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Abstract 
Background: The gig economy, known for its flexibility, autonomy, and digital opportunities, is reshaping the job 
market. These characteristics particularly appeal to Generation Z, who are highly digital and form the youngest 
segment of the workforce. However, differences between genders may exist regarding their intentions to pursue gig work, 
influenced by distinct motivations, perceived challenges, cultural expectations, and varying access to resources. 
Purpose: This research explores gender-based disparities in Gen Z’s intentions to participate in gig employment. It 
examines key motivators—including independence, financial adaptability, and opportunities for skill acquisition—as 
well as obstacles such as employment uncertainty, safety issues, and societal attitudes. 
Method: A quantitative survey gathered responses from 200 Gen Z individuals (both male and female, aged 18–
26) studying or starting their careers in Tier-2 and Tier-3 areas across Telangana. Data analysis involved statistical 
tools to highlight gender differences driving gig work intentions. Utilizing a mixed-methods approach that includes 
survey data, the study also employs the Theory of Planned Behaviour (TPB) as its central framework. Scale reliability 
and validity were confirmed through Cronbach’s alpha and confirmatory factor analysis (CFA). Independent samples 
t-tests and multi-group analysis within the PLS-SEM framework further examined gender-based variations in relevant 
constructs and tested the study’s hypotheses. 
Conclusion: The analysis reveals a significant gender gap in gig work intention, with men demonstrating a markedly 
higher inclination to participate than women. This disparity is not superficial but is deeply rooted in divergent 
motivations and barriers. The Theory of Planned Behaviour is confirmed to be a valid framework for understanding 
these differences, as gender is shown to be a crucial moderating variable. Results point to notable gender distinctions: 
although both men and women value flexibility, men are more drawn by entrepreneurial ambitions, while women are 
more concerned about income insecurity, safety, and social acceptance. The study offers actionable insights for 
policymakers, digital platform developers, and educators seeking to promote gender equity in the gig workforce. It 
concludes with strategic suggestions to strengthen targeted support systems, build trust in gig platforms, and encourage 
sustained engagement in gig work. 
Implications: These findings highlight the importance for stakeholders—including policymakers, platform operators, 
and educators—to adopt gender-responsive approaches. Attention should be given to women’s needs for financial 
stability, personal safety, and societal validation, while also nurturing entrepreneurship and skill growth for all. Such 
initiatives can foster a more balanced and inclusive gig workforce, especially in emerging regions like Telangana. 
Novelty: What sets this research apart is its focus on Generation Z in non-metropolitan India and its use of gender-
specific analysis to uncover intricate psychological and cultural drivers behind gig work participation. Utilizing rigorous 
methods and providing practical recommendations, this study bridges crucial knowledge gaps and offers a clear 
pathway for promoting equitable participation in the digital labour economy. 
Keywords: Gen Z, Gig Economy, Gender Differences, Work Intentions, Motivators, Barriers, Theory of Planned 
Behaviour. 
 
1. INTRODUCTION 
The gig economy—characterized by short-term, flexible, and often platform-based work—has transformed 
global employment patterns. Generation Z (born between 1997 and 2012) is entering the workforce 
during this transformation, shaped by digitalization, economic instability, and evolving social norms. For 
many in Gen Z, gig work offers a flexible alternative to traditional employment, allowing for greater 
autonomy and alignment with lifestyle goals (Talib et al., 2025). As digital natives, they are adept at using 
technology-driven platforms, yet gender differences emerge in key areas such as perceived risk, work-life 
balance concerns, and levels of digital proficiency (Alekseev, 2024). However, their participation in gig 
work is not uniform across gender lines. Research indicates that Gen Z men and women face distinct 
motivations and challenges in this space (Ness et al., 2023) as these differences are further shaped by 
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cultural expectations and social norms that influence individual attitudes and perceived control over 
career choices (Schor & Vallas, 2020). Manyika et al. (2016) emphasize the need for a nuanced 
understanding of these disparities to design inclusive labour policies. Gender-specific experiences 
influence not only how Gen Z workers navigate the gig economy but also their likelihood of participating 
in it (Tan et al., 2021). 
Drawing on both qualitative and quantitative data, this paper explores these gendered dynamics, 
highlighting the main motivators and barriers for young men and women from Gen Z considering gig 
work. Findings will reveal significant variations in motivations, preferred sectors, and challenges 
encountered by Gen Z based on gender. These insights have important implications for policymakers and 
stakeholders aiming to foster equitable access to opportunities in the evolving gig economy 
1.1 Meaning- Gig Economy 
The gig economy refers to labour market activities facilitated by digital platforms, where tasks are 
requested and completed on a short-term, transactional basis. These platforms act as intermediaries, 
enabling clients to hire workers for specific, time-bound tasks (Graham & Woodcock, 2020). Once a 
service is completed and paid for, the platform typically takes a commission or service fee. Importantly, 
workers are classified as independent contractors rather than employees, meaning they lack job security 
and traditional employment benefits (Farrell, Greig, & Hamoudi, 2018b). Gig economy platforms 
generally operate under two main models: 
Crowdwork: This model involves digital tasks that are completed entirely online. Buyers post job 
descriptions on platforms, which then match them with qualified freelancers or crowd workers globally. 
The job is done where there is little to no face-to-face interaction between the service requester and 
provider (Durward, Blohm, & Leimeister, 2016). 
On-demand work: This type involves tasks performed in physical locations, requiring both the buyer and 
service provider to be present. Common examples include ride-hailing and food delivery services. These 
tasks are coordinated through mobile apps, with platforms often setting service terms, fees, and minimum 
quality standards. In less developed regions, interactions with these platforms may occur through simpler 
means like phone calls or SMS instead of app-based systems (De Stefano, 2016). 
These operational models highlight the diverse nature of gig work and underscore the evolving role of 
technology in reshaping how labour is organized and delivered. 
1.1.1  Overview of the gig economy’s rapid growth and its significance for Generation Z (born 1997–
2012). 
Fuelled by digital platforms like Uber, Upwork, and Fiverr, the gig economy has rapidly expanded, 
reshaping modern labour markets. Projected to grow at a compound annual growth rate (CAGR) of 
16.18%, it is expected to surge from a valuation of $556.7 billion in 2024 to $2,146.87 billion by 2033. 
This growth is driven by technological innovation, economic disruptions such as the COVID-19 
pandemic and the 2008 financial crisis, and a rising preference for flexible work (Green et al., 2018). In 
2023 alone, 64 million Americans—about 38% of the workforce—engaged in freelance work, contributing 
$1.27 trillion to the economy. 
This surge underscores the gig economy's emergence as a viable alternative to traditional employment, 
offering flexibility and diverse income opportunities. However, it also raises concerns regarding job 
security, benefits, and worker protection (Milosevic et al., 2021). The gig economy is particularly 
significant for Generation Z (born 1997–2012), who are tech-savvy and prioritize autonomy, skill-
building, and work-life balance. Research shows that 51.5% of Gen Z opt for micro-shifts to manage both 
education and early career demands, and over half are involved in gig-based activities like writing, graphic 
design, and tech tasks (Montgomery & Baglioni, 2021). Platforms like Fiverr and Upwork have 
empowered them to build independent portfolios and explore non-traditional career paths (Ang et al., 
2023). 
Nonetheless, financial instability and lack of benefits remain major concerns. Addressing gender-specific 
challenges is essential—while men often focus on maximizing earnings, women frequently prioritize safety 
and flexibility due to caregiving responsibilities (Ma & Fang, 2024). Ensuring equitable support structures 
will be key to empowering the next generation of gig workers. 
1.1.2 Key Players in the New Gig Economy 
There are three main parts to the new sharing economy. According to Donovan, S. A., Bradley, D. H., & 
Shimabukuru, J. O. (2016), independent skilled workers—who are compensated by businesses to perform 
a task—will revolutionize the corporate sector, particularly the SME segment. They can work from 
anywhere and are becoming more mobile. In other words, they have a global selection of temporary jobs 
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to choose from. 
There are three groups of independent workers: 
a. The labour providers 
b. The goods providers 
c. The knowledge and skill provider 
The workers with less education are the ones who provide the labour. They struggled to find other 
employment options, so they entered the freelance economy. King, M. W. (2014). This group of workers 
includes handymen, drivers, and delivery personnel. The more educated employees who supply the goods 
frequently work two full-time jobs. They may be software developers, artists, or craftspeople. Highly skilled 
professionals such as trainers, attorneys, certified public accountants, designers, etc., make up the third 
category (Sargeant, M, (2017). 
1.2 Gender and the Gig Economy: Insights and Gaps 
The gig economy has become a significant component of today’s labour markets, encompassing diverse 
forms of flexible, short-term, and freelance work. Hunt and Samman (2019) note that its increasing 
volume—particularly in sectors like food delivery, ride-hailing, and domestic services—highlights its 
growing importance. These on-demand jobs are often more accessible to individuals with limited formal 
education, given their low barriers to entry and minimal digital skill requirements. However, as Cook et 
al. (2021) point out, the on-demand segment remains less studied compared to other areas like online 
crowdwork, and their findings are concerning, especially since on-demand roles typically involve lower-
skilled, physically demanding tasks and attract workers who may already face economic vulnerability 
(James, 2022). In addition, the gender pay gap is often wider among lower-skilled workers in many 
countries, underscoring the need for a gender-sensitive examination of this segment of the gig economy. 
Although the gig economy continues to gain traction, significant uncertainties remain, particularly 
concerning gender dynamics. Estimating the true scale and impact of the on-demand industry is 
challenging due to limited data, especially regarding women’s participation and income levels 
(Schoenbaum, 2016). While the full effects on gender equality, job quality, and financial security are still 
not fully understood, existing evidence suggests that women are increasingly concentrated in rapidly 
expanding gig sectors (Bakas & Salman, 2024). Moreover, the influence of workplace protections, 
consumer behavior, and algorithmic decision-making on gendered experiences in gig work remains 
inadequately explored. As the industry evolves, closing these knowledge gaps is crucial for guiding effective 
policymaking and promoting fairness for all participants (Liang et al., 2023). 
 
2. LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK 
The rapid expansion of the gig economy has transformed employment paradigms worldwide, offering 
heightened flexibility and autonomy, particularly appealing to digitally savvy Generation Z. For this 
cohort, gig work is closely aligned with their desires for non-traditional career paths, skill development, 
and financial independence. However, existing literature highlights substantial gender disparities in gig 
economy participation, shaped by differing motivators, perceived barriers, and socio-cultural expectations. 
Women, compared to men, are often reported to experience heightened concerns over financial 
insecurity, personal safety, and societal approval when considering gig opportunities. While much of the 
scholarship centres on developed economies, there remains a notable gap in understanding how these 
gendered dynamics play out among Gen Z in non-metropolitan and emerging Indian contexts. This 
literature review examines the unique characteristics of gig work, Gen Z’s engagement with it, and the 
interplay of gender and socio-cultural factors—providing a foundation for the present study’s exploration 
of these issues in Telangana’s evolving digital labour market. 
2.1 ‘Gigs’: Driving force for the future 
The rapid advancement of technology in India has fundamentally transformed the labour market, 
particularly by enabling workers from the unorganized sector to access improved employment 
opportunities through the gig economy (Stanford, 2021). This shift is largely driven by increased 
digitization, which has facilitated the growth of remote work and the proliferation of coworking spaces 
that encourage collaboration and more efficient utilization of diverse skills (Sargeant, 2017). India’s 
workforce is expanding by over four million annually, and with a demographic tilt toward Millennials 
and Gen Z, many are gravitating towards gig work—often due to a shortage of formal jobs and evolving 
economic conditions (Malhotra, 2020). As companies increasingly adopt technology-driven business 
models, they are more inclined to hire talent on a project or contract basis rather than through permanent 
employment, resulting in a surge of gig roles that frequently remain informal. 
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The gig economy in India is projected to grow rapidly, with estimates suggesting an addition of 9–11 
million gig workers by 2025 and a total workforce potentially reaching 62 million by 2047 (Howe, 2009). 
Gig workers, typically freelancers or contractors paid per task or project, are commonly engaged in roles 
such as delivery, personal care, cleaning, and vehicle repair, with many transitioning from informal sectors 
like agriculture and unskilled labor (Howe, 2009). While this model offers flexibility and the potential 
for earnings comparable to or exceeding those of traditional employment, it also presents significant 
challenges, including a lack of social security, job precarity, and barriers such as limited access to job 
information and language skills. Although some degree of formalization has occurred through app-based 
platforms, the gig economy’s informal nature continues to raise concerns about worker protections and 
fair wages. This underscores the need for robust regulation and comprehensive social security frameworks 
to ensure sustainable growth and equitable outcomes for gig workers in India (Samad, Ciddikie, & 
Wiquar, 2023). 
2.2 Gender in the Gig Economy 
Research consistently indicates that women are underrepresented in gig work compared to men, especially 
within certain sectors of the economy. Women are more likely to engage in gig roles that provide flexibility 
and can be managed alongside domestic responsibilities, such as online tutoring, content writing, or 
home-based craft sales. In contrast, men tend to dominate higher-paying, physically intensive, or public-
facing gig jobs like ride-sharing, delivery services, and technical freelance work. This division reflects 
broader gendered labor dynamics and social expectations that continue to influence job choices. Despite 
the growing presence of Generation Z in the workforce, there remains a notable gap in literature exploring 
gender differences in work motivations specific to this cohort. Most existing studies focus on Generation 
Y (Millennials), providing a foundation that may offer insights but cannot be directly applied without 
considering Gen Z’s distinct socio-economic context (Samutachak et al., 2021). 
For Generation Y, gender-based motivational differences were clearly observed. Men placed greater 
emphasis on job security, while women were more inclined to align their academic qualifications with 
their career paths (Samutachak et al., 2021). Core work values also diverged: men favoured status-driven 
attributes such as power and advancement, whereas women valued meaningful work, collaborative 
environments, and freedom in their roles (De Cooman & Dries, 2012). In terms of entrepreneurial 
intent, self-direction values—such as independence and innovation—proved to be stronger motivators for 
women, while men were more influenced by social affiliation values, indicating a preference for roles that 
enhance social standing or group belonging (Ettis, 2022). Furthermore, women were often more open to 
accepting less-than-ideal jobs and had comparatively lower salary expectations, although gender explained 
only a small portion of the overall variance in these outcomes (Ng et al., 2010). These findings highlight 
the nuanced and context-dependent ways in which gender shapes work motivations, suggesting the need 
for more targeted research on Gen Z to fully understand how these dynamics are evolving. 
2.2.1 The Gig Economy and Gen Z 
Generation Z, often described as digital natives, has an intrinsic connection with technology, having 
grown up with smartphones, high-speed internet, and social media (Valkama, 2015). This early and 
sustained exposure to digital environments has made them highly proficient in navigating online 
platforms, fostering a mindset that values immediacy, connectivity, and adaptability. As a result, Gen Z 
tends to gravitate toward flexible, technology-driven work models that allow them to exercise autonomy 
and creativity. According to Hammad (2025), the gig economy—with its core attributes of project-based 
assignments, remote work, and minimal hierarchical constraints—strongly appeals to this cohort’s desire 
for independence and meaningful engagement. It empowers them to explore multiple career paths 
simultaneously, build versatile skillsets, and experience a level of control over their schedules that 
traditional 9-to-5 jobs often lack. Kurian and Bindu Madhavi (2024) further emphasize that this model 
aligns with Gen Z’s aspirations for personal fulfillment, lifestyle balance, and continuous learning, making 
gig work not just a stop-gap but a preferred career choice for many. 
However, this enthusiasm is moderated by growing concerns about the economic and psychological risks 
associated with gig work. While freedom and flexibility are key motivators, the lack of job security, 
unstable income streams, and the absence of benefits such as health insurance, paid leave, or retirement 
provisions remain major deterrents for Gen Z (Jayatissa, 2023). These insecurities make it difficult for 
young workers to plan for long-term financial goals such as education, home ownership, or saving for 
emergencies. The stress stemming from unpredictable workloads and earnings can also negatively affect 
mental well-being, challenging the very lifestyle balance that gig work promises. As a result, many Gen Z 
workers are adopting hybrid career models—merging freelance or gig roles with part-time or stable 
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employment—to strike a balance between independence and security (Young & Åkerström, 2015). This 
shift suggests that while the gig economy offers immense potential for innovation and flexibility, it must 
evolve with better structural safeguards to become a sustainable option for the workforce of the future. 
2.3 Importance of Studying Gender Differences in Gig Work Intentions 
The gig economy—characterised by its short-term, flexible, and platform-driven work models—has 
significantly reshaped modern labour markets, presenting new opportunities alongside emerging 
challenges. As it continues to expand, understanding gender differences in gig work intentions becomes 
increasingly important. Liang et al. (2018) emphasize that examining these distinctions is crucial for 
reducing economic disparities, crafting inclusive labour policies, and helping young individuals pursue 
meaningful and sustainable careers in this evolving employment landscape (BPS, 2024). Gender plays a 
pivotal role in shaping experiences and outcomes in the gig economy. Platforms like Uber, Upwork, and 
TaskRabbit attract a wide range of participants, yet engagement is often filtered through societal 
expectations, gender roles, and structural inequalities (Churchill & Craig, 2019). These factors influence 
not just who participates, but also how and under what conditions. 
According to Watson et al. (2021), studying gender-specific motivators and barriers provides a clearer 
picture of how men and women approach gig work differently. It reveals underlying patterns in career 
decision-making, access to resources, and perceived risks. This knowledge is essential for designing 
support systems that address unique needs, such as promoting safety and flexibility for women or 
enhancing earning potential and career progression opportunities for men. In-depth analysis of these 
gendered dynamics enables policymakers, platforms, and employers to develop interventions that foster 
equitable participation, improve worker satisfaction, and ensure that the gig economy evolves in a way 
that benefits all, regardless of gender. 

Table No. 2 Gendered Dimensions of the Gig Economy: Key Aspects, Impacts, and Scholarly 
References 

Aspect Description References 
Economic 
Inequities 

“Gig economy may mitigate or exacerbate 
gender disparities in income, job access, and 
career progression, informing targeted 
policies.” 

Ness, I., Ovetz, R., Roque, I., 
Swidler, E. M., & Zwick, A. 
(Eds.). (2023). 

Policy and 
Platform Design 

“Gender-specific needs (e.g., women 
prioritizing safety, flexibility; men focusing on 
earnings) require tailored platform features 
and policies.” 

Churchill, B., & Craig, L. 
(2019). 

Empowering 
Young Workers 

“Gendered motivations and barriers influence 
the participation of young adults in gig work, 
shaping their career decisions.” 

Payne, G., Blanco-González, 
A., Miotto, G., & del-
Castillo, C. (2021). 

Social and 
Cultural 
Influences 

“Gender norms (e.g., safety concerns for 
women in ride-sharing) shape gig role 
participation, requiring tailored solutions.” 

Kalleberg, A. L., & Dunn, M. 
(2016). 

Flexibility “Flexible hours and location-independent 
work appeal to women balancing caregiving, 
education, or early careers.” 

Sundararajan, A. (2017). 

Skill 
Development 

“Platforms like Upwork/Fiverr help women in 
creative/professional fields build portfolios 
and credibility.” 

Maity, S. K., Jha, C. B., 
Kumar, A., Sengupta, A., 
Modi, M., & Mukherjee, A. 
(2016). 

Autonomy “Gig work offers women control over rates and 
projects, escaping traditional workplace 
discrimination.” 

Barzilay, A. R., & Ben-David, 
A. (2016). 

Non-Traditional 
Roles 

“Gig platforms enable women to enter male-
dominated fields (e.g., tech, consulting) by 
bypassing gatekeepers.” 

Shiwundlana, N. J. (2021). 

Koziol, K., Schmitz, M., & Bort, S. (2025) Studying gender differences in gig work intentions is crucial 
for understanding how young men and women navigate the opportunities and challenges of the gig 
economy. By identifying distinct motivators—such as flexibility for women and earning potential for men—
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and barriers like safety concerns for women and market saturation for men, stakeholders can develop 
targeted strategies to support equitable participation (Burke, S. 2020). These insights inform policy, 
platform design, and educational initiatives, ensuring that the gig economy serves as an empowering and 
inclusive space for all young workers. 
2.4 Research Gap 
Despite the rapid expansion of the gig economy and the evolving dynamics of the modern workforce, 
significant gaps remain in current research, particularly concerning generational differences in work 
engagement. Most existing studies tend to examine Gen Z and Millennials in isolation, without directly 
comparing their work preferences and motivations in the local context. Furthermore, there is a notable 
lack of empirical research exploring how work-life balance may mediate or moderate the relationship 
between generational identity and work engagement. As organizations strive to accommodate the differing 
values and expectations of these cohorts, it becomes increasingly important to develop tailored strategies. 
Research by Elayan (2022) highlights that digital learning and flexible management approaches have 
distinct impacts on Gen Z compared to Millennials, underscoring the need for more nuanced 
organizational policies. By investigating these generational differences within a unified framework, future 
research can offer both theoretical advancements in cross-generational motivation and practical guidance 
for HR managers. At the same time, the gig economy—also known as the platform, sharing, or 
collaborative economy—is growing rapidly worldwide, driven by the proliferation of digital platforms 
connecting workers with service buyers (Adams & Berg, 2017). 
This scarcity of context-specific and gender-focused research poses a major obstacle for policymakers, as 
it limits understanding of men’s and women’s distinct experiences in the gig economy and hinders the 
creation of evidence-based policies for economic empowerment. Most existing studies are centred on the 
US and Europe, with limited attention to fast-growing Asian economies like India or to the gendered 
realities of gig work. Bridging these gaps is crucial to designing more inclusive and responsive work 
environments for a dynamic global workforce. 
2.5 Conceptual Framework 
The conceptual framework on Gender Differences in Gig Work Intentions Among Gen Z explores how 
key motivators and barriers shape the willingness of young men and women to engage in gig economy 
jobs. It focuses on factors such as autonomy, financial flexibility, and skill development as primary 
motivators, alongside challenges like job insecurity, safety concerns, and societal perceptions. Utilizing a 
mixed-methods approach that includes survey data, the study employs the Theory of Planned Behaviour 
(TPB) as its central framework. By examining these variables separately for men and women, the 
framework aims to highlight distinct gender-specific influences on gig work intentions, providing insights 
for more inclusive and effective gig economy policies and practices. 

 
Fig. 1: Researcher’s own conceptual framework 

This nuanced gender differentiation in motivators and barriers reflects the complex realities Gen Z men 
and women navigate in the gig economy, informed by recent surveys and academic studies. This 
framework helps understand the distinct motivations and challenges faced by Gen Z men and women in 
the gig economy, guiding more gender-sensitive policies and platform designs. 
3. METHODOLOGY 
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This empirical study synthesises quantitative data from recent surveys and qualitative insights from 
interviews and case studies. Key sources include cross-national surveys, platform data, and academic 
research focusing on Gen Z gig workers. 
3.1 Research Objectives 
1. To study the gender gap in Gig work intentions among Gen Z 
2. To investigate how gender moderates the relationship between the core constructs of the TPB theory 
and the intention to engage in gig work among Gen Z. 
3. To explore gender-specific motivational and barrier components influencing gig work participation 
among Gen Z 
3.2 Research Design 

Table No-5 Research design framework 
Section Details 

Research 
Approach 

Mixed-methods: Quantitative (surveys, platform data) and qualitative 
(interviews, case studies). 

Universe Gen Z population (aged 18-26) in Telangana, specifically those in urban 
and working-class 

Population Gen Z (18-26 years) from metropolitan colleges and early-career 
workplaces in Telangana. 

Sampling Type. Purposive sampling (non-probability) targeting Gen Z in metropolitan 
colleges and early-career workplaces in Telangana, engaged or interested 

in gig work. 
Sample Size 200 Gen Z respondents (110 males, 90 females).  

Data Collection - Surveys: Online questionnaire with 200 responses from 350 distributed. 
- Platform Data: Secondary data on gender participation and job 

allocation from leading gig platforms. 
- Qualitative Data: Interviews and case studies for deeper insights. 

Data Analysis 
Methods 

- Descriptive Statistics: Frequencies, percentages, means, standard 
deviations. 

• T-tests: Gender differences in attitudes, perceived risks, work-life 
balance concerns, and gig work intention. – 

• ANOVA: Differences in motivation and satisfaction. 
- Regression Analysis: Predictors of gig work intention. 

- Chi-square Test: Gender differences in gig work sector participation. 
- Pearson Correlation: Relationships between digital literacy, 

education, and gig work intention. 
• - Reliability: Cronbach’s alpha (>0.80) for scale reliability. 

Data Sources Cross-national surveys, gig platform data, academic research, and primary 
qualitative data. 

Data 
Instrument 

An Online Survey was conducted by distributing a structured 
questionnaire 

 
4. DATA ANALYSIS 
This study explores gender differences in gig work intentions among Generation Z, focusing on key 
motivators and barriers. Descriptive statistics, including frequency, percentage, means, and standard 
deviations, were calculated to summarize demographic characteristics and primary variables. Independent 
samples t-tests were employed to assess gender-based differences in attitudes, perceived risks, work-life 
balance concerns, and overall intention toward gig work. Additionally, chi-square tests examined 
variations in gig work sector participation between male and female respondents. To investigate 
associations between digital literacy, education level, and gig work intention within each gender group, 
Pearson correlation analyses were conducted. The reliability of all measurement scales was confirmed with 
Cronbach’s alpha values exceeding 0.80, ensuring consistency of the constructs. Finally, multi-group 
analysis using Partial Least Squares Structural Equation Modelling (PLS-SEM) revealed that gender 
significantly moderates the relationships between Theory of Planned Behavior (TPB) constructs and gig 
work intention, highlighting distinct pathways influencing male and female Gen Z individuals in their 
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engagement with gig economy roles. 
4.1 Demographic profile 
Based on the study of 200 Gen Z gig workers from metropolitan colleges and early-career workplaces in 
India, here is a comprehensive demographic profile and data analysis summary in a single table format. 
The demographic distribution is constructed using typical patterns from the gig economy and Gen Z 
workforce statistics relevant to India and global trends, combined with the study context. 

 
Table No-6 Respondents' demographic profile 

Demogr
aphic 
Variable 

Categor
y 

Frequenc
y 
(n=200) 

Percent
age 
(%) 

Data Analysis Summary Interpretation 

Gender Male 110 55 Males show significantly 
higher attitude (M=4.2) 
and perceived control 
(M=4.0) towards gig 
work than females 
(p<0.001). 

Reflects global trend 
of slightly more males 
in gig work; males 
have higher 
confidence and 
positive attitude per 
TPB. 

Female 90 45 Females report higher 
subjective norms 
(M=3.9) and work-life 
balance concerns 
(M=4.3) than males 
(p<0.01). 

Females face greater 
social pressure and 
perceive more barriers 
related to stability and 
balance, consistent 
with Social Role 
Theory. 

Age 
Group 

18-21 120 60 Younger Gen Z 
participants more likely 
to engage in gig work; 
no significant age 
difference in intention 
was found. 

Early adult Gen Z are 
digital natives and 
more open to gig work 
opportunities. 

22-26 80 40 
 

Educati
on 
Level 

Undergr
aduate 

140 70 Education positively 
correlates with gig work 
intention (r=0.52, 
p<0.001), especially for 
females (r=0.65). 

Higher education 
enhances digital 
literacy and perceived 
control, boosting gig 
work participation. 

Postgrad
uate 

60 30 
 

Employ
ment 
Status 

Early-
career 
full-time 

130 65 Gig work intention is 
higher among early-
career full-time 
employees with flexible 
work preferences. 

Suggests gig work 
supplements or 
complements 
traditional 
employment for 
flexibility. 

Part-
time/In
ternship 

70 35 
 

Primary 
Gig 
Work 
Sector 

Technol
ogy/Co
ntent 
Creatio
n 

90 45 Males dominate tech-
related gigs; females are 
more in content and 
creative gigs (χ² test 
significant, p<0.05). 

Gendered preferences 
in gig sectors reflect 
skill sets and social 
role expectations. 

Delivery
/Service 

60 30 
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Other 50 25 
 

This table integrates demographic characteristics with key findings from the gender-based analysis of gig 
work intentions among Gen Z in Telangana, grounded in TPB and Social Role Theory. 
 
4.2 Do males and females show different levels of intention (key variables: perceived risks, work-life 
balance concern, digital literacy (self-rated), and gig work intention) to participate in gig work. 

Table No-7.1 Levels of intention 
Variables Mean 

(Male) 
Mean 

(Female) 
t-value p-value Correlation 

with Gig 
Work 

Intention 
(Male) 

Correlation 
with Gig 

Work 
Intention 
(Female) 

Interpretation 

Perceived 
Risks 

3.5 4.1 3.8 <0.001 N/A N/A Females 
perceive 

significantly 
higher risks 
than males, 
which may 

reduce their 
gig work 

intention. 
Work-
Life 

Balance 
Concern 

3.6 4.3 4.2 <0.001 N/A N/A Females 
report greater 

concerns, 
reflecting 
traditional 

gender roles 
influencing 

participation. 
Digital 
Literacy 

(Self-
rated) 

4.0 3.8 Not 
provided 

Not 
provided 

0.45 0.65 Digital literacy 
positively 

correlates with 
intention, 

stronger for 
females; 

enhancing 
skills may 
empower 
female gig 
workers. 

Gig 
Work 

Intention 

4.1 3.6 4.75 <0.001 N/A N/A Males have 
significantly 

higher 
intention 

scores; gender 
differences 
driven by 
attitudes, 

norms, and 
perceived 

control (TPB). 
Notes: 
• T-values and p-values come from independent samples t-tests comparing males and females. 
• Correlation coefficients (r) indicate the strength of association between digital literacy and gig work  
ntention for each gender. 
• 1. Perceived Risks 
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• Means: Females (4.1) perceive higher risks related to gig work than males (3.5). 
• Statistical Significance: The difference is statistically significant (t=3.8, p<0.001). 
• Implication: This suggests that females are more cautious or concerned about potential negative 
outcomes in gig work. Such heightened risk perception may discourage females from engaging in gig work 
compared to males. 
 
2. Work-Life Balance Concern 
• Means: Females report greater concerns about work-life balance (4.3) than males (3.6). 
• Statistical Significance: This difference is also significant (t=4.2, p<0.001). 
• Implication: Females may feel more pressure to balance gig work with family and personal 
responsibilities, reflecting traditional gender roles. This concern could limit their willingness or ability to 
participate in gig work opportunities. 
3. Digital Literacy (Self-rated) 
• Means: Males rate their digital literacy slightly higher (4.0) than females (3.8). 
• Correlation with Gig Work Intention: Digital literacy is positively correlated with gig work intention 
for both genders, but the correlation is stronger for females (r=0.65) than males (r=0.45). 
• Implication: Although females rate their digital skills marginally lower, improving digital literacy may 
have a greater impact on increasing their intention to engage in gig work. This highlights digital skills as 
a key area for empowering female gig workers. 
4. Gig Work Intention 
• Means: Males have higher intention to participate in gig work (4.1) compared to females (3.6). 
• Statistical Significance: The gender difference is significant (t=4.75, p<0.001). 
• Implication: Males are generally more willing or motivated to engage in gig work. According to the 
Theory of Planned Behavior (TPB), this difference is driven by variations in attitudes toward gig work, 
perceived social norms, and perceived behavioral control between genders. 
Interpretation Summary 
Females perceive higher risks and have greater concerns about work-life balance, factors that likely 
contribute to their lower intention to engage in gig work compared to males. Digital literacy emerges as a 
crucial element, particularly for females, as improving digital skills could significantly increase their 
participation in gig work. These findings highlight the need to address gender-specific barriers—such as 
risk perception and work-life balance—and to enhance digital competencies to promote more equitable 
participation in gig work. 

 
Table No-7.2: Gender Differences in Gig Work Intentions Among Gen Z 

Construct Male 
Mean 
(SD) 

Female 
Mean 
(SD) 

t-
value 

p-
value 

Cronbach’s 
Alpha 

Interpretation 

Attitude 
toward Gig 

Work 

4.2 
(0.6) 

3.7 (0.7) 4.56 <0.001 0.85 Males have 
significantly more 
positive attitudes. 

Subjective 
Norms 

3.5 
(0.8) 

3.9 (0.6) -3.12 0.002 0.80 Females feel greater 
social pressure to 

conform. 
Perceived 

Behavioural 
Control 

4.0 
(0.7) 

3.4 (0.8) 5.01 <0.001 0.82 Males perceive higher 
control over gig work. 

Gig Work 
Intention 

4.1 
(0.6) 

3.6 (0.7) 4.75 <0.001 0.88 Males show a stronger 
intention to engage in 

gig work. 
 

Table No. 7.3 Multi-Group PLS-SEM Path Coefficients 
Path Male 

(β) 
Female 

(β) 
Difference 

Significant? (p-
value) 

Interpretation 

Attitude → Intention 0.55*** 0.30** 0.01 Stronger effect of attitude 
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on males' intention. 

Subjective Norms → 
Intention 

0.20* 0.45*** 0.02 Subjective norms are more 
influential for females. 

Perceived Behavioural 
Control → Intention 

0.40*** 0.35** 0.35 Similar influence across 
genders. 

*Significance levels: ***p < 0.001, **p < 0.01, p < 0.05 
 
Interpretation Summary 
The data demonstrate that while the three TPB constructs all influence gig work intention, their relative 
importance differs profoundly by gender. Men's decisions are primarily driven by their personal beliefs 
and confidence, as evidenced by a mean attitude score of 4.2 and a path coefficient of 0.55, which is the 
strongest relationship observed in the model. This suggests that men's positive feelings about the 
autonomy and earnings potential of gig work translate directly into a stronger intent to participate. 
In contrast, the behavioural intentions of women are more heavily influenced by external factors. The 
subjective norms path coefficient of 0.45 for women is more than double that of men (0.20), indicating 
that their decision to engage in gig work is significantly more susceptible to social pressures and cultural 
expectations. This is a critical distinction that highlights how external perceptions and societal roles 
disproportionately influence women's career choices in the gig economy. 
While perceived behavioural control is a significant predictor for both genders, men's higher baseline 
mean score (4.0 vs. 3.4) means they start with a greater sense of capability and confidence, which 
contributes to their overall higher intention. This finding is further explained by the analysis of motivators 
and barriers. 
4.3  Identify underlying dimensions (components) from multiple motivator and barrier items. Gen 
Z Gig Workers using Principal Component Analysis (PCA) 

 
Table No. 8.1 Motivators- Gen Z Men 

Component Label Key Loadings (>0.6) Interpretation 
PC1 Skill 

Development 
Autonomy (.74), Financial 

Flexibility (.72), Skill Dev (.69) 
Strong desire for self-driven 

career progression 
PC2 Social & Purpose 

Drive 
Social Affiliation (.75), Purpose 

(.68) 
Value in career meaning and 

networking 
PC3 Work-Life 

Quality 
Benefits & Leisure (.71) Emphasis on lifestyle perks 

Total Variance Explained: 71.4% 
 

Table No-8.2. Motivators- Gen Z Women 
Component Label Key Loadings (>0.6) Interpretation 

PC1 Flexible Career 
Building 

Flexibility (.79), Financial 
Flexibility (.74), Purpose (.68) 

Income plus values-aligned 
gig selection 

PC2 Supportive 
Environment 

Work Environment (.72), Soft 
Skills (.65), Safety (.63) 

High importance of 
emotional & physical safety 

Total Variance Explained: 73.5% 
 

Table No-8.3 Barriers- Gen Z Men 
Component Label Key Loadings (>0.6) Interpretation 

PC1 Insecurity 
Factors 

Job Insecurity (.77), Algorithmic 
Control (.74), Growth Limit (.63) 

Gig volatility and lack of 
growth 

PC2 Social Norm 
Barriers 

Societal Pressure (.68), Mentorship 
Gap (.65) 

External societal and 
support system concerns 

PC3 Safety (minor) Safety Concerns (.58) [low but 
notable] 

Lesser concern but still 
present 

Total Variance Explained: 69.2% 
 

Table No-8.4 Barriers-Gen Z Women 
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Component Label Key Loadings (>0.6) Interpretation 
PC1 Gender-Based 

Constraints 
Gender Bias (.78), Safety (.74), 

Work-Life Conflict (.68) 
Cultural, safety, and care-

related restrictions 
PC2 Digital & 

Financial Access 
Digital Access (.71), Financial 

Literacy (.69) 
Limited tech and money 

management opportunities 
PC3 Job Insecurity Job Insecurity (.64), 

Algorithmic Control (.58) 
Secondary, but still affects 

confidence 
Total Variance Explained: 75.1% 

Final Insights: 
For men, motivators to participate in gig work are largely entrepreneurial and skill-based, as they are 
driven by the desire for autonomy, skill development, and professional growth. However, men also face 
notable barriers, such as concerns about career stagnation and the risk of algorithmic burnout, which 
stem from the unpredictable nature of gig work and the pressures of constantly meeting platform 
demands. 
In contrast, women are motivated to engage in gig work primarily by factors such as safety, flexibility, and 
the availability of supportive systems, which allow them to better balance work and personal 
responsibilities. Despite these motivators, women encounter significant barriers that are systemic, 
gendered, and infrastructure-related, including societal expectations, lack of support, and inadequate 
resources, all of which can hinder their participation and success in the gig economy. 

 
Table 9.1: Descriptive Statistics—Motivational Factors (%) 

Motivator Men 
(%) 

Women 
(%) 

Mean 
Difference 

Significance Analysis 

Want to work 
flexibly 

12.4 32.3 -19.9 *** (p < 
0.01) 

Flexibility is a much 
stronger motivator for 

women. 
To supplement 
family income 

27.3 9.0 18.3 *** (p < 
0.01) 

Income support is a 
dominant motivator for 

men. 
Primary source of 

income 
16.1 19.9 -3.8 ** (p < 0.05) Slightly more women rely 

on gig work as main 
income. 

No choice (lack 
of alternatives) 

10.7 11.4 -0.7 NS No significant difference. 

Better payment 9.5 8.5 1.0 NS Similar importance for 
both. 

Skill match 9.1 7.4 1.6 NS Slightly more important for 
men. 

Fits with the 
schedule 

7.9 7.0 0.9 * (p < 0.10) Schedule fit is modestly 
more important for men. 

Prefer digital 
platforms 

7.0 4.5 2.6 ** (p < 0.05) Men show greater 
preference for digital 

platforms. 
 

Table 9.2: Key Barriers to Gig Work Participation (%) 
Barrier Men 

(%) 
Women 

(%) 
Notable Gender Patterns & Analysis 

Lack of stability 47 47 Equally cited, but women more risk-averse. 
Unpredictable pay 46 46 Similar concern, but higher impact on women. 

Lack of health 
benefits 

26 26 Significant for both; more critical for women with 
caregiving roles. 

Safety concerns 10 32 Far more pronounced for women. 
Digital access gap 8 21 Women more affected. 
Social/structural 

barriers 
12 28 Women face more restrictions. 
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Data Analysis & Insights 
• PCA reveals that men’s gig work motivations are more entrepreneurial and skill-based, while women’s 
are centred on flexibility, safety, and supportive environments. 
• Barriers for men are more about economic insecurity and career stagnation, while women face 
systemic, gendered, and infrastructure-related obstacles—especially safety and digital access. 
• Descriptive statistics confirm these patterns: flexibility is a much stronger motivator for women, while 
income support and skill development are more important for men. 
• Women are more likely to work in lower-paying, home-based, or feminized gig sectors and experience 
higher dropout and lower satisfaction, primarily due to greater barriers. 
• Addressing gender-specific motivators and barriers, especially improving digital access and safety for 
women, is crucial for equitable gig work participation. 
 
5. FINDINGS 
5.1 Gender Differences in Gig Work Intention 
• Males reported significantly higher gig work intention (M = 4.1) compared to females (M = 3.6), t(198) 
= 4.75, p < 0.001. 
• Males exhibited stronger positive attitudes (M = 4.2) and perceived behavioural control (M = 4.0), 
indicating more confidence and motivation to engage in gig work. 
• Females, while less inclined toward gig work, showed higher subjective norms (M = 3.9), suggesting 
social pressure and traditional expectations play a role in shaping their decisions. 
5.2. Perceived Risks and Work-Life Balance Concerns 
• Females perceived higher risks (M = 4.1) than males (M = 3.5), t(198) = 3.8, p < 0.001. 
• Work-life balance concerns were significantly higher for females (M = 4.3) compared to males  
(M = 3.6), t(198) = 4.2, p < 0.001. 
• These concerns suggest that women face more constraints related to personal responsibilities, aligning 
with Social Role Theory. 
5.3. Influence of Digital Literacy 
• Males rated their digital literacy slightly higher (M = 4.0) than females (M = 3.8). 
• Digital literacy had a stronger positive correlation with gig work intention for females (r = 0.65) than 
for males (r = 0.45). 
• This suggests that improving digital skills can significantly empower women to engage in gig work. 
5.4. Principal Component Analysis (PCA) of Motivators and Barriers 
Motivators (Men) 
• Skill Development (Autonomy, Financial Flexibility, Skill Dev) 
• Social & Purpose Drive (Networking, Meaningful Work) 
• Work-Life Quality (Benefits & Leisure) 
Motivators (Women): 
• Flexible Career Building (Flexibility, Purpose, Financial Goals) 
• Supportive Environment (Work Culture, Safety, Soft Skills) 
Barriers (Men): 
• Insecurity Factors (Job Insecurity, Growth Limitations) 
• Social Norms (Societal Pressure, Mentorship Gap) 
Barriers (Women): 
• Gender-Based Constraints (Safety, Bias, Work-Life Conflict) 
• Digital & Financial Access (Access Gaps, Literacy) 
• Job Insecurity (Secondary) 
5.5. Descriptive Trends 
• Women were more likely to be motivated by flexibility (32.3%) than men (12.4%), p < 0.01. 
• Men were more driven by income supplementation (27.3%) compared to women (9.0%), p < 0.01. 
• Safety concerns were far more prominent for women (32%) than men (10%). 
• Dropout rates were higher among women, and satisfaction levels were lower due to higher barriers 
and sectoral segregation. 
The study highlights distinct gender-based motivations and barriers in gig work participation among Gen 
Z. While men are primarily driven by autonomy and skill development, women prioritize safety, flexibility, 
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and supportive work environments. Addressing systemic issues—especially digital access, safety, and social 
norms—is crucial for enabling equitable participation of both genders in the gig economy. 
 
6. DISCUSSION 
Digital transformation has become a standard expectation across modern workplaces and organizations 
(Singh & Hess, 2017). Regardless of whether they work in digital or traditional environments, employees 
are increasingly expected to use digital tools in their daily tasks. Many are also motivated to adopt modern 
information technologies to improve work efficiency (Margaryan, Littlejohn, & Vojt, 2011). The concept 
of continued use—referring to how individuals consistently engage with technology for learning, 
exploring, and accomplishing IT-based tasks—has drawn growing interest in the information systems field 
(Stein et al., 2015). Equally important is understanding why some users eventually stop using adopted 
technologies (Wyatt, 2003). Within organizational contexts, digital skills have been linked to positive 
outcomes for both employees and companies (Yu, Lin, & Liao, 2017; Mohammadyari & Singh, 2015). 
The use of collaborative technologies is rising steadily in the workplace (Vaidya & Seetharaman, 2005), 
while IT adoption has been shown to drive innovation, business growth, and the development of new 
ventures (Nambisan et al., 2017; Sein & Harindranath, 2004; von Briel, Davidsson, & Recker, 2018). 
6.1 Concerns and Challenges of the Gig Economy 
Despite its rapid growth, India’s gig economy faces critical challenges. Most gig jobs operate informally, 
lacking the legal protections and benefits that come with formal employment. Without a clear regulatory 
framework, gig workers are excluded from essential social security schemes like the provident fund, health 
insurance, and paid leave. This leads to job insecurity, inconsistent income, and often poor working 
conditions. Additionally, the need to constantly upgrade skills to stay relevant in a competitive market 
adds to their burden. Many workers enter gig roles out of necessity rather than choice, reflecting the 
fragile nature of this work model. 
Gender disparities are particularly notable among Gen Z gig workers. While the flexibility of gig work 
attracts younger individuals, women encounter added challenges, including safety risks, limited digital 
access, and fewer skill development opportunities. These barriers contribute to lower participation rates 
and income gaps between men and women. To ensure the sector’s sustainable and inclusive growth, it is 
essential to address these gender-specific issues especially for HR professional is going to be very bog 
challenges (Basid & Atmaja, 2022). 
 
7. RECOMMENDATIONS FOR STRENGTHENING INDIA’S GIG Z ECONOMY WITH A 
GENDER-INCLUSIVE APPROACH 
Generation Z (born between 1997 and 2012) is entering the workforce with distinct preferences shaped 
by technological familiarity, social change, and economic uncertainty. They value flexibility, autonomy, 
and purpose-driven work, making gig roles appealing. However, concerns over income stability, lack of 
benefits, and long-term security often deter them from fully committing to the gig economy as a 
permanent employment model. 
Gender-Focused Recommendations: 
• Expand Digital Access: Provide affordable internet services and digital devices to increase women's 
participation in online gig platforms. 
• Enhance Safety Standards: Implement strong, platform-wide safety protocols for women in public-
facing gig roles, including emergency support and verification systems. 
• Promote Skill Development: Introduce women-focused training programs aimed at digital literacy, 
financial management, and access to high-paying gig opportunities. 
• Supportive and Inclusive Policies: Establish social protection frameworks—including health 
insurance, maternity support, and career guidance—designed with gender-specific needs in mind. 
• Monitor and Address Platform Bias: Conduct regular audits to identify and correct gender biases in 
task allocation, pay scales, and worker support systems to ensure fair treatment. 
These recommendations aim to create a more equitable, secure, and efficient gig ecosystem in India, 
fostering sustainable participation and career growth, especially for Gen Z and women in the gig 
workforce. 
 
 
 
8. IMPLICATIONS 
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8.1 Managerial Implications: 
For managers and platform operators, it is crucial to recognize that women’s participation in the gig 
economy is shaped by both their need for flexibility and the structural barriers they face, such as gender 
biases and safety concerns. Platforms should be co-designed with input from women gig workers to ensure 
that features like flexible scheduling, secure payment systems, and transparent algorithms are responsive 
to their needs. Implementing gender-sensitive communication, providing 24x7 helplines, and ensuring 
robust safety measures can help address the unique vulnerabilities women face, especially in public-facing 
or home-based roles. Additionally, investing in targeted digital literacy and upskilling programs can 
empower women to move into higher-paying, less stereotyped gig roles, while peer support networks and 
mentorship opportunities can foster a more inclusive environment. Addressing algorithmic management 
practices that inadvertently disadvantage women due to limited working hours is also vital to ensure fair 
access to opportunities and minimize wage gaps. 
8.2 Theoretical Implications: 
The observed gendered motivations and barriers in the gig economy reinforce existing theories of 
gendered labour segmentation and social role theory, which posit that societal norms and expectations 
continue to influence occupational choices and labour market participation. Women’s reliance on 
flexibility to balance professional and caregiving responsibilities, contrasted with men’s focus on income 
and autonomy, demonstrates the persistence of traditional gender roles even in emerging digital labour 
markets. The digital divide, which limits women’s access to technology and digital skills, further supports 
theories of social and digital inequality, highlighting how intersecting structural barriers can restrict 
women’s economic agency and reinforce occupational segregation. These findings also suggest that 
platform economies, rather than disrupting traditional labour hierarchies, may sometimes replicate or 
intensify existing gender-based inequalities unless deliberate interventions are made. 
8.3 Policy Implications: 
Policymakers need to adopt a multi-faceted approach to address gender disparities in the gig economy. 
Bridging the digital divide by improving women’s access to affordable devices, reliable internet, and digital 
literacy training is essential for equitable participation. Regulatory frameworks should extend social 
protection, benefits, and fair pay to gig workers, with specific provisions to support women’s unique 
challenges, such as caregiving responsibilities and exposure to occupational segregation. Strengthening 
labor codes to include written contracts, minimum wage protections, and social security contributions 
for gig workers can help safeguard women’s rights and economic security. Furthermore, policies should 
incentivise platforms to recruit and support women in non-traditional, high-growth gig sectors, thereby 
reducing occupational segregation and promoting long-term gender equity. Social narratives and public 
awareness campaigns that challenge gender stereotypes and encourage women’s economic empowerment 
are also critical for systemic change 
 
9. CONCLUSION AND FUTURE RESEARCH 
This empirical study uncovers notable gender differences in Gen Z's intentions to participate in gig work. 
Women are mainly motivated by flexibility, while men are more driven by income. However, both groups 
encounter common barriers such as job insecurity, lack of benefits, and limited social support. Women 
face additional challenges, including safety worries, limited digital access, and occupational segregation. 
Overcoming these issues requires joint efforts from policymakers, platform developers, and educators to 
create a more inclusive gig economy. Although the gig economy introduces some new dynamics, it largely 
sustains existing structural and gender inequalities. As it grows—especially in economies with high 
informality—urgent targeted measures are needed to prevent further marginalization. Nonetheless, 
platform technologies have the potential to gradually improve labor conditions in such settings. 
Key Recommendations for Future Research and Policy: 
• Address Data Gaps: Develop more detailed, country-specific datasets focusing on Gen Z gig workers, 
particularly in the Global South. 
• Apply an Intersectional Lens: Examine how factors like race, class, and disability intersect with gender 
to influence gig work experiences. 
• Conduct Longitudinal Studies: Monitor Gen Z gig workers over time to understand long-term trends 
in retention, well-being, and career growth. 
These steps are vital to designing equitable, data-driven policies that reflect the complex realities of gig 
work participation across diverse identities. 
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