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Abstract.
The ‘gig economy’, which is also often associated with terminologies like ‘flexible’, ‘self-employed’, ‘freelance’, ‘zero hours’, ‘independent’ and ‘short-term’ contract-based jobs, has gained popularity over the years in many businesses, such as Uber, Deliveroo, Airbnb, Foodpanda and Zomato etc. This new economic concept gained momentum during the pandemic, as many employees lost their jobs and many businesses required delivery services as a lot of business moved online. But the boom came with many HRM challenges, such as job security, renumeration, holidays, sick leave and medical insurance. Because of its scale, and scope, the challenges highlighted above where mostly visible and discussed in the business conduct of Uber and a few others. While studying the literature, it was evident that Gig economy phenomenal is changing at a relatively supersonic speed and the most affected area HR which is directly responsible for relating with workers. The rapid changes which don’t correspond with speed of research have however resulted into a knowledge gap hence purpose of this project. Covering the knowledge gap, and creation of a viable framework is expected to put forward conducive HRM policies and practices to enhance Uber’s sustainability and productivity in the face of highly volatile and competitive business environment. With the aid of a descriptive analysis on SPSS-25 version to evaluate available date by identifying the gaps in available studies, this project will endeavour to analyse and fill the knowledge gap hence the relevance of this project.
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Chapter 1.
1.1. Introduction: 
[bookmark: _30j0zll]Undoubtedly, in the last 2 decades, the advancement of information technology and communication has led to the development of UK’s and world economies to unprecedented levels. It has indeed accelerated and opened new opportunities for organisations, countries and individuals, easing their operations and daily lives. 
[bookmark: _1fob9te]However, the ease and opportunities created by technological advancement have equally increased the challenges and complexities in business management particularly with a shift from traditional to modern (technological) approaches like recruitment, supervision and interaction at work. 
[bookmark: _3znysh7] Innovation and technological advancement have greatly influenced the nature of doing business particularly the rise of the sharing and “Gig economies. Truly, the sharing economy or cooperative consumption of services and goods offered by companies and individuals via platforms (online markets) is gaining academic and administrative attention and scrutiny (Boysen, et al., 2019). Innovative and disruptive new technological ways of doing business adapted by organisations like Uber, Airbnb, Deliveroo, and Amazon are playing a key role in disrupting world business, changing people’s way of life and relationships between management, employees and political entities (SkyNews, 2021).
[bookmark: _2et92p0]The recent global expansion of the internet, worldwide web, development of applications (Apps), online labour platforms and Covid-19 pandemic are all implicated in the unprecedented explosion of sharing and Gig economies which are responsible for the economic-social phenomenal world is experiencing which is reshaping legacy commercial, legal and social frameworks (Stocker, et al., 2021). The gig economy however, is viewed by its critics as being socially, economically and commercially disruptive though its aim is cost and resource efficiency, enhancing welfare, participation as well as ecological sustainability.
[bookmark: _tyjcwt]Though actual definitions of both sharing and Gig economy are still sketchy (Eckhardt, et al., 2019), (Taylor, et al., 2017) defines it as ‘people using apps to sell their labour”,  (Wilson, 2017) as “a labour market characterised by the prevalence of short-term contracts or freelance work, as opposed to permanent jobs", and (Investopedia, 2022) describes it as businesses characterised by highly disaggregated microtasks “gigs” (Botsman& Rogers, 2010) flexible, and temporary jobs done by freelance or independent contractors as opposed to full-time employees.  
[bookmark: _3dy6vkm]The acceleration, scale and scope of gig economy particularly in developed countries and UK in particular has grown beyond expectation in last 3 years partly because of transformation of online (Mazzarine Studer, 2020) and effects of Covid-19 pandemic; redundancies, limited movement, working from home, food and online shopping spectacle. Without a doubt the pandemic has redefined social interaction, shopping, way we work, trends, behavioural shift and travel hence the rapid expansion of digital platforms and gig economy in particular to cover the market deficit. 
The progressive and aggressive nature of gig economy business models like Uber in taxi industry and Airbnb in hotel industry are thought to possess ability to disrupt traditional models/industries or incumbent organisations which has resulted into either an increase in house and renting prices in case of Airbnb (Barron, et al., 2018) and a decrease in income for traditional taxis in case of Uber (Blackall, 2021) hence the stiff opposition, legal challenges and regulatory hurdles.
The design, implementation and continuous refinement of Uber’s disruptive business model using advanced technology and a user-friendly application, which offers lower price, easier accessibility, using a tracking system and better-quality services compared to the local cab services and taxi industry at large, has played a key role in acceleration, efficiency and expansion of the gig economy. Many other businesses within and out of the gig economy, and skilled personnel working for Fiverr, Upwork and various other online working platforms are also deploying gig economy techniques to promote their business. 
The increasing complexities of gig economies call for extraordinary means to ensure that efficient human resource management is embedded in such companies to facilitate people associated with their business (Wood et al., 2018). Despite of a sketchy comprehensive statistical analysis on the dynamics and influx of people involved in the gig economy, the trades union congress (TUC, 2021) statistics show a staggering 4.4 million people working in the gig economy platforms, and figures are expected to increase, however key companies like Amazon, and Uber are denying workers basic pay and rights (ox.ac.uk, 2021) and are deploying technology to rewind the age-old worker exploitation practices. The intervention of administrative entities like Transport for London (TFL), Supreme court and unions through legislation, fines and rulings are having a positive influence on the gig economy workers’ rights and working conditions. 
 Uber is a registered American (San Francisco) technological and transportation company founded in 2009 by Garrett Camp and Travis Kalanick. Its current reach extends to all corners of the earth, together with its subsidiarises, it is United Kingdom’s and world’s largest Taxi company, with operations in 10,000 and 71 cities and countries respectively, employing over 23,000 “workers”, serves approximately 100 million monthly customers, and 5 million drivers (Mansoor, 2021). It is valued at £63 billion (Standard.co.uk, 2021), has no business vehicles of its own and its current diversification program has expanded into packages, food, and groceries delivery (Smith, 2021). Though Covid-19 devastated world economies, companies and Uber in particular, its business model which involves drivers owning their cars and bikes, as well as being self-employed (contractors) a key element of their attractiveness, has seen a massive rise in both drivers and customers particularly at the end of the pandemic.
The decline and end of Covid-19 pandemic resulting into minimal restrictions on socialisation has led to gig economy’s (Uber) unprecedented rise in revenue (Amazon by 200%) (Weise, 2021) and recruitment (MailOnline, 2021).  Uber’s partners (both drivers and customers) almost tripled and its global net revenue rose 56% (year to year) to $17.4 billion revenue in 2021. During the pandemic and its effects in particular led to Uber’s delivery business generating more than 118 million revenues, a 26% increase year-on-year in 2021. Generally, work on platforms like driving and delivery for companies like Amazon, Uber and Deliveroo has played a key role in gig economy growth in recent years (Strauss, 2021).
Despite appreciation of gig economy’s benefits by majority of its stakeholders like provision of employment and income to approximately 4.5 million of people (England and Wales) (Strauss, 2021), paying taxes, investment in clean energy (Uber), helping communities (corporate social responsibility), work flexibility, and work-life balance, management and shareholders are under pressure for ignoring, abuse and violation of workers’ rights and benefits (BBC, 2021). Majority of the workers are not categorised as ‘employees’ but considered as ‘contractors’, ‘freelance’ or ‘self-employed’ hence being employed on a temporary basis to complete specific tasks ‘gigs’ in a given time frame, zero-hours contract, without any job security, pension, medical insurance, holiday and sick pay, and in many cases working on below or minimum wage.  Though this level of exploitation is not illegal, allows corporations a competitive edge, and exonerates them from responsibility over their workers (worksmart.org, 2022) and is widely considered immoral. It is vital to note that a number of legal challenges against ‘gig economy’ exploitation of workers are ongoing and some like Uber’s categorising of drivers as self-employed have been successfully overturned by UK’s Supreme Court (bbc, 2021).  
The verdict, in this case, serves as the landmark development in improving relations between management and employees, a bigger role for human resource management (HRM), and involvement of unions in managing of workers’ wellbeing, a fact Uber has already addressed (etuc.org, 2021).
All in all, with above general overview of Gig economy, using existing information and literature in particular, this study will endeavour to discover more about latest developments in the Gig economy particularly the relationship between employers (organisations), employees, human resource practices and technological advancements and how Uber can be more efficiently managed to enhance better efficiency and sustenance. 
1.2. [bookmark: _1t3h5sf]Definition of Terms:
Gig Economy:
[bookmark: _4d34og8]In contrast to permanent jobs, where personnel are hired indefinitely, gig economies present an unconventional concept of earning a livelihood. In this concept, the personnel are employed for a definite period, usually as completion of the job or the terms of the agreement. No workplace protection is provided to the self-employed workers associated with the gig economy. However, the workers usually work at their flexible timing and are not bound to work in a regular 9 am – 5 pm working day timings. The employees get paid for their entitled services presented in the gig, such as the courier delivery and providing a ride to the customer. The BBC states that approximately 5 million people are associated with gig economy businesses (Wilson, 2017). 
1.2.2. IT as a Service (ITaaS):
[bookmark: _2s8eyo1]The consumption of IT by large enterprises to facilitate and increase the speed of doing business is often termed IT as a Service (ITaaS) in business. The cloud-based infrastructure has gained rapid acceptance by many enterprises across the world. The shift is aimed to facilitate the workload handled by traditionally available working mechanisms. The virtual and privately available cloud spaces allow businesses to store their employment and client data complying with the General Data Protection Regulations (GDPR) 2018. The shift to ITaaS in businesses is facilitated by significant acceptance by businesses and consumers (Elumalai, Starikova and Tandon, 2016). 
1.2.3. Human Resource Management:
[bookmark: _17dp8vu]Human resource management provides a framework and means to ensure efficient human resource management in the company, which may include hiring, firing, giving sick leaves, paid holiday, leaves to the workers and providing employees health benefits. It also includes fulfilling the minimum wage policy of the country and providing training and development opportunities to the workforce to enhance their skill set (Opatha, 2021)
1.3. Research Relevance
The pandemic has shown that conventional economic systems do not have a firm base to support the weaker members of society during these unconventional times. But the IT-based methods proved more reliable, and businesses that shifted to online handling and management secured better chances of surviving than businesses that had not shifted to the modern IT trends. Thus, the involvement and revolutions in businesses through IT cannot be denied. But efficient management can facilitate all stakeholders involved, i.e., the client, the employees and the employer. The pandemic boasted the courier and delivery business for all industries. People were more comfortable and safer in sending and receiving food couriers and other items. The growth in the courier business has highlighted the flaws and challenges related to human management in these businesses. 
The gig economies are not a concept only familiar with the courier and taxi business, but many large enterprises have been hiring skilled workers on a contract basis. Thus, the case study provides an approach and a framework related to efficient human management in gig economies in the world facilitated by IT solutions. The case study of Uber will also serve as a landmark for other gig economies. The framework adopted in this case study will aid in efficient adjustment, management and facilitation of the contract-based and self-employed workers across various businesses in the UK and elsewhere. The research will enable the researcher to highlight the flaws associated with the employment of contract-based workers in gig economies. (Yadav, et al., 2019).
Using the available information from secondary sources (literature review), this research will therefore, endeavour to establish the experiences, relationship, causes and consequences of rapid acceleration (growth) of the gig economies, labour platforms, workers, technological advancement and Human Resource Management (HRM), helping to establish a framework for harmonising Uber’s operations.
1.4.	Aims and Objectives:
This study endeavours to explore the relationship and factors influencing human resource management, and technological advancement in gig economies and suggest a suitable framework using the case study how Uber can advance its operations. 
The research aims and objectives include:
i. Performing background research, and developing a clear understanding of the topic.
ii. Deciding keywords for researching the topic and collecting data and information.
iii. Researching the cause of HRM ineffectiveness in gig economies.
iv. Analysing the indirect and direct consequences of poor HRM on the performance of gig economies.
v. Suggesting a framework that is likely to help and support Uber in improving its operations.
1.5 Research Outline:
The research outline includes the following:
A. The introductory chapter of the study, outlines the topic and its background knowledge to enhance its better understanding and highlighting issues related to it. It presents definitions related to the topic, relevance of study to modern times, aims and objectives, and outline in which the research is presented.
B. The Literature review provides an overview of previously performed research and studies related to the research topic, trying to establishing their trend and knowledge shortage.
C. The methodology chapter explains the systematic, and logical plan, methods, techniques and tools used or deployed in the process of resolving the research problem. It particularly looks at the contemporary mixed-methodology approach which combines both the qualitative (interviews and observations) and quantitative (definitive facts and figures) approaches used to review literature, ensuring sound results that are both valid, and reliable, having fully addressed its aims and objectives.
D. Chapter 4 explains the results obtained from the literature review using the case study. 
E. Chapter 5 presents an analysis and discussion of the results obtained. 
F. This chapter contains the conclusion and future leads of the research performed.
CHAPTER 2.
2.0. LITERATURE REVIEW.
A lot of researchers, scholars, government institutions and students have produced numerous reports, findings and definitions regarding the ‘sharing’ or ‘gig’ economy and one of them is the working definition developed in conjunction with UK’s Department for Business, Energy and Industrial Strategy (BEIS) alongside Institute for Employment Studies referring to it as an economy that “..involves the exchange of labour for money between individuals or companies via digital platforms that actively facilitate matching between providers and customers, on a short-term and payment by task basis.” (Gov.uk, 2018). It is one of the fastest growing parts of UK’s labour market, principally supported by the rapid technological advancement and growth of online platforms matching specific and widening work and resources’ supply and demand.
It is becoming more evident in almost every industry, that the world is experiencing a social, political and economic revolution driven by technology. Technology and IT in particular are transforming the way mankind socialises, works and does business not only in UK but around the globe. It has played a key role in enhancing economic trends volatility, which has led to rapid growth of information technology-oriented companies and those based on online platforms. The last decade has experienced the ‘gig economy’ phenomenon which has revolutionised the economic world and has duly attracted the attention of media, researchers, economists and legislators (Gusse, and Wiesche, 2021). 
United Kingdom’s Hertfordshire University’s recent fieldwork survey indicates an approximate of 9% (UK population) or 5 million people in England and Wales working for gig economy platforms, which equates to 3 in 20 (15%) surveyed working adults as compared to 2 to 20 (12%) in 2019 and 1 to 20 (6%) in 2016 (herts.ac.uk, 2021). It is currently contributing approximately £20bn to the UK economy and is expected to rise to £63 billion by 2026, a clear indication therefore, of its recent gain in popularity and importance though most of the work undertaken mainly involves low skilled ethnic minority migrant workers (Doorn, et al., 2022) and work like courier and taxi services (Taylor, 2017). 
Many other studies like “Mastercard Gig Economy Industry Outlook and Needs Assessment” (Mastercard & Kaiser Associates, 2019) also projected a ‘Gig economy’ rapid development, 17% industry growth rate and $455 billion gross volume by 2023 (from $204 in 2018) mainly generated by transportation-based services like Uber which have largely been surpassed before the five-year projection period mainly due to effects of Covid-19. The paper partly attributes success of ‘on demand services’ on venture capital (Zider, 1998) financing (investments in start-ups) by investment firms which hope to sell their stake at a profit at later date and millennials accustomed to instantaneously having their needs fulfilled via platforms hence need for new breed of gig economy entrants to satisfy them in order to remain competitive.
Despite efforts from multiple fronts like trade unions, workers’ rights groups and legislators to curtail its unprecedented rise, the gig economy’s future and potential for growth looks positive, a fact supported by most studies and statistics. Large numbers of people (workers) are still flocking companies like Uber, and Amazon, which also seem to be in unending shortage of manpower which is hindering their ability to effectively satisfy demand of their customers. The struggle by Uber to maintain its high-quality services and standards like minimal waiting time and cost leadership, which differentiated it from its competitors, is directly related to the shortage of manpower (Criddle&Murgia , 2021) which it is struggling to effectively solve. Though part of the shortage is attributed to Covid-19 and Brexit (Robinson, 2021), many other factors like collapsing of mini cab companies and excessive/effective marketing might have played a key role in customer base expansion.
 It is vital to note that the success and attraction towards this contracting employment has played a key role in the decline of traditional employment and working culture in organisations (Abraham et al., 2017). Tracing back past employment and working culture revolutions which give an insight into where we are and have been, the first revolution was after the industrial revolution, then, rise of trade unions and employment legislations, followed by increase in globalisation, coupled with downfall of trade unions and legislation, and finally ushering in of the gig economy concept.
Gig economy model and workers like consultants, contractors and freelance, mainly work remotely or independently, not supervised by other employees or management (Patre and Roy, 2018). Employers entirely focus on performance as opposed to five days’ weekly attendance and in many cases away from the offices which is fast transforming the way work is done by disconnecting work from office (Mulcahy, 2017).
The momentum gained by the gig economy has greatly influenced the advancement of IT together with computer technology. It has played a key role in the volatility of social, economic and political trends, and also accelerated heated debates regarding welfare of employees. Mostof the debates regarding the gig economy, point towards offering employees working terms and conditions similar to traditional employment. 
(Zwick, 2017)highlights the competitive pressures companies (employers) are experiencing that have compelled them to pass on their responsibilities to subcontractors and contractors. This has played a key role in the rapid growth of the gig economy and labour platforms like Uber in particular in the last decade. Despite consumers’ and shareholders’ having greatly benefited in the new trend by saving considerably (low-cost) and earning more respectively, middle-class employees and their jobs are gradually being squeezed out in the process by being declassified as workers, replaced by economically vulnerable workers with no legal protection and benefits (Holland and Brewster, 2020). 
2.1	Conceptualising Gig Economy:
Like many other studies and researchers, the study of ‘self-employed’ workers by Emmerson et al. (2020), more eloquently termed as the ‘gig economy’, indicates an influx of people both workers and customers towards gig economy associated businesses in recent years.Despite the phenomenal influx of people towards the gig economy however, Taylor (2017) review, indicated majority (approximately 60%) of UK’s population are still associated with permanent or traditional employment though finding work in small contracting jobs was more straightforward. Similarly, the Office of National Statistics and Bank of London also point towards an unprecedented shift of people towards services and employment model (self-employed) offered by the gig economy. 
There are numerous concerns associated with rapid growth and increasing business through the gig economy.  The study by Yun et al. (2022) about innovation in the restaurants’ delivery services, depending upon the scale of expansion, maturity of the business and the size of the city restaurant is located, used a methodology based on interviews in three different locations. The analysis and results point at need for effects of the gig economy on the food delivery business to be given due attention by companies employing a balanced approach and framework towards innovation in the industry. It was observed that the multi-dimensional effects of the gig economy could not be avoided but must be tackled by improving the course of innovation adopted by the business.
2.2 Human Resource Management in Gig Economy:
The gig economy has indeed benefited millions of workers providing them with employment and a source of livelihood. It has however also sparked heated debates regarding human resource management practices and principles pertaining to workers’ basic employment rights.Pompa, (2017) analysis of human resource management practices like recruitment, renumeration, and termination of contracts in large enterprises associated with the gig economy shows a rise in complexity of HRM issues as it rapidly grew. One common characteristic identified in such enterprises, is the two categories of workers, namely, permanent and temporary. Permanent employment is associated with the people employed in these organisations in traditional roles, while self-employed or freelance are usually hired on short term contracts (gigs) are referred to as temporary workers. The analysis further identified a form of exploitation of the temporary workers by both the organisations and the permanent workers mainly because of lack employment rights and other factors. The research helped in providing a framework to deal with human resource management in companies particularly with diverse types of employment.
A lot of stakeholders are calling for and actively campaigning for tangible changes, respect and implementation of workers’ basic rights spearheaded by HRM in areas like recruitment, contracts, renumeration, termination of contracts, holidays, pension, sick pay, union representation, and job security as it is with traditional employment entities. As observed byMeijerink and Keegan (2019), a conducive and effective human resource management framework and policies in such companies have a key role to play in work design, work relationships, work life balance, motivation and wellbeing of workers.
The analysis also established the collaboration, role and relation between gig economy workers, consumers and facilitating platforms as the main determinants of the economy as they provide the service, market and mechanics respectively for it to function, grow and survive. Therefore, the analysis suggests a framework which aligns HRM in a way that enables it to take precedence regarding policy, and operations of organisations working within the gig economy in order to ensure all 3 factors are geared towards wellbeing of the workers. 
 (Zider, 1998) and Wong (2019), study of the gig economy, highlights the limited opportunities for career development and growth at the disposal of self-employed or freelance workers. These workers are generally responsible for their career development and growth and tend to have their own or isolated goals stipulated within their short-term contract contrary to permanent employees, traditional employment settings and contemporary HRM expectations.The analysis recommends an integration of traditional working environments’ style of growth and development career opportunities for gig economy workers in order to effectively satisfy the volatile economic, and social trends needs, ensuring corporate world has a harmonious, progressive and ‘well-equipped’ workforce.
2.3 Nature of Work Performed in Gig Economy:
Duggan et al. (2019 research which focused on the dynamics involving the app work variant of the gig economy calls for appreciation of challenges and issues related with HRM and gig economy in order to find amicable solutions to contemporary work environments challenges. It suggests an initial understanding of the design and nature of work executed by gig workers and its dynamics. As noted earlier, though definitions of ‘gig economy’ greatly vary and are not exhaustive, his definition of gig economy being ‘independent contract work’ roughly summarises its composition. He also identified over relianceon technological advancement, use of applications (Apps) and platforms which work hand in hand with algorithms management systems which facilitate, control, and manage workers and work being done. 
Several studies show a trend of data collected digitally being used to analyse the work engagements assigned to the gig workers and how their progress and performance are tracked in the app. This raises multiple challenges in management of work in the gig economy and the complexity of issues that gig workers and organisations face due to the lack or minimised involvement of HRM in its operations. It is important to note therefore, that the newly digitised economy or gig economy which heavily relies on technology and algorithm management systems has completely revolutionised HRM by replacing majority of work done by humans in the department with computers. There is urgent need to revise nature of employment relations between the organisation, managers, gig workers and other stakeholders. 
Due to complexities related with the gig economy and nature of work in particular it is important that a revamp of learning is done in HR to deal with the complex issues concerning nature of work in the gig economy. The learning development and training will enhance the knowledge base of the HR department of the organisations dealing with gig economy workers which seems to be non-existent at the moment. This will help resolve the gig economy’s nature of work-related issues which are causing havoc amongst stakeholders.
Having analysed various case studies which were related to the gig economy and involved nature of work in large enterprises such as Airbnb, Deliveroo, Uber, Zomato, Ola, and Swiggy worldwide,(Malik, et al., 2020)therefore, highlighted the importance of Strategic Human Resource Management (SHRM), and its importance in delivering successful individual and organisational performance particularly in a “new world of technological disruptions in work and employment”. They particularly recommend fast tracking changes which include the training and equipping of human resource professionals with new knowledge and skills to help them fully and effectively engage in business disruptive technological advances world is facing.
 It is vital in assessing and harmonising workers’ load designs, quality and quantity and ensuring organisations’ (traditional and digitalised) sustainability and workers’ wellbeing. The case study analysis provided an insight into the efficient HRM techniques that can be utilised in the gig economy to ensure satisfaction, progress and facilitation of both workers and employers. 
(Schroeder, et al., 2019)qualitative review of available literature related to gig economy and its nature of worker was equally fundamental in understanding complexities involved in platform work. It also recommended adaption of eLearning by HRM practioners to fully appreciate (understand) the gig economy phenomenon and its nature of work that has engulfed the business world, without which the gap and conflicts between traditional and digitalised sympathisers was only going to widen.  
2.4	Challenges of HRM in Gig Economy:
Human resource management has indeed over the years accumulated a substantial amount of scholarly knowledge and information regarding nonstandard or temporary work and workers (employees) (Cappelli & Keller, 2013) and (Fisher & Connelly, 2017) however, the digital labour platforms and gig economy in particular offers HMR theory a fresh and unique challenge and opportunity (Vallas& Schor, 2020) and (Meijerink& Keegan, 2019).
(Orhan, et al., 2022) study highlights wide spread consensus of algorithm-based labour platforms having globally transformed the nature of work and their benefits like; work autonomy, and flexibility, and provision of employment being undisputable, however, they have equally triggered numerous ethical, legal, technological, and human resource management challenges (Caza, et al., 2021). The jobs modification and precarious conditions under which workers are expected to work are some of the major concerns arising from these platform-based employment offerings. 
The study “intersection between traditional human resource management and the novel employment arrangements of the expanding gig economy” by (Kuhn, et al., 2021) also highlights the complex nature of HRM issues in the gig economy, as they solely rely on the experiences of the gig workers associated with the large enterprises. The opportunities and challenges like lack of global, sufficient and reliable statutory framework to help ease management in gig economy are partly attributed to unprecedented growth rate, support of key stakeholders (shareholders and consumers), and benefits like provision of mass employment at a time when many countries (world economies) are struggling, are some of the highlighted components (factors) HRM has to contend with in the process of aligning the gig economy practices with approved traditional frameworks. 
As technological advancements improve, the digital labour platforms and gig economy in particular expands with more people seeking for employment, its paramount that conducive human resource practices and policies being are formulated and implemented. This can however only be successfully done by project and line managers, executives and human resource management experts who have had significant HRM background and training to effectively counteract the challenges and exploit the opportunities (Vallas& Schor, 2020). 
With proper training and understanding of technicalities of the gig economy and labour platforms by HRM practitioners and professionals, organisations have and opportunity of outsourcing rare and highly skilled cheap contractual manpower globally, particularly helping to minimise costs, improving efficiency (Flinchbaugh, et al., 2020) and competitive advantage (Lustig, et al., 2020). However, without proper infrastructure and training of HRM professionals, equipping them with necessary skills and technics, many of the opportunities may easily be missed and challenges become a hindrance to the success of the organisation.
HRM professionals can only operate purposefully and effectively when sufficient data and information is gathered and analysed. It is the basis upon which corporate choices, decisions and plans regarding; recruitment, selection, renumeration, hiring, and firing etc are made and implemented. It is widely acknowledged that partly due to its rapid growth, novelty and volatility (Lewis, et al., 2019), there is insufficient research (Flinchbaugh, et al., 2020) so far done, limited data and information regarding SHRM in the gig economy (Minbaeva, 2021). It is highly difficult and complicated for HRM personnel to effectively manage such a fast-moving industry with a scope stretching to all corners of the globe with complete disregard of country, regional and continental boundaries. There are a lot of gig economy related unique and complex issues regarding employees and workers that can only be tackled through effectively established SHRM structures, techniques and thorough research to provide desperately needed data and information to guide the HR experts in executing their duties and responsibilities.
It vital therefore that due reflection of theoretical HRM is done to fully engage with contemporary challenges and developments within the gig economy, not getting stuck still in 20th century. It is paramount that gig economy stakeholders particularly HRM personnel seek appropriate 21st century theories and knowledge applicable to contemporary work (environments) driven by technological advancements, social and economic trends never experienced before (Harney& Collings, 2021) and (Connelly, et al., 2020).
2.5. HRM issues associated with Outsourcing labour in Gig economies.
Bohnsack et al. (2022) define the dynamics of labour outsourcing used in digital platforms as the process adopted by organisations in acquisition of services from external providers while the firm’s employees could have provided these services. It integrates a broad range of activities, including; hiring contractual consultants, and ongoing long-term relationship contracts, while classically characterising as organising tasks between the firms instead of within the firms. Howson et al. (2022) explain that outsourcing labour to digital firms is viewed more accurately as between the platform and the lead firm or between an individual operating as a gig worker and the lead firm through the mediation of the platform. The design allows lead firms to contract for labour needs with suppliers not perceived as the firm’s classified employees. The contract is based on the nature and time of work. In these cases, the boundary between the labour platform and the HR department might not be clear.Kuhn et al. (2021) provide an example of Randstad; the Dutch temporary company that acquired the largest European free market and then shifted its orientation from small to big business and aligned to more corporate services.Upwork enterprise offers solutions that appear to be cheaper and more scalable than traditional staffing agencies. It also enables companies to avoid the process of miscalculation of risks. 
Workers in gig economies (non-standard employment arrangements) are viewed as short-term and offer lower staffing options. Even though the context of utilising contingent workers enables the firm to accumulate and distribute information, its previous literature showed that the application of personals in consulting firms’ core activities increased value creation and innovation levels (Malik et al.,2022) though thesituation failed to be the case for individuals from temporary agencies. Kuhn et al. (2021) support the claim where they apply classic strategic human theory, which establishes a relationship between employee participation in the decision-making process, training, and selectivity to be a source of unique competitive advantage. The process yields better performance because it can increase employee satisfaction by developing skills that will allow the employees to leverage and support organisational goals. The process then reduces employee turnover, driving the company’s performance. 
Contingent labour treats employees as minimising costs rather than focusing on them as valuable resources that require investments (Kuhn et al., 2021). The approach then justifies the previous study report, which showed that contingent labour harmed employees’ behaviours and attitudes. Bérastégui (2021) study showed lower trust, commitment, increased withdrawal behaviours, and conflict levels between employees and managers in contingent employment. Svetek’s (2022) study claimed that the typical job security associated with contingent employment had a detrimental impact on job performance since working temporarily or on zero-hour contracts was a threat to an individual. Nevertheless, Aboobacker et al. (2022) study had contrary results where blending temporary and contract staff with regular staff showed that contract employees did not harm the group dynamics. 
 2.6. Challenges Associated with the HR nature of outsourcing human resources within or between online platforms and other platforms.
Kuhn et al. (2021) review of Upwork transition information indicated that corporate clients face a learning curve when hiring people from freelance platforms. Therefore, the platform might become a better source of decision-making platforms. Tóth et al. (2022) showed that employees tend to be less motivated to use the platforms due to the uncertainty associated therewith. Möhlmann et al. (2021) explain that Uber driver frustration with their non-involvement in the decision-making process of creating discounts for clients builds an attitude that impacts their clients directly. The drivers’ ability to understand the need for the discount creates a negative perception of the company wanting to take more from the driver than how they benefit them. It then creates a thrift between the company shareholders and contingent workers, directly affecting its performance. 
Zhang et al. (2022) explain that the drivers’ attitudes can be managed through training, enabling the workers to understand the mediating role of discounts by making them the most preferred travelling app. Gregory (2021) explains that Uber eats delivery personnel did not appreciate the coupon offered by the company since it made them distribute the profit gathered throughout the process of distributing food within the city. 
Complete insight and recommended approach can be formed by analysing the current HRM practices adopted by companies and organisations associated with the gig economy. The HR duties begin with the recruitment procedure of the employees for the company. Williams, McDonald, and Mayes (2021) analysed the recruitment procedure in the gig economy. The analysis examined how these digitised work settings attract and hire human resources. The real-time data was collected based on the available website content and the terms and conditions of the digitised platforms dealing in graphic designing in Australia. The platform hired people for minor contracts and office jobs to be done in person. The recruitment procedure analysed how traditional HR practices were involved in hiring for the company.
The procedure analysis provided how the HRM techniques were deployed in recruitment for gig economies; along with the traditional hiring procedures, AI-based shortlisting and recruitment strategies were deployed to perform the recruitment. AI-based hiring exposes companies to various platform-based risks as well. In theory, hiring staff members on digital platforms has been perceived as a fast and the most straightforward approach to tapping into the most talented individuals in the system (Kuhn et al., 2021). The episodic advantages of minimal overhead costs and transaction is another advantage associated with gig economies. Nevertheless, for companies to benefit from these advantages, they must own the confidence to navigate the platforms and manage gig workers. Lusting et al. (2021) interviewed employees from a global technology business that establishes service programs that enable employees to hire freelancers; different companies applied varied approaches, such as the application of repetitive tasks to allow more time for tapping into the most creative. Others used high-impact pursuits and rare skills to maximise the benefits of using the global freelance platform.
Nevertheless, the challenge of tension between higher management heads and lower overhead for hiring freelancers continued to exist. Upon the selection of the team, Eckhardt et al. (2022) showed that transference of governance issues on the platform existed. The employee client failed to know approaches to navigating into the platform and coordinating with remote workers’ challenges. The companies also failed to understand approaches to vetting freelancers and paying them appropriately. Claussen et al. (2020) explained that strict worker time on Upwork and peer comparison were associated with a lower perceived perception of project success between the freelancer and client due to psychological contract breaches. 
The challenge of HRM in the digital framework over these gig workers to manage their digital space and outsource their workers to other spaces was supported by Meijerink et al. (2021). The researcher showed that the Interwork platform in the United States allows employers to decide whether they want W-2 employees or independent contractors. The power is due to the platform enablement of work to be perceived as a side hustle; therefore, workers tend to control their side hustles. Nevertheless, the mixture of regular and platform-outsourced work contributes to a two-tier wage crisis which would likely impact the performance and attitude of regular staff workers. 
Dugan et al. (2020) expound on the report that in many restaurants using the regular app, staff interact with gig workers delivering the meal. However, the relationship between restaurants’ gig and regular employees might differ depending on the context; even though benefits derived from the interaction depend on the context, thrift between gig and regular employees continues to be evident. Oswego and Gurley’s (2020) study showed that gig workers were being denied usage of restaurant bathrooms which makes the affected parties treated with second-class treatment attributing to high worker turnover on the platform. Lusting et al. (2020) added that there exists a tension between giving freelancers fair deals and responsibility for organisation budgets. Therefore, corporate issues from the outsourced platform directly impact the performance of the gig economy digital platforms in providing a solution for communicating the company’s culture of maintaining transparency and threats. 
Burbano and Chiles’s (2022) study on Mechanical Turk revealed that no measures of workers’ misconduct in claiming or shrinking fraud bonus payments existed, which then reduced the trust between the client and the freelance platform. The approach allowed Mechanical Turk misconduct cases to be shrieked in 5%. The study aligned with Claussen et al. (2020) analysis of the Upwork data platform; communicating the organisation’s values and giving warnings through customer feedback reduced the misconduct levels. Kuhn et al. (2021) suggest using platforms such as Arise, which provide ethical and compliance issues services. 
2.7. Challenges of interception between the digital platform and HRM decision-making process
Challenges of interception between the digital platform and HRM decision-making process were that gaining access to the digital workers and actors can be challenging. Hauser et al. (2019) provide an example of Amazon Mechanical Turk, where workers from this platform negatively view academic research. The staff attitude of the researcher misinterpreting their work discourages the workers from participating in the research process. Armstrong et al. (2020) explain that customer service and corporate client representatives have faced the challenge concerning worker classification, requiring them to sign a non-disclosure agreement when working on the Arise labour platform. Considering the ongoing debates on the treatment and classification of gig workers on numerous digital work platforms, it might discourage organisational decision makers and employees from participating in the research process contributing to limited knowledge. 
Duggan et al. (2020) explain that the absence of a formal employment relationship between the client organisation, platform firm, and workers place the process outside numerous traditional techniques in which HRM researchers look for study participants.Participation is reduced based on relationships with crucial organisation/ managerial actors who provide access to employees. However, snowballing can be difficult for app workers. Distributing surveys to thousands of workers without the support of key personnel associated with decision-making can be challenging to yield the target results (Derudder, 2021). Kuhn et al. (2021) recommend efforts to ensure that participants understand the voluntary basis of participating in the research as opposed to incentivisation of the process. instead of offering compensation that might integrate with participating. 
Kuhn et al. (2021) challenge reliance on gig economy feedback since the surveyed platforms might own a sense of entitlement that requires workers to provide specific feedback. However, increased awareness of the role of genuine feedback among the client and workers on improving the nature of gig economies provides room for improvement for the platform.
2.8. Challenges faced by Uber in HRM and their solutions.
Gross et al. (2018) provided comprehensive research on gig economies. The study provided why such economies have gained popularity with time. Various dynamics, such as demand and market needs, define how gig workers will experience the gig economy. Inefficient and inadequate HRM impacts an individual’s lifestyle, work and life balance, and social life. Because of continuous work hours and no off days, people feel burnt out and not getting proper sleep and the right amount of nutrition during meal times affects their health. Besides, not being able to take time off disturbs the work-life balance and the individual’s social life as well. In addition, Malik, Budhwar and Srikanth, (2020), analysed that the trend of managing businesses has changed over the years, and now the companies like Uber, Deliveroo, JustEat, Foodpanda, and AirBnBare handled online with the help of technology.  Though these businesses have booming growths and increasing profits even during the pandemic, these digital organisations lack when it comes to facilitating employees and gig workers with efficient HRM policies. No doubt, to efficiently manage the HR department in such organisations, it is imperative to launch new technological means to assist the company's HR management. They need to develop unique and distinctive solutions for their organisations to ensure that no employees’ rights are sacrificed, and employees are provided as many facilities as working in a physical firm as a regular employee. Though gig economies had gained popularity in the pandemic years, it was essential to analyse how gig economies would blend in with everyday regular workers, working for fixed hours and at a fixed salary and enjoying various HR privileges. 
Mahato, et al, (2021) analysed that there were various disparities related to the nature of work done by the regular employees and the gig workers but also realised that gig economies have a more prominent role to play for companies in future and various skilled workers would also be made to work in large enterprises as gig workers. Thus, they provided a framework to ensure that two types of workers get along and that the company ensures efficient management of the gig workers in the company to fulfil their needs and demands and their rights.The research gap concerning the topic is wide because of supersonic speed at which the Gig economy is transforming and ability of literature/research to cope.There is somehow insufficient most recent, therefore relevant information (journals and articles). The literature analysis provided that way lesser data was available related to the article treating Uber as their case of study. Moreover, there is no data available gathered by the company, but the difficulties arose in the majority of gig workers; the gig workers and businesses revealed the data collected, indicating the lack of HRM in practice did not comment on the shortcomings of the organisation’s human management. As identified in the literature, producing more research work by organisations associated with gig workers will improve the quality of research available on the topic. More focused research can only be productive if areas needing the focus of the researchers are highlighted, and it is also the focus of the current study. The unpeeling of the research using SPSS quantitative data analysis will provide the audience with the quality of research available worldwide.
Chapter 3: Methodological Approach.
3.1 Research Purpose.
The covid-19 pandemic proved that conventional economic systems could not support the weaker members of society during uncalled times (Ohemeng and Christensen, 2022). However, with the emergence of an IT-based economy, better chances of surviving in uncalled times were seen, allowing business to focus on modern IT trends. Even though IT trends in business proved to be an alternative source of income, their evolutions and involvement in management to facilitate the participation of all stakeholders remain undebatable.
The current research focuses on Gig economies whose concept is familiar with not only courier, freelance service platforms and taxi businesses but also significant business enterprises focusing on hiring skilled employees on a contract basis. The structure efficiency relies upon the management and facilitation of contract-based and self-employed workers across various businesses in the U.K. and elsewhere. The general research aims at exploring factors responsible for affecting human resource management in gig economies facilitated by the development of IT. From the research’s general aim, an approach to improving HRM in gig economies will be achieved by understanding specific objectives that apply (to) Uber case study, as stated in chapter one of the project.
The current chapter focuses on the methodological approach used in the research process. The research methodology has relied upon Tengli (2021) research onion recommendation, which enables qualitative research from a holistic approach. The section’s sub-topics follow the procedure of unpeeling the research onion. The section includes the research purpose, justification of the philosophical research assumption, approach, strategy, methodological choice, sampling method, data collection and analysis.
3.2 Philosophical Assumptions
Shaturaev (2022) traces the early tendency of positivism in management disciplines in the early 20th century, whose influence was on sociology, psychology and economics on their evolution. The process was a product of research in both entrepreneurship and management where it was believed that the discipline’s claims are likely to be natural sciences whose virtues integrate value-free knowledge, universality and rationality. Therefore, it calls for management to be more objective and integrate a mainstream approach in the social sciences (Illes and Jennings, 2017). Moreover, it adopts methods which are usefully integrated with the natural sciences or might be thought of on prior standards that characterise it as sound science.
Shaturaev, (2022) adds, researchers in management, entrepreneurship, and other disciplines of social inquiry should move from beliefs to what constitutes an explanation and understanding of a social phenomenon. In the current research, Myran, (2021) explanation of management tends to focus on the definition of the study’s objective and choice of data analysis rather than a physiological assumption that underlies the work. Besides, the research relies upon ontological and epistemological assumptions, enabling the research to be based on credible social research enquiries. 
In addition, in the current study, the questions confronting the researchers include. If the deduction of the social world is explained from the observable facts (positivist or empiricist approach) or if the approach should be grounded on self-understanding (interpretivist approach). The question of whether it should be on whatever enables the researcher to change the state of affairs or instead what reflects both a deductibility and instrumentalist position operating based on effectively generating predictive theories. The dilemma exists since there can be no simple answer to the questions given the complexity and ontological differences facing the current social world and interpretivism and positivism (Irshaidat, 2022).
Positivism is based on the ontology that assumes that observation is theory-neutral, and science-based research is used to identify law-like generalisations contributing to what is being observed (Rechberg, 2018). According to Illes and Jennings, (2017), interpretivism operates based on life-world while ontology is based on the idea that all observation is value-and-theory laden. Moreover, social world investigation cannot be pursued while detached from objective social truth. On the other hand, epistemologically, the approach of the interpretive paradigm is that knowledge of reality operates within social construction by human actors (Irshaidat, 2022).
The interpretivist framework focuses on relevance rather than rigour in the axiological frame. The process integrates the dynamics of an interpretive research paradigm characterised by the need to comprehend the universe as it originates from a subjective point of view (Rashid et al., 2019). It also seeks an explanation that ranges within the participant’s frame of reference instead of the researcher (observer of the action).
The method used to evaluate the research findings created by research within the interpretive paradigm is different from the positivist paradigm. The interpretive paradigm moves from judging the value of results from a generalised to a broader population; instead, it focuses on understanding the degree to which it fits and works with the participants’ perspective. In positivist studies, validity, generalizability and reliability are the standards for defining the research. Terms such as credibility (validity), dependability (reliability), transferability (generalisability) and conformity (objectivity) are applied to determine the trustworthiness of the research (Carminati, 2018).
Mahojan, (2018) defines credibility as how well the research results match the participant’s perceptions. On the other hand, dependability tests on the quality of data analysis and collection are shown by systematically explaining the subject of the study. At the same time, transferability covers the degree to which the study enables the reader to apply the finding in situations similar to those being investigated. Moreover, it shows the systematic method of reporting evidence to confirm whether the findings flow from experiences and data rather than the subjectivity and bias of the researcher. Focusing on the trustworthiness of the research when planning, documenting and conducting the research is critical since it convinces the readers that the current study is of high quality. 
The current research chose the innterpretivist approach due to its ability to knowledge creation. CAbell and Hwang (2020), argue that the process of knowledge creation is based on the argument that there is no comprehension that exists in understanding the social world without interpretation. Therefore, in social sciences, interpretation studies tend to shift from the deterministic approach of humans forming casual relationships between variables (Toyao et al., 2019). Instead, it focuses on understanding human behaviour, which then includes acquiring the actual interpretations and meaning that participants subjectively ascribe to a phenomenon, describing and explaining their behaviour. 
The interpretivist approach was also used to its ability to embrace the dynamic and complex quality of the social world (Bonache and Festing, 2020). It then allowed the research to visit HRM in gig economies holistically, therefore, getting close to the participants, entering their realities, and interpreting their perceptions as appropriate. The objective was achieved by generating thick and rich descriptions under the different sub-topics in the literature review, which uncovered the real-life contexts while persevering the meanings of those involved in ascribing to them.
The emerging nature of research in gig economies is best suited to qualitative interpretive research since it is attributed to understanding the approaches of minimising the distance between gig economy participants and research (Ahmad et al., 2021). The researchers will consider the technical aspect of the concept and the social aspects that enable the continuation and introduction of IT and contract management basis in business. Consequentially the process will allow the development of a theoretical and practical understanding of approaches to improve HRM in the field / from the research, new and alternative concepts and theories will be developed for managing human capital amid the integration of technology in entrepreneurship but on a contract basis. 
Cooper et al. (2020) claim that emerging economies require researchers to apply subjective data since objective data in unlikely to be acquired to the correct times. Therefore, the current study moves from the dominant positivist approach, which has dominated the research field, affecting the results adversely. It then focuses on the interpretive research ideally situated for the situation since the issue of gig economies is innovations in emerging technology. However, the study will not devalue the positivist approach; instead, it acknowledges the need for alternative strategies which reinforce and strengthen gig economy research since quantitively might not reveal the whole story. 
The researcher’s confidence in using the approach is backed up by previous studies, which enabled further collaboration through an interpretivist processing emerging technologies in gig economies. The research strategy, sampling and nature of data collection and analysis sections in the current chapter will discuss the trustworthiness criteria used for the recent study.
3.3.  Research Approach
The current research is based on interpretivist, which seeks to improve the existing theory and build on new knowledge. The inductive approach will aid in achieving this objective since it will allow all the research findings to be based on significant or frequent themes that emerge from the raw data without restrains generated by structured methodologies (Dufour and Richard, 2019). The literature review sub-topics allowed the establishment of a link between the research objectives and summarised findings which were derived from previous cases. Therefore, from the research, it will be easier to understand HRM frameworks of gig economies as demonstrated by other researchers (transparent) while relating to the given objectives (justifiable). 
Emerging themes will be developed through the study of case studies related to Uber and other associated gig economy opportunities. The process of studying will be repeated, and possible meanings will be fitted into the developing themes. A rigorous systematic reading and coding of the case studies will allow the emergence of the main view. The analysis will be done by segmenting the previous studies into their research objective and population, where particular themes will be identified and documentation of the existing relationships established. 
The inductive approach can accommodate multiple interpretations from raw data from previous studies (Azungah, 2018). The researcher will then recognise the need for professionalism to eliminate biasness in the data analysis process, where they will be required to decide what is important. The presence of non-identical but non-overlapping findings will confirm data consistency quality. This shows that the information collected in the research process can be reproduced in similar contexts that seek to improve the state of HRM in gig economies.
3.4 Methodological Choice 
The current research will investigate the approaches to improving HRM in gig economies that seek to integrate IT and short-term contracts in employment. Short-term contracts, particularly Uber’s, aren’t homogenous since different types exist. Thus, research must be designed to identify the heterogeneity of the drivers as well as the context in terms of space and time. The research will be qualitative but rely upon case study analysis for data collection purposes. The research will apply interpretivist analysis, which allows for capturing Uber driver testimonials in case studies to capture the complex process and dynamic nature of getting clients. 
The qualitative approach was chosen due to its ability to produce a holistic understanding of contextual, rich and generally non-numeric and unstructured data (Elhamdi et al., 2018). It allows research participants to engage in natural settings by answering why and how. However, the advancement of case studies improved the traditional hypo-deductive broad approach from a qualitative perspective (Morse et al., 2020). The improvement is due to its ability to move the qualitative study from the macro levels to the micro (Karlsson et al., 2020).
3.5 Research Strategy
The current study relies upon an interpretive case study approach where the researcher will aim at interpreting data through the development of conceptual categories and supporting challenging assumptions associated with them. The case study approach will enable the maintenance of the research quality since it places the study within the context of its application by focusing on the situation in which HRM challenges occur or triggers of improving HRM in gig economies which rely upon IT and short-term contracts. HRM experiences fit into the social science discipline, which might be hard to be described in experimental research (Pan and Froese, 2022). Instead, case studies will allow the provision of a strategy that covers the complexity of the phenomenon. The study will rely upon document reviews from previous studies recorded in journals where researchers combined different methods to establish the topic decisions. 
The approach was also chosen by its explanatory nature in emerging HRM issues in gig economies which supports theory building and testing (Kilroy et al., 2022). In theory building, the study operation will not be conducted on hypothesis; instead, the research objectives will operate as general expectations that guide the research process. From the research, contemporary issues focus on establishing a relationship between IT and HRM in gig economies. Case study suitability is also due to its ability to answer whether the manipulation of subjects in necessary. Or the phenomenon of interest is based on theoretical base? The research shows a that manipulation of Uber driver experiences and managers is impossible. Even though emerging economies are an emerging topic, HRM in IT-based business is mature. Therefore, a case study is a suitable approach for the current study. 
3.7 Sampling Methods
The current study sought relevance in the gig economy HRM field; therefore, random selection was neither preferable nor necessary (Sarstedt and Danks, 2022). Instead, the significance of the research question rather than representativeness was the strategy used to select cases. The approach relied upon selecting appropriate cases with the preference of information-rich issues aligning with the topping of gig economies, HRM and IT: A case study of improving Uber. Purposive sampling was the preferred approach for selecting the case studies. In the case studies, at least one driver and human resource manager will be critical in the case study selection processes.
Hughes et al. (2022) explain that the number of participants in interpretive studies is condensed. Consequently, novice researchers must start with a relatively straightforward case for simplicity purposes and avoid the complexity involved in managing and analysing large data volumes. Nevertheless, extensive data are perceived as more compelling and robust. Even though there is no definite system for selecting the number of ideal case studies the research will follow, the recommendation is to use eight to ten case studies (Alam, 2020). However, five years will be considered when selecting the case studies, a time frame chosen due to recognition of violating nature of businesses relying on IT in their operation.


3.8. Nature of Data collected
The data collected will be based on an extensive literature review. The research objectives will provide a framework for selecting the journals for the close relationship between the focused study objective and research question. This study will also rely upon strategic reports on companies operating in gig economies which provide the HRM experience within the area of study.
3.8. Data Analysis
Kirchschlager, (2022), claims that quantitative data is a complex, creative, intuitive and dynamic process whose aim is to determine the assured relationships and categories present the respondent’s view of the world in general and of issues in the investigation in particular. It then involves breaking and organising data into manageable units. Consequently, synthesising what has been learnt allows the researcher to decide what they will tell others (Ellis, 2022. 
It allows the researcher’s findings to be drawn into significant or dominant themes without the constraints of structured methodologies. The process aims to understand how the research participants make sense in the research situation. 
The current study involved close reading and reading of data, particularly journals. Uber’s financial report and other related HRM documents, which could enable the understanding of HRM structure. The study will also rely on other HRM company reports and journals such as Upwork, Fiverr, and Taxify, which can aid in understanding approaches to improving gig economies HRH considering the IT and contract factor. The first step will be determining the number of broad categories acquired through open coding. 
However, the literature review sub-topics formed the preliminary codes. Adjustments to other dominant topics will be made as per the research objectives. The second step will be breaking down the coded raw data into manageable bits. The coded bits will be assigned to temporary categories to those bits that appear to relate to the same context. 
The data interpretation process will be done to recognise researchers’ perceptions, which might cause biasness (Azungah, 2018). Therefore, the researcher will independently contact an expert who scrutinised the case study and code the texts journal by journal basis or report by report. Finally, axial coding will be used where the start lit of categories will be revised to create subcategories which determine the existing relationship between the categories (Vollstedt and Rezet, 2019). 
The comparison and combination process will enable the researchers to describe the phenomenon and provide new insights. Therefore, the data analysis process will signal the written account of the research process of personal involvement of the researchers in the data analysis process, development of research phenomena within its nature, transformation within their understanding and their care and thoughtfulness during the selection of the research analysis and methods.
3.9. Ethical Validation
In research, the validation process integrates elements of value-free science that might be impossible to achieve (Shibly et al.,2022). However, ethical validation of interest researchers includes their moral stance, reflected in the daily existence of the research process, which supports the self-awareness of the research participants and researchers. Therefore, it requires providing nondogmatic, transformative and practical generative answers and where the current research will apply (Girei, 2022). 
Johnson et al. (2022) recommends assessing any form of biasness which could impact the engagement of the research topic and context. The researchers will note any changes and document all this in the final product. The researcher will devise a valid interpretation of their research topic since they understand that they have a moral obligation to take up topics on the principal value. It is essential to do everything within their power to ensure justice. The factors will ensure that the researcher deliberatively emphasises the interpretivist capability of signalling openness to emergent issues.
Moreover, they will ensure that communication of transparency and reflexivity in the methodology used aligns and is critical for exploring data and possible utility to the interest events and cases (Harrison et al., 2017). Transparency will be maintained by the researcher documenting all the processes of the research design, data collection, analysis and interpretation. The research will be conducted on the recognition of the context matters, and the detailed definition of the research validation of the qualitative study will make it unique and avoid unnecessary generalisation.
3.10. Chapter Summary.
In summary, a qualitative interpretive approach will be selected for the current study. The study will be done on the epistemological and ontological assumptions, providing a framework for focusing on interpretive research. The study’s reliance on case studies will enable theory building and improvement in the current field of HRM into gig economies which rely upon IT and contract basis as the basis of their operation. Coding will be used as a data analysis procedure from the data collected from journals, company financial reports and other strategic reports, which offer insights on improving HRM for gig economies, particularly for uber. For this study, Uber reviews and HRM reports will provide the focal point for the data collection process. Ethical research validation is based on understanding the role of biasness or any other form of activity which might interfere with the data collection and interpretation process.
Chapter 4 Data Collection Strategy
4.1. Data Collection Strategy.
Various data collection methods are available to perform the research; the most important of these methods are divided into two comprehensive classifications, i.e., primary and secondary. Primary research methods consist of the data centres by which information is received first hand. Resources of such data could include interviews, semi-structured interviews, surveys and any data by which information is received first hand. In such data collection strategies, the researcher has to ensure that ethical considerations are not ignored and that the researchers protect the confidentiality and privacy of the research contributors. They need to get the consent forms signed by the research participants that give the researcher the authority to include the information received from the participants. 
The other data collection strategy that is used to collect data by the researchers is secondary data resource centres. Under such considerations, the data received by the researcher is not produced first hand. The data has already been collected by a fellow researcher and is available in journals, articles, news articles, electronic and print media, and social media. The data collected from such resources do not usually require ethical considerations to be followed because the information received first hand has already become a part of the research by the author. Various qualitative and quantitative analyses are formed from the secondary data reserve studied. Usually, the researcher has to explore many relevant research articles and other secondary data resources. The time required in finding the relevant information and the product of results after using various keywords define the extent to which relevant information is available on the internet servers and databases.
4.2. Opted Data Collection Strategy.
The project performs the quantitative analysis to analyse to what extent relevant data on the given topic can be found; first, it is required to gather research articles. First, it is necessary to perform background research on the subject. For this, some keywords are chosen that are also relevant to the topic. Some of the keywords decided are ‘Gig Economy’, ‘Human Resource Management’, ‘Challenges in HRM’, ‘Uber Gig Economy’ and others. Over 200 articles were collected in the initial research. The articles collected were from authentic websites such as Taylor & Francis Online: Peer-reviewed Journals, Emerald, Science Direct, Reputable Universities Libraries and other authentic websites such as Gov.uk, where pieces of information are genuine. But the articles and blogs that were not from the authentic websites, were discarded. After discarding the articles from unauthentic websites, there was a collection of 50 articles. The articles collected had higher impact factors and the decided keywords in the papers.
Chapter 5: Analysis of Data.
5.1. Introduction
In this chapter, the analysis of the data collected is performed. The analysis was done on the SPSS version 25 software. The quantitative data analysis was done by adding the variables to the SPSS input sheet. The article/journal name is added as a string in the input variable sheet. The character length of the string variable is set to 16. The variable name is the short name for the 50 articles shortlisted. Along with the article names, three other articles were added to analyse the relevancy factor of the articles with the topic under consideration. 
5.2. What is SPSS and Why Use It?
Data analysis is one of the analyses that have gained popularity over the years in businesses, and businesses most commonly use data analysis tools for growth. One of these business analysis tools is SPSS. It provides business analyses from more straightforward to complex levels of jobs. SPSS data analysis is used in various businesses and fields, such as data mining, surveys and market research. The main features of SPSS are quantitative data analysis, a modeller program that allows predictive analysis of the data, text analysis and visualisation design for businesses. The analysis helps companies look for growth opportunities, improve efficiency, and reduce risks usually encountered in the industry (IBM, 2022).
5.3. Analysis of Data.
About four variables were defined for the analysis of data to perform a quantitative analysis of the collected data. These variables were named as ‘Relevant’, ‘Irrelevant’ and ‘Somewhat Relevant’. These variables were added as numeric variables by nature. One of the variables used as a string variable, i.e., journal/article name of the article. The numeric variables were assigned valued as ‘0’ and ‘1’. The values assigned against ‘0’ and ‘1’ were ‘yes’ and ‘no’. The decimals assigned to all these variables were zero, and the character width of these three variables was set to 8, while the string variable has a character length of 16 characters.
Figure 1: 
[image: ]
Figure 2: Data sheet of SPSS.
After all the values in the datasheet were added, a descriptive analysis of the data was performed and, the bar chart and the pie chart analysis from the analysis lists also done. It should be noted that the analysis was both quantitative and qualitative, paying more attention to the quality and relevancy of data sources and content like journals, websites, reports, books, and NEWS articles. On the other hand, however, the quantitative analysis provided the level of applicability of selected articles and the factors of relevance concerning topic under consideration where also given top priority in the analysis. Exploration search results frequency of selected keywords was done carrying a “relevant”, “irrelevant”, or “somewhat” relevant tags.
Chapter 6: Results and Discussions
6.1. Introduction.
This chapter presents the results obtained from the quantitative statistical analysis. The results obtained from the quantitative analysis are analysed that what are the chances of finding relative data over the topic and the chances of finding irrelevant or somewhat relevant data over the topic under consideration. Following the results, there is also affair share of discussion in the chapter.
6.2. Results of the analysis:
For the results, the data set was analysed by clicking on the analysis tab from the top left taskbar, as shown in the following:
[image: ]
Figure 3: Analysis tab.
From the analysis tab, descriptive analysis is chosen for the examination. From the descriptive analysis, frequencies analysis is used to base results on that data collected, as shown in the screenshot attached below:
[image: ]
Figure 4 the analysis tab to descriptive analysis
The string variable was chosen from the selected data variables as tot the variable for which the relevancy factors would be analysed. Hence, from the four variables shown in the screenshot below, three would be shifted to the other column, as shown in the figure below.
[image: ]
Figure 5 Setting string variables
After shifting the variables in the other column by clicking OK, the analysis begins to perform, as shown in the attached screenshot 
[image: ]
Figure 6: shifting the variables
After clicking OK, the analysis performed will be shown on the screen, as in the screenshot below:
[image: ]
Figure 7 Analysis outcome.
The frequency analysis performed provided frequential analysis for the relevant data found and irrelevant and somewhat relevant data found. The analysis is shown in the figure below: 
Table 2: Frequency analysis[image: ]
Frequency Table (Releveant).

The cumulative frequency analysis of the three variables shows that the irrelevant journals found had the highest cumulative frequency, while the relevant journals found had the highest. Somewhat relevant journal had the lowest cumulative frequency. The cumulative frequency of relevant, irrelevant and somewhat relevant journals was 66%, 80% and 54% respectively. The bar chart of these three frequencies is given in the following as well;
[image: ]
Figure 8: Bar chart of relevant frequencies.
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Figure 9: Bar chart of irrelevant frequencies
[image: ]
Figure 10: Bar chart of somewhat-relevant frequencies.
Pie-charts were also formed from the descriptive analysis, which shows the relevance, irrelevance and somewhat relevant results in percentages. The blue part highlights the “yes” value and the pink one highlights the “no” value.
[image: ]
Figure 11: Pie-chart of relevant frequencies
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Figure 12: Pie-Chart of Irrelevant frequencies
[image: ]
Figure 13: Pie-Chart of somewhat-relevant frequencies.
Besides pie charts, a histogram of the performed analysis was also performed. The curve shows how results vary in the journals. The histograms of the three variables are shown in the figures as well. 
[image: ]
Figure 14: Histogram of relevant frequencies.
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Figure 15: Histogram of Irrelevant Frequencies.
. [image: ]
Figure 16: Histogram of some-what-relevant Frequencies.
The results prove that most data found on the subject is irrelevant and not directly relevant to the topic. Relevant data is only seen as the second highest results found on the search engine when a search over the topic using relevant keywords is performed. The steadiest curve achieved of the results produced is of the somewhat relevant results found on the search engine research. 
The descriptive analysis provided that there are minimal relevant results available on the topic. As per the literature studied, it was also provided in the literature that there is a lack of research available relevant to the topic. The knowledge gap on the issue of HRM in gig economies, especially that of Uber, is the main cause of the hindrance in obtaining meaningful and reliable results. There are various news articles available on the issue. The research papers available consist of research related to the gig workers’ experiences and not the HRM reports launched by companies involved in and associated with gig workers. The irrelevant and somewhat relevant results on the topic cover most of the research results. The distribution of results highlights the need for the research gap to be filled on the relevant subject. The research results provided that for the literature review and the analysis, more reliance was on the somewhat pertinent data, as the results available on the relevant data to the topic were minimal.
Filling the research gap is necessary, as without filling the research gap, no substantial results can be based or conclusions can be formed; thus, results created on the available data would not be reliable. It is crucial to study the factors causing disruptions in detail. A detailed report and research must be conducted on companies involved in gig economies. The main focus of the study needs to be on the relationship between the gig workers and the company’s top management, the facilities provided by the company to the gig workers and the human resource management in the company with the gig workers. 
It will highlight the weaknesses of the system as to why the gig workers are facing the issues concerning HRM, what needs to be changed in the HRM practices followed by the company and, more importantly, how the change can be brought in the HRM of gig workers in the companies associated with them. The issue concerning the mismanagement of the gig workers at the hands of Uber is important because Uber is just the case study in this research. It will highlight the weaknesses and ill-treatment of the companies towards their gig workers. 
Now that the gig economy has taken root in the economic system, lower-wage workers are associated with gig economies and skilled and professional workers. The association of skilled and professional labour with the company provides an opportunity for the companies to avoid delays and increase the speed of the task delivery and unnecessary delays caused by a lack of teamwork. When the project is divided into small parts and is outsourced to skilled and professional workers, the chances are that the project will be completed early than the anticipated time and will be completed with greater efficiency. 
The gig economy is also favourable. Companies do not have to provide health insurance, visa and pension facilities to the gig workers as they do for their regular employees. It is also the primary concern of Uber employees as well. They claim that they are underpaid for the job they ought to perform and do not enjoy the benefits while working as hard for the job or sometimes working more than a regular employee of the company. These issues and challenges the employees face motivate studying the problem associated with HRM in the UK in detail and provide a framework to resolve the woes of employers and employees.
CHAPTER 7: Limitations, Recommendations and Conclusion:
7.1. Limitations
The research has analysed the existing research gap over the issue. It provides how relevant, irrelevant and somewhat relevant data is distributed as per the results received. It examined to what extent relevant results can be found on the topic over various databases. Still, it does not provide as to how to minimize the gap and what framework must be followed by the companies to reduce the gap. But the research will provide an analysis of how search results differ, what should be the focus of future research and what is already available on the topic.
7.2. Recommendations.
1. HMR, Skills and Development: Effective HRM policies, teams and practices aim to provide organisation and workers with necessary knowledge and skills to be able to ensure sustainability and efficiency in a volatile, highly competitive and revolving world. Uber should ensure adequate training and development opportunities, a key component of successful entities, are provided to its employees/workers in order remain competitive.
2. Innovation, Creativity and, evolution: In the current highly competitive and advancing technological business world, innovation, creativity and continuous evolution are going to be a key factor for all successful organisations. Since inception, Uber’s success has relied upon their ability to innovate, and revolve to effectively fit in different Geo-political, social and economic environments. Uber’s ever increasing local and international competitors can only be managed through continuous innovation and creativity.
3. Workers’ Rights and Customer Protection laws: The pace at which Uber is losing legal challenges particularly regarding status of its workers and their rights e.g., in California, France and UK (Stocker, et al., 2021) it’s a clear testimony for need of changing direction in terms of policy regarding workers status and rights. Abiding by traditional workers’ rights conventions, and consumer protection laws, devising conducive agreements/terms for workers, customers, engaging with unions (bbc, 2021) and government institutions like Transport for London (TFL) (bbc, 2017) is paramount. 
4. Safety and Trust: Many papers and reports highlight safety and security concerns or incidents for workers and customers (partners) within the Gig economy and Uber in particular where it continues to face criticism (Roger, 2015), forcing regulators, workers and customers to withdraw their licences (tfl.gov.uk, 2017), services and trust respectively. Improving customer safety and establishing trust and confidence with all stakeholders particularly regulators and service users is a key component of Uber’s sustainability and competitiveness.
5. Regulatory Reforms: It’s an established fact that the rapid evolution and growing unprecedented influence of digital platforms, Gig economy and Uber in particular (aggressive expansion strategy), is responsible for disrupting existing regulatory frameworks, harmony and traditional business structures. It has created bitter rivalry between traditional players like workers’ unions, black Cab taxis, regulators, other stakeholders and Uber resulting into endless legal challenges and igniting of a worldwide regulatory reform process to effectively manage the Gig economy. Influencing (being part of the process) of the digital platforms’ regulatory reforms underway through harmonisation and coordination with regulatory bodies and other stakeholders will go a long way in avoiding harsher regulations which might cripple Uber’s progress and sustainability.
6. Renumeration and Benefits: Despite Gig economy/Uber’s success and popularity with workers and customers due to its high quality and satisfaction rate, provision of a livelihood, flexibility, accessibility, reliability and affordability, reports show signs of exploitation of its workers majority of whom are migrants and less skilled who are most likely to be desperate. They have high car maintenance charges, insurance, licensing, hiring and penalties which make it almost impossible to break even hence the need to work longer hours which affects their work-life balance and it’s reported to be a key catalyst for stress and accidents (safety issues).Though Uber has introduced safety controls like 10 working hours and 6 hours breaks, the need and cries for higher renumerations and benefits (higher than minimum wage pay and lower commission) are inevitable and growing day by day.
7.3. CONCLUSION:
All in all, it can be concluded that gig economy is the modern reality of the advancements and economic concepts brought into the world with the help of IT. The gig economy gained momentum as fewer jobs were available, and people coming to the UK and elsewhere needed work to bear their living expenses. In addition, these techniques gained momentum during the COVID years because people were experiencing social distancing and were made to shop for everything online, from clothes to food, to accessories and groceries. Consequently, gig economies are the reality of modern times. 
[bookmark: _Hlk120150800]Thus, the gig economy boom, such as Uber, was also evident in times like these. But the growth experienced in the industry attracted a large number of mainly migrants, low-skilled, and unemployed people, giving them work opportunities and a livelihood. It also highlighted the system's weaknesses and the ill treatment that the staff was receiving at the hands of the employees. It was provided that people had lost their work-life balance, were not provided with health insurance opportunities and were not provided with paid holidays. But these were all the woes of the workers associated with gig economies and not the companies engaging with these gig workers. 
It was analysed that though the issue is upfront with many challenges, the main hurdle is the lack of knowledge and research available on it, as provided by the previous study. Thus, SPSS quantitative analysis was performed to analyse the variations in the knowledge gap and the variations between the results achieved over Google research. The sample space was created on an Excel spreadsheet with multiple options. The data was analysed by defining variables in SPSS and adding data values to the defined variables. The descriptive analysis differentiated results and the knowledge gap over the issue. The research, however, does not provide a framework to deal with the issue but provides a guideline to the researchers on how to fill the knowledge gap.
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