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Abstraet

Platform workers typically face challenges that are different in nature or severity from those
experienced by traditional organizational workers. In order to better understand and support
platform workers, the need to identify these challenges and make policies to solve them is
strongly felt. Considering the variety of views on these challenges, there is an urgent need to
collect and combine research findings to serve as a basis for future discussions. Therefore, this
research aims to examine the results of primary studies in platform human resources challenges
and analyze, combine, and classify these results and provide suggestions. The current research
is a qualitative study, and a systematic literature review and a meta-synthesis approach were
used for a more comprehensive understanding of the research subject. From a total of 875
articles that were counted in the initial search based on a systematic protocol, 116 articles were
analyzed through "Atlas TI8" software. The results showed that the human resources
challenges of the platform are placed in three classes of industrial relations (government,
employer, and worker), with the most significant amount of challenges in the government
class, respectively related to weak social protection of workers' rights, the battle over the
classification of workers, weak social justice, weak regulation, the capitalism system, and tax
problem in digital work. Also, the most important challenge related to the worker class is job
difficulty. The challenges related to the employer class were also counted, among which the
most important challenge is the weakness of human resource systems.
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Extended abstract

1. Introduction

A wide range of platforms and types of online
work tasks (gigs) available in modern labor
markets have disrupted the established
boundaries of worker and employee status,
organizations, professions, and labor markets
(Page Tickle and Yerbay, 2020) and have created
conditions for conflict and changing borders in
both negative and positive ways.

A large and growing segment of the
workforce, often referred to as 'gig workers',
accounts for up to 40% of the economy in OECD
countries (OECD, 2019). While the term "gig
work" may be common, it's not new. Artists and
musicians, freelance writers, independent
consultants, IT professionals, and many others
have long made a living through gigs outside
formal organizations. Obviously, the platform
economy is a relatively new phenomenon, and its
potential has not yet been fully realized, and it is
difficult to come up with consistent estimates.
Nevertheless, despite little knowledge about its
formal scale (Hardie, 2016), what is clear from
the data is that digital platform work appears to
be “not statistically marginal”. Many analyses
unanimously point out that the distributed
workforce on the platform is constantly
increasing. It seems that this economic sector
grows by 25% annually. According to more
generous estimates, it is worth more than €20
billion in Europe (Geron, 2013). A very detailed
document shows that the platform economy
generates nearly 4 billion euros in revenue and
mediates 28 billion euros of transactions (85% of
this value is obtained by providers/workers)
(Vaughan and DavErio, 2016).

Despite the increasing number and variety of
gig workers, management researchers have long
focused on the topic of workers who spend their
time working in organizations. Such structures
provide workers with many tangible resources,
including a rooted sense of place, a stable work
identity, stable interaction partners who provide
support and direction, and even someone to
blame when things go wrong. However, those
who work independently on platforms, without a
long-term relationship (and thus the benefits)
with a  particular  organization, with
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fundamentally different working conditions than
those who are encountered in organizations and
are employed as organizational employees have
completely different experiences with their work
(Ashford et al., 2018; Spreitzer et al., 2017).
Recognizing the growing span, diversity, and
importance of gigs, researchers have called for a
deeper examination of the lived experiences and
psychological concerns of these workers (e.g.,
Barley et al.,, 2017; Campion et al., 2020;
Connelly and; Kuhn, 2016; Spreitzer et al., 2017).
Qualitative research shows that platform workers
face predictable challenges that are different in
nature or severity from those in organizations.
For example, in an organization, employees are
hired to perform a series of continuous tasks in
organized jobs. A worker completes a task
regardless of where the next task will come from.
In contrast, platform (gig) workers' tasks are
immediate and they must bear the full economic
risk of their work (Kalleberg, 2000; 2009); it is
up to them to find tomorrow's tasks, while
completing all of today's tasks. Furthermore,
while organizational workers often feel pressured
by low levels of decision-making, gig workers
typically experience greater caution about what
they do, as well as how and when they do it (Czsa
et al., 2018; Petriglieri et al., 2019). Gig workers
experience more stress than employees
performing similar work in the same
organization, suggesting that these workers may
face unique or more advanced challenges.

Researchers: need a clear conceptual
framework and a measure of the challenges
facing workers to better understand the work
lives of gig workers and compare their different
experiences in ways that allow for the
development of theory and practical
recommendations tailored to this population. Just
as organizational workers have many common
challenges despite being in different sectors,
industries, and organizations, gig workers also
have certain common challenges that are caused
by the defining characteristics and differences
that these types of workers have. The ability to
assess these challenges enables researchers to
develop theories, policies, and practices designed
to help grow different types of gig workers (Caza
et al., 2022). The specific challenges that gig
workers face are rooted in the structured
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experience of working outside of a formal
organization. For example, while organizational
workers may strive to develop and maintain a
sense of autonomy and task control, many gig
workers  must  carefully  consider  the
consequences of their autonomy from making
routine choices about which gigs (online tasks) to
perform to manage deeper choices about how to
design their work (Petriglieri et al., 2019;
Ravenelle, 2019). Also, while gig workers may
face similar categories of challenges as
organizational populations, the exact nature of
these challenges can differ due to the structure of
their work. For example, both organizational
workers and gig workers experience relational
challenges. However, for organizational workers,
these are often related to strained relationships
with colleagues, while gig workers struggle with
loneliness and building a network without regular
colleagues. Finally, some challenges, such as
financial survival, may be more acute and have
greater consequences for gig workers who lack
salary predictability. Researchers have also come
to the conclusion that the challenges of gig work
have a significant relationship with the psycho-
social well-being indicators of workers (Ozcelik
and Barsade, 2018), although the direction and
nature of these relationships are vague and
unclear.

There are many limitations regarding the
current understanding of the challenges in this
field. Existing studies and related theories
provide a picture of the challenges that gig
workers experience. However, the conceptual
understanding of the challenges and their impact
remains limited, preventing theory-building and
limiting practical guidance for these workers.
There is also a lack of a holistic understanding of
the challenges of gig work. Because these
challenges have been identified inductively and
piecemeal, there has not been a comprehensive
understanding of the challenges faced by gig
workers. For example, it is not known whether
gig workers experience all of these challenges at
the same time or whether they all experience
them to a similar extent. If future research is to
better understand the actual strain experienced by
gig workers, researchers should assess these
different sources of challenges simultaneously
(Caza et al., 2022). The effort of the present

research is to highlight these challenges for
researchers and policymakers by systematically
reviewing the challenges facing platform workers
to help the growth and excellence of platform
workers in this new world of work with targeted
planning and policies.

2. Research Methods

In this research, to address the issue and
investigate the challenges of human resources of
the platform, a systematic review technique was
used. For this purpose, the theme analysis method
was used to identify and categorize the codes in
116 articles. According to the purpose and
question raised in this study, this research is
descriptive in purpose and follows an exploratory
approach. Moreover, in terms of the type of use
and data, it is practical and qualitative,
respectively. The statistical population of the
research is the articles published in reliable
foreign scientific databases. The reliability of the
identification was determined through the
agreement of the researchers in the selection of
studies based on the clauses of the research
protocol. Coding reliability was achieved through
researchers' agreement on the use of specific
concepts to code concepts. The sampling method
is non-random and purposeful, and by referring to
the sources of the obtained articles, a coding form
was used to collect the data needed to combine
the concepts. It should be noted that the coding
form contains the information of each article
including researchers and year of publication,
article title, journal title and publication, and data
analysis methaod.

In the present study, the systematic review
process of Xiao and Watson (2019) was used.
They believe that despite the differences in
procedures in different types of literature review,
all reviews can be conducted following eight
common steps: (1) formulation of the research
problem; (2) development and validation of the
review protocol; (3) determining the search string
in the literature; (4) screening for inclusion of
studies; (5) quality assessment; (6) data
extraction; (7) data analysis and synthesis; and
(8) report of findings.

3. Conclusion
In this research, after extracting platform
workforce challenges in the form of terms and
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concepts, the framework of labor relations
(industrial relations) was used in order to classify
the found challenges. The results of the research
showed that among the three actors of industrial
democracy, the government has the largest share
in the challenges related to the platform
workforce with a frequency of 296 and a rate of
56%. These challenges, in order of priority,
include weak social support for workers' rights
(with a frequency of 93 and a rate of 17.45
percent), the battle over the classification of
workers (with a frequency of 73 and a rate of
13.70 percent), weakening of social justice (with
a frequency of 48 and a rate of 9.01 percent),
weak regulation (with a frequency of 37 and a rate
of 6.94 %), capitalist system (with a frequency of
35 and a rate of 6.57%), and the tax problem in
digital work (with a frequency of 9 and a rate of
1.69%).

The next class that has been assigned the most
challenges after the government is the class of
platform workers with a frequency of 172 and a
rate of 32 %. Workers, as one of the three main
players in industrial relations, are struggling with
challenges that, according to the results of the
systematic review, in order of priority are job
difficulty (with a frequency of 46 and a rate of
8.63 percent), welfare and health problems (with
a frequency of 38 and 7.13 rate), extensive
control of the platform over workers (with a
frequency of 21 and a rate of 3.94 percent), a
decrease in the bargaining power of workers
(with a frequency of 21 and a rate of 3.94),
significant job challenge (with a frequency of 18
and a rate of 3.38), the challenge of career
uncertainty (with a frequency of 12 and a rate of
2.25), weak friendships (with a frequency of 9
and a rate of 1.69), emotional challenges (with a
frequency of 5 and a rate of 0.94%), a decrease in
professional satisfaction (with a frequency of 3
and a rate of 0.56), and the challenge of finding
the next clients (with a frequency of 2 and a rate
of 0.38%).

The third and last class, which has assigned
the final challenges of the platform's workforce
after the class of workers, is the class of
employers with a frequency of 63 cases and a rate
of 12 %. Employers, as one of the three main
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actors of industrial relations, cause challenges for
platform workers, which according to the results
of the systematic review, in order of priority, are
weak human resource systems (with a frequency
of 35 and a rate of 6.57%), high competition
among platforms (with a frequency of 10 and rate
of 1.88 percent), algorithmic ambiguity (with a
frequency of 8 and rate of 1.50 percent),
organizational role ambiguity (with a frequency
of 7 and rate of 1.31 percent), and corporate
governance (with a frequency of 3 and rate of
0.56 percent).

According to the triple classification of human
resources challenges of the platform in the form
of the industrial relations triangle in the present
study, it can be argued that labor relations will be
sustained when each of its components strives to
improve the whole system. Therefore, in the
triangle of industrial relations, the government
provides the infrastructure for the activities of the
platform workers by playing an active role in
recognizing and supporting the community of
platform workers and proper regulation in this
area. Thus, with the government's support, these
workers benefit from the privilege of creating
organizations and systematic efforts to restore
their rights and empower themselves. And in this
way, the employer side and the platforms' owners
will be able to invest in their valuable human
resources in the field of the platform economy in
a legal and transparent framework with a long-
term perspective and increase the productivity of
human resources in the platform field by using
appropriate human resource systems.
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