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A b s t r a c t 

 
This paper explores labour market issues from the perspectives of digitisation and gendered 

disadvantages experienced by women therein. From viewpoints underpinned within these concepts, 

the emergence of new forms of work as an outcome of rapid advancements in technology is 

accentuated. This is considering how the digitisation of the labour market is evident within the gig or 

sharing economy, and the new forms of work created, which negate traditional employment models. 

Shortfalls are underlined when considering the lack of universally formal, codified regulations in light 

of these trends, the potential for automation as outcomes of digitisation, and the existence of 

exploitative practices through some dishonest manifestations of this emerging labour market 

structure. Hence, the potential for improving the status and participation of women in the labour 

market is stressed. Whilst the need for more active roles for women within the architecture of this new 

model of work is fundamental. 
 

[K e y w o r d s]: Gender, Gig economy, Labour market, Technology, digitisation 

[to cite] Adebiyi, Isaac (2019). "Digitisation and women in the workforce: Exploring the impact of 

the gig economy on female ‘participation’ and ‘status’ in the labour market" Granite Journal: a 

Postgraduate Interdisciplinary Journal: Volume 3, Issue 2 pages 53-65 



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  53 

 

INTRODUCTION 

In recent years, highlighting significant issues in the workforce particularly in the context of 

gender equity and female participation in the labour market, are ongoing trends in the 

digitalisation, and automation of workplace activities brought about by technological advancement 

(Piasna & Drahokoupil, 2017). Of interest, is the influence these developments have on women in 

the workforce. With the legal concept of being an employee deeply rooted in the pre-internet era; 

the advent of the digital era has changed employment relationships, significantly leading to levels 

of legal uncertainty (Gabel & Mansfield, 2003; Todoli-Signes, 2017).  

However, limited attempts have been made to specifically accentuate the effect of the value 

attached to digitalisation in the workplace, the creation of new opportunities as a result of 

automation, and dependence on technology at work today, on gender (OECD, 2017; Dery & 

MacCormick, 2012).  

Resulting from a technological transformation of business organisations, new companies 

established on a ‘sharing or on-demand’ economy and focused on connecting individual service 

providers with customers have emerged (Todoli-Signes, 2017: 1). Thus, highlighting an ‘escape 

from employment law’, and leading to workers with ‘self-employed’ classifications and a business 

model called the ‘gig economy’ or offline crowd-work (Baylos Grau, 2000: 44; Brescia, 2016). 

This paper aims to explore the impact of digital technologies and the gig economy on, the 

participation of women at work, gender pay inequality, and career progression for women. This is 

particularly considering, the desire for a better work-life balance, the value placed on workplace 

flexibility, and the possibility of jobs accommodating the personal lives of women in work 

(Armour, 2005; Adebiyi, 2017). The rest of this paper will underline the importance of this study, 

whilst examining perspectives in the existing literature on the broad characteristics of the 

increasing digitisation of work and the gig economy, and how they impact labour market 

opportunities for women. 
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Rationale for the study  

In an examination of the title of this paper as to the perceived issues surrounding the impact of 

new forms of work on women in the workplace (OECD, 2017), key concepts and developments 

attached to these emerging trends will be explored. They include; the complexities of lower job 

quality, flexible working, the context of gender egalitarianism, and ever-changing gender norms 

(Charles & Grusky, 2004; Estevez-Abe, 2005; Goldin, 2014).  

In addition, this paper would also address the role played by case law precedents, ever-changing 

legislative provisions, and technological advancements, in supporting the participation of women 

at work; through digital labour platforms, and the expansion of self-employment outside a 

regulated employment relationship (Drahokoupil & Fabo, 2016). However, potential limitations 

associated with these developments would also be underlined in this research particularly in the 

context of gender perception, gender segregation (Piasna & Drahokoupil, 2017), and how they 

influence gender inequalities relating to women. 

Overview of digital technologies and the gig Economy  

In an assessment of the emerging trends in the world of work today, it is critical to identify 

contextual frameworks on the origins of, the gig or on-demand economy, described by Finkin 

(2016: 1) with modern information technology as the ‘midwife’. Therefore, the need to understand 

the direct changes made by the digitisation of workplace processes to; existing gendered 

occupational structures, categories, and forms of employment, may not be overlooked (Arntz et 

al., 2016; Autor, 2015; Rubery & Piasna, 2016; Rubery & Wilkinson, 1981).  

Encompassing critical aspects of human capital management and the law, the advancement of 

technology has become a central part of economic activities across the globe today. Often 

characterised by ‘invisibility’, intimate, early, and enduring interactions with digital technologies 

has created a generation of individuals within and beyond the workplace, with distinctively 

different qualifications, behaviours, attitudes, and expectations (Tapscott, 2008; Duffy & 

Schwartz, 2017). Therefore, leading to general outcomes of data management, creation, capture, 

and replication in digital forms, a culture of connectivity, and concepts of the ‘digital’ workplace, 
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‘digital’ employees, and ‘digital’ natives, in a period classed as the ‘digital’ age (Meister & 

Willyerd, 2010; Prensky, 2001: 1). 

General arguments exist for the value added by digital technologies to the world of work today 

particularly in terms of increased flexibility, the development of global business models, and the 

organisation of work. Considering the ever-increasing employment precariousness and the dangers 

related to the blurred boundary between work and non-work, the advancement of technology helps 

promote changes in work practices such as growing flexibility in the place and timing of work 

(Piasna & Drahokoupil, 2017).  For instance, the matching of clients with workers, to perform the 

smallest tasks in one-off transactions through digital labour platforms (Drahokoupil & Fabo, 

2016). This working arrangement due to its flexible nature also creates opportunities for achieving 

increased labour market participation for marginalised groups including women (OECD, 2017).   

Representing a central characteristic for the impact of digitisation and technological change is the 

creation of new opportunities at work particularly considering the resulting shifts in career 

patterns, timing and place of work, occupational structures, and employment relationships (Piasna 

& Drahokoupil, 2017). Of critical consideration for this article is the emergence of platform or on-

demand working in the ‘sharing’ or ‘gig’ economy.  

Although there is no universally agreed definition for the gig economy, Rauch & Schleicher 

(2015) and Barzilay & Ben-David (2017) characterise it as the segmentation of production, and 

disaggregation of consumption via online platforms. In practice, informal, fragmented, and loose, 

task forms of labour have been amplified around the world, particularly with micro-labour now 

largely evident on a macro-scale. Therefore, leading to academics claiming a paradigmatic shift in 

the way we work is being witnessed (Lobel, 2016).  

A position illustrated further by Todoli-Signes (2017), with the emergence of new forms of work 

predominantly carried out by employees, to an indefinite number of people in form of an open 

call; matching clients (demand) with workers (supply) (Howe, 2006). 
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Influence of digital technologies and the gig economy on women in 

the labour market  

The departure from the model of a year-round, full-time employment relationship remains an 

essential feature of the sharing economy and digitalisation; and is historically conducted by 

women (Fudge & Owens, 2006; Kessler-Harris, 2003). Furthermore, the substantial degree of 

inclusiveness, anonymity, and flexibility associated with digital and platform working 

demonstrates a link to gender-based benefits for those with gendered family responsibilities 

(Schoenbaum, 2016; Williams, 2000; Cahn, 2000). Consequently, with existent disadvantages in 

the workplace (women more likely to work part-time for lower pay), female employment may 

improve in the digital economy as they represent a more attractive source of labour (Piasna & 

Drahokoupil, 2017; Perrons & Plomien, 2013; Annesley & Gains, 2013). This position is 

confirmed by OECD (2017), as the digital economy enables women to combine caring 

responsibilities with paid work, and with automation replacing less-skilled jobs women also gain 

advantages as they outperform their male counterparts in education.  

However, the degree of impact is also mixed with arguments accentuating that the dishonest use of 

digital work arrangements, considering the structural employment transformation in Europe. Thus, 

indicating the benefits of flexible working may be offset by lower job quality, and lower pay 

(OECD, 2017). Firstly, this is demonstrated due to the connection between the inability to secure 

adequately paid employment and flexible working (Leschke & Jepsen, 2011). Secondly, when 

demands placed on employees are inconsistent with resources at the workers’ disposal, employee 

well-being and job quality suffers (OECD, 2014).  

In addition to flexibility, the sharing economy has been celebrated as a job creator and a liberating 

option for those unable to attain stable employment (Singer, 2014). Accordingly, female status and 

participation in the labour market is significantly improved by the gig economy due to potential 

anonymity associated with online working; which would offset barriers, bias, and discrimination 

still faced by women in the workforce today (Barzilay & Ben-David, 2017). Furthermore, the 

significant degree of flexibility associated with the sharing economy allows freedom for workers 

in setting their own work schedules (Carboni, 2016). A feature that is essentially beneficial in 
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labour market participation for working caregivers who remain predominantly women (Abrams, 

1989; Barzilay, 2016).  

A position underlined further with ‘gig’ or ‘sharing’ companies aiming to attract women on these 

precise principles, marketing themselves as empowering women by creating provisions for the 

flexibility they require in balancing gendered responsibilities, work, and family (Mattson, 2016). 

In terms of status, the benefits of digital working through the gig economy are also highlighted by 

the horizontal rather than hierarchical structure of online working (Barzilay & Ben-David, 2017). 

Accordingly, this promotes the opportunity for women to easily negotiate improved labour market 

status like equal or improved pay, and promotion. With the potential for anonymity preserved 

online in terms of gender blindness, the income generated by an online task and position to deliver 

the service, would not be affected by the gender of the worker (Rhode, 2014). 

Limitations exist in various aspects of the task content of jobs, discrimination, pay, and 

occupational structures associated with digitisation and platform working in the gig economy. 

With ever-growing digitalisation, the risk of online services being automated is in congruence with 

the task content of jobs (Arntz et al., 2016; Autor, 2015). Therefore, although no systematic 

international comparative evidence exists between gender and the potential for tasks being 

automated; ever-increasing competition for online taskers in current tasking work models, 

encourages lower bidding rates, pressure to lower one’s price, which may generate exploitative 

workplace practices (Schultz, 2009; Finkin, 2016; Stone, 2012).  

Accordingly, Keister & Lewandowski’s (2017) analysis highlights that the online expansion of 

automated tasks in the sharing economy portrays a distinct gendered group of workers performing 

routine work. Particularly, matching vulnerable job categories identified in high-income countries, 

service workers mainly include women with low education earning low wages (Acemoglou & 

Autor, 2011; Goos et al., 2014). In terms of occupational structures, discrimination and pay, 

working in the sharing economy requires significantly less investment in employees by employers, 

fewer opportunities for workers to establish relationships with employers; providing fewer 

benefits and a dearth of protection against discrimination compared to long-term, full-time 

employment models (Schultz, 2009). A position confirmed by Garrie (2012) as although 
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organisations can block and monitor digital employee communications to track productivity and 

protect trade secrets; sexual harassment and discrimination conducts at work is increasing through 

digital channels of communication (Garrity v John Hancock, 2002).  

In addressing these limitations, previous studies underline the importance of emphasis on 

inclusion with external organisations, the balance in bargaining power, and a focus on regulations, 

aligned with digitalisation and the gig economy. Inclusion beyond a set of direct instructions but 

with an external organisation helps improve task regulation, business practices, and inter-

dependence between employers and workers (Rodriguez-Pinero, 1992; Montoya Meglar, 1998). In 

this regard, the unbalanced bargaining power between workers and employers in the gig economy 

is also addressed particularly through legislative provisions that support the economically weaker 

party (the worker). Therefore, creating little or no differences in terms of the correlation between a 

gig economy worker and the legal concept of an employee (Rodriguez-Pinero, 1999, Davidov, 

2002; Davidov, 2005; Davidov, 2016). Thus, in relation to gender, the sustainability of juggling 

work and family, improved work performance and remuneration for an on-call female worker in 

the sharing economy become achievable.  

Conclusion  

This paper provides an insight into the interaction between digitisation, evident through new forms 

of work within a sharing economy and how this impacts on labour market activities for women 

(Barzilay & Ben-David, 2017; Piasna & Drahokoupil, 2017). Consequently, highlighting benefits 

reflected through flexible working and the reduction of bias, and shortfalls through exploitative 

work practices and job automation as an outcome of digitisation (OECD, 2017; Autor, 2015; 

Leschke & Jepsen, 2011). Therefore, in alleviating the gendered disadvantages in the labour 

market, the significance of work platforms in the gig economy should be accentuated. In 

addressing limitations, a broader societal approach must be embraced. Similarly, encouraging 

women to take active roles in designing these platforms, with subjectivity essential to a reflection 

of experiences and outcomes that will be beneficial to women within this employment context, 

and as a result, the labour market generally.   



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  59 

 

R E F E R E N C E S  

Abrams, K. (1989). Gender discrimination and the transformation of workplace norms. Vand. 

L. Rev., 42, p. 1183. 

Acemoglu D and Autor D (2011) Skills, Tasks and Technologies: Implications for 

Employment and Earnings. In: Ashenfelter DC and O (ed.), Handbook of Labor 

Economics, Elsevier, pp. 1043–1171. 

Acker J. (1990). Hierarchies, jobs, bodies: a theory of gendered organizations: Gender. 

Society 4 139–158.  

Adcock, R. and Collier, D. (2001). Measurement validity: A shared standard for qualitative 

and quantitative research. American Political Science Review, 95: 529–545.  

Adebiyi, I. (2017) Women in Leadership: Exploring the Impact of Generational Perspectives 

and Workplace Processes. MSc Dissertation the University of Hull. 

Almeida, Fernando & Faria, Daniel & Queirós, André. (2017). Strengths and Limitations of 

Qualitative and Quantitative Research Methods. European Journal of Education Studies. 

3. 369-387. 

Annesley, C., & Gains, F. (2013). Investigating the economic determinants of the UK gender 

equality policy agenda: The British Journal of Politics & International Relations, 15, 

125–146. 

Armour, S., (2005). Generation Y: They’ve arrived at work with a new attitude. USA Today. 

Arntz M, Gregory T & Zierahn U (2016) The Risk of Automation for Jobs in OECD 

Countries. OECD Social, Employment and Migration Working Papers. 

Autor DH (2015) Why Are There Still So Many Jobs? The History and Future of Workplace 

Automation. Journal of Economic Perspectives 29(3): 3–30.  

Autor DH, Levy F and Murnane RJ (2003) The Skill Content of Recent Technological 

Change: An Empirical Exploration. The Quarterly Journal of Economics 118(4): 1279–



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  60 

 

1333. 

Barzilay, A.R. and Ben-David, A., (2016). Platform Inequality: Gender in the Gig-Economy. 

Seton Hall L. Rev., 47, p 393.  

Barzilay, A.R., (2016). Parenting Title VII: Rethinking the History of the Sex Discrimination 

Prohibition. Yale JL & Feminism, 28, p.55. 

Baylos Grau, A. (2000). The "flight" of labor law. Delaborization trends and limits”. Alarcón 

Caracuel, MR and Mirón Hernández, MM (coords.), The work before the turn of the 

century: a multidisciplinary treatment (labor, fiscal, criminal and procedural aspects) . 

Benkler, Y., (2006). The wealth of networks: How social production transforms markets and 

freedom. Yale University Press. 

Brescia R (2016) Regulating the sharing economy: New and old insights into an oversight 

regime for the peer-to-peer economy. Nebraska Law Review 95: 88–144. 

Cagle, S. (2015). Quantifying crisis from a position of comfort: Why the current state of labor 

economics is a bummer. Patreon. Retrieved from 

https://www.patreon.com/posts/quantifying-from3540968 

Cahn, N., (2000). The Power of Caretaking. Yale JL & Feminism, 12, P. 177. 

Cappelli P, Bassi L, Katz H, et al. (1997) Change at work. New York: Oxford University 

Press US. 

Carboni, M., (2016). A new class of worker for the sharing economy. Richmond Journal of 

Law & Technology, 22(4), p.11. 

Charles M and Grusky DB (2004) Occupational Ghettos: The Worldwide Segregation of 

Women and Men. Stanford: Stanford University Press. 

Cherry, M.A., (2010). A taxonomy of virtual work. Ga. L. Rev., 45, p.951. 

Davidov G (2002) The three axes of employment relationships: A characterization of workers 



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  61 

 

in need of protection. The University of Toronto Law Journal 52: 357–418. 

Davidov G (2005) Who is a worker? Industrial Law Journal 34(1): 57–71. 

Davidov G (2016) A Purposive Approach to Labour Law. Oxford: Oxford Monographs on 

Labour Law. 

Dery, K. & MacCormick, J. (2012). Managing Mobile Technology: The Shift from Mobility 

to Connectivity. MIS Quarterly Executive, 11(4). 

Drahokoupil J and Fabo B (2016) The platform economy and the disruption of the 

employment relationship. Policy Brief, Brussels: European Trade Union Institute. 

Duffy, B.E. and Schwartz, B., (2017). Digital ‘’women’s work?’’: Job recruitment ads and 

the feminization of social media employment. New Media & Society, 

p.1461444817738237. 

Estévez-Abe M (2005) Gender Bias in Skills and Social Policies: The Varieties of Capitalism 

Perspective on Sex Segregation. Social Politics 12(2): 180–215. 

Finkin, M., (2016). Beclouded work in historical perspective. 

Fudge, J. and Owens, R., eds., (2006). Precarious work, women, and the new economy: The 

challenge to legal norms. Bloomsbury Publishing. 

Fuegen K., Biernat M., Haines E., Deaux K. (2004). Mothers and fathers in the workplace: 

How gender and parental status influence judgements of job-related 

competence: Journal of Social Issues 60(4). 

Gabel J and Mansfield N (2003) The information and its Impact on the employment 

relationship: an analysis of the cyberspace workplace. American Business Law Journal 

40(2): 301–353. 

Garrie, D.B., (2011). Sexual harassment: Limiting the affirmative defense in the digital 

workplace. AGORA Int’l J. Jurid. Sci., p.ccxvci. 



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  62 

 

Garrity v John Hancock Mut. Life Ins. Co., 2002 U.S. Dist. L.E.X.I.S. 8343, 2002 W.L. 

974676 (2002). 

Goldin, C., (2014). A grand gender convergence: Its last chapter. American Economic 

Review, 10(4), pp.1091-1119. 

Goos M, Manning A and Salomons A (2014) Explaining Job Polarization: Routine-Biased 

Technological Change and Offshoring. American Economic Review 104(8): 2509–26. 

Hall, J.V. and Krueger, A.B., (2015). An analysis of the labor market for Uber’s driver-

partners in the United States. ILR Review, p.0019793917717222. 

Harris, A.P., (2009). Theorizing class, gender and the law: Three approaches. Law and 

Contemporary Problems, 72(4), pp. 37-56. 

Howe J (2006) The rise of Crowdsourcing. Wired, 1 June. Available at: 

https://www.wired.com/2006/06/ crowds/ (Accessed 23rd February 2018). 

Keister R and Lewandowski P (2017) A routine transition in the digital era? The rise of 

routine work in Central and Eastern Europe. Transfer: European Review of Labour and 

Research 23(3). 

Kessler-Harris, A., (2003). Out to work: A history of wage-earning women in the United 

States. Oxford University Press. 

Leschke J and Jepsen M (2011) The economic crisis–challenge or opportunity for gender 

equality in social policy outcomes. Working Paper, Brussels: ETUI. 

Lobel, O., (2017). The Gig Economy & The Future of Employment and Labor Law. USFL 

Rev., 51, p.51. 

Mattson, B., (2016). ‘’This International Women’s Day, Women Take the Wheel’’. UBER 

NEWSROOM (Mar. 7, 2016), https://newsroom.uber.com/driven-women. 

Meister, J.C., Willyerd, K. and Foss, E., (2010). The 2020 workplace: How innovative 

companies attract, develop, and keep tomorrow’s today (p.5). New York, NY: Harper 



Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  63 

 

Business. 

Melgar, A. M. (1998). On dependent work as a delimited category of Labor Law. Civitas 

Spanish journal of labor law, (91), 709-723. 

O’Connor v Uber Technologies, Inc., 82 F. Supp.3d 1133 (N.D. Cal. 2015). 

OECD (2014), ‘’How Good is your Job? Measuring and Assessing Job Quality’’, in OECD 

Employment Outlook 2014, OECD Publishing, Paris. 

OECD (2017), ‘’Going Digital: The Future of Work for Women’’. 

https://www.oecd.org/employment/Going-Digital-the-Future-of-Work-for-Women.pdf  

Perrons, D., and A. Plomien, (2013), ‘Gender, Inequality and the Crisis: Towards more 

sustainable development’, in Women and Austerity. The Economic Crisis and the Future 

for Gender Equality, ed. M. Karamessini, and J. Rubery, (Abingdon: Routledge). 

Piasna, A. and Drahokoupil, J., (2017). Gender inequalities in the new world of work. 

Transfer: European Review of Labour and Research, 23(3), pp.313-332. 

Powell, A., Piccoli, G. and Ives, B. (2004), “Virtual teams: a review of current literature and 

directions for future research”, ACM Sigmis Database, Vol. 35 No. 1, pp. 6-36. 

Prensky, M., (2001). Digital natives, digital immigrants part 1. On the horizon, 9(5), pp. 1-6. 

Rauch, D.E. & Schleicher, D., (2015). Like uber, but for local government law: The future of 

local regulation of the sharing economy. Ohio St. LJ, 76, p.901.  

Rhode, D.L., (2014). What women want: an agenda for the women’s movement Oxford 

University Press, USA. 

Rodrı´guez San˜udo F (1999) The integration of teleworking in the field of labor relations. In: 

Rodrı´guez San˜udo F VVAA Subordinate work and self-employed work in the 

delimitation of frontiers of labor law: studies in homage to Professor Jose´ Cabrera 

Baza´n. Madrid: Tecnos, pp. 103-122. 

https://www.oecd.org/employment/Going-Digital-the-Future-of-Work-for-Women.pdf
https://www.oecd.org/employment/Going-Digital-the-Future-of-Work-for-Women.pdf


Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  64 

 

Rodrı´guez-Pin˜ero M (1992) The flight of Labor Law. Labor Relations 12: 5–25. 

Rogers, B. (2015) Employment as a Legal Concept. Legal Studies Research Papers Series. 

Philadelphia: Temple University. 

Rubery J (2007) Developing segmentation theory: a thirty-year perspective. Économies et 

Sociétés 28(6): 941–964. 

Rubery, J & Wilkinson, F., (1981). Outwork and segmented labour markets (pp. 115-132). 

London: Academic Press. 

Rubery, J. and Piasna, A., (2016) Labour market segmentation and the EU reform agenda: 

developing alternatives to the mainstream. Working Paper, Brussels: ETUI. 

Sachs B (2015a) Uber and lyft: customer reviews and the right-to-control. On labor. 

https://onlabor.org/uber-and-lyft-customer-reviews-and-the-right-to-control/ 

Sachs B (2015b) A new category of worker for the on-demand economy? On labor. 

https://onlabor.org/a-new-category-of-worker-for-the-on-demand-economy/ 

Sandelowski, M. (1996). One is the liveliest number: The case orientation of qualitative 

research. Research in Nursing & Health, 19(6), 525-529. 

Schoenbaum, N., (2016). Gender and the Sharing Economy. Fordham Urb. LJ, 43, p. 1023. 

Schultz, V., (2009). Feminism and workplace flexibility. Conn. L. Rev., 42, p. 1203. 

Singer, N. (2014). In the sharing economy, workers find both freedom and uncertainty. The 

New York Times. Retrieved from http://www.nytimes.com/2014/08/17/technology/in-

thesharing-economy-workers-find-both-freedom-and-uncertainty.html?_r=0 

Stone, B., (2012). My life as a TaskRabbit. Bloomberg Businessweek, 13.  

Stone, K.V., (2004). From widgets to digits: Employment regulation for the changing 

workplace. Cambridge University Press. 

Strohmeier, D.E.P.A.P.S., (2014). HRM in the digital age- digital changes and challenges of 

https://onlabor.org/uber-and-lyft-customer-reviews-and-the-right-to-control/
https://onlabor.org/uber-and-lyft-customer-reviews-and-the-right-to-control/
https://onlabor.org/a-new-category-of-worker-for-the-on-demand-economy/
https://onlabor.org/a-new-category-of-worker-for-the-on-demand-economy/


Granite Journal 

Granite Journal 

Volume 3, Issue no 2: (53-65) 

ISSN 2059-3791  

© Adebiyi, November, 2019  65 

 

the HR profession. Employee Relations, 36(4). 

Tapscott, D., (2008). Grown up Digital: How the Net Generation is Changing Your World 

HC, McGraw-Hill, New York, NY. 

Todoli-Signes, A., (2017). The ‘gig economy’: employee, self-employed or the need for a 

special employment regulation? Transfer: European Review of Labour and Research, 

23(2), pp. 193-205. 

Tracy, S. J. (2013). Qualitative research methods. Collecting evidence, crafting analysis, 

communicating impact. UK: Wiley-Blackwell. 

Valenduc, G. and Vendramin, P., (2017). Digitalisation, between disruption and 

evolution. Transfer: European Review of Labour and Research, 23(2), pp.121-134. 

Vosko LF, MacDonald M and Campbell I (2009) Introduction: Gender and the concept of 

precarious employment. In: Vosko LF, MacDonald M, and Campbell I (eds), Gender 

and the Contours of Precarious Employment, London: Routledge, pp. 1–25. 

Williams, J., (2000). Unbending gender: Why work and family conflict and what to do about 

it. 

 

 

 

  


