graham et al., 2017). While marketed as
offering flexibility, such systems create a paradox of
constrained autonomy under digital surveillance.
Moreover, the absence of formal protections—such as
paid sick leave, unemployment insurance, or workers’
compensation—leaves gig workers vulnerable to
economic shocks (Stewart & Stanford, 2017). During
crises like the COVID-19 pandemic, many gig workers
experienced sharp income reductions without
institutional safety nets, increasing their susceptibility to
both mental and physical health risks (Keith et al., 2020).
These conditions highlight systemic inequities inherent in
the platform-based labour model.

4.2. Impact on Organizational Productivity
Gig work has enabled organizations to reduce labour
costs, access specialized talent quickly, and respond
flexibly to changing market demands (Kaine & Josserand,
2019). Platforms such as Upwork and Fiverr exemplify
how businesses can efficiently delegate short-term
projects without long-term commitments, enhancing
operational agility.

Nonetheless, challenges persist in sustaining long-term
productivity. Gig workers often exhibit lower
organizational commitment due to the temporary and
transactional nature of their roles. This can lead to goal
misalignment and diminished collaboration, especially in
hybrid teams of gig and full-time workers (Vallas & Schor,
2020). The limited integration of gig workers into core
teams can also hinder trust and information sharing
(Cropanzano et al., 2023).

Traditional employees may view gig workers as external or
temporary, which can undermine cohesion and collective
performance. When gig workers are excluded from
organizational culture-building activities, their sense of
belonging and engagement further deteriorates.

However, the strategic use of digital tools—such as project
management platforms and communication software—
can mitigate some of these integration challenges. As
Greenwood, Burtch, and Carnahan (2017) note,
technology can enhance coordination, transparency, and
feedback mechanisms, thus improving collaboration
across diverse work arrangements.

4.3. Inclusive Leadership in Hybrid

Workforces

The evolving nature of work necessitates a shift from
traditional hierarchical leadership models toward
inclusive leadership approaches. Inclusive leadership
emphasizes fairness, communication, and mutual
respect—qualities particularly critical in managing gig
workers who lack formal organizational ties (Stewart &
Stanford, 2017).

A primary leadership challenge is ensuring equitable
treatment within algorithmically governed environments.
Inconsistent pay structures and opaque performance
evaluations can frustrate gig workers and erode trust (Tan
et al., 2021). Leaders must advocate for transparency and
allow workers to contest performance assessments and
understand how algorithms influence  their
compensation. Ivandi¢ (2024) emphasizes that hybrid
leadership—balancing flexibility with accountability—can
sustain engagement across diverse worker categories.
Recognizing gig workers' contributions through informal
praise or performance-based incentives fosters a sense of
value and inclusion (Tan et al., 2021). Furthermore, access
to skill development resources and learning opportunities
can enhance retention and job satisfaction. By embedding
inclusive leadership principles into platform governance
and managerial practices, organizations can improve gig
workers’ engagement and mitigate the alienation often
associated with digital labour.DISCUSSION

The findings of this study reinforce the ambivalent nature
of gig work, simultaneously affording greater autonomy
and flexibility while introducing substantial precarity and
psychosocial stress. This duality, evident in the
experiences of platform-based workers, reflects broader
structural contradictions inherent in algorithmically
mediated labor markets. While digital platforms promote
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entrepreneurial narratives of independence, they often
operate through mechanisms of algorithmic control that
standardize, surveil, and constrain workers' autonomy
under the guise of flexibility (Wood et al., 2019). From a
well-being perspective, the research corroborates existing
literature (Bajwa et al.,, 2018; Keith et al., 2020) by
demonstrating that the absence of benefits,
unpredictable earnings, and inadequate institutional
support systems contribute to chronic stress and adverse
health outcomes among gig workers. Particularly
vulnerable are women, migrants, and those engaged in
low-skill or high-churn tasks, who disproportionately
suffer from algorithmic opacity and job insecurity. This
reinforces the argument that platform labor reproduces
and amplifies existing labor market inequities. At the
organizational level, the integration of gig workers yields
short-term efficiency gains but introduces long-term
challenges for cohesion, alignment, and productivity.
Transactional work  arrangements hinder the
development of  psychological contracts and
organizational identification, leading to disengagement
and high turnover (Vallas & Schor, 2020; Cropanzano et
al., 2023). Moreover, organizational cultures that fail to
incorporate gig workers into core communication and
feedback structures exacerbate marginalization and
reduce team synergy.

Inclusive leadership thus emerges as a pivotal mediating
factor. Leaders who prioritize fairness, recognition, and
developmental opportunities can mitigate some of the
negative effects of platform work. As evidenced in this
study, transparent performance systems, accessible
feedback loops, and non-material recognition (e.g., public
praise, inclusion in team communication) foster trust and
improve retention (Tan et al., 2021; Ivandi¢, 2024). The
development of hybrid leadership models—capable of
balancing platform-driven flexibility with relational
accountability—represents a critical avenue for aligning
digital labor management with ethical and inclusive
practices.

These findings support and extend current organizational
behavior theories by situating algorithmic management
and gig-based labor within broader frameworks of
engagement and leadership. The proposed integrative
framework contributes to theoretical advancement by
linking individual agency, technological governance, and
inclusive leadership in a coherent model of employee
experience in digitalized work contexts.
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