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Abstract

:

In the dynamic context of the global gig economy and Saudi Arabia’s Vision 2030, this study offers a novel examination of the impact of HR practices on gig workers’ job satisfaction and career sustainability in Saudi Arabia. Setting itself apart from prior research, it explores the uncharted interplay between HR practices and career longevity in the Saudi gig economy. Utilizing data from 344 gig workers, the study uncovers the intermediary role of job satisfaction in connecting HR practices to career sustainability, a dimension scarcely investigated before. It further assesses the often-assumed significant effects of demographic factors such as age and gender, revealing an unexpected, non-significant moderating impact. This research finds a strong positive correlation between effective HR practices, job satisfaction, and career endurance, highlighting the transformative power of HR strategies in the Saudi gig sector. These findings are vital for policymakers and practitioners focusing on Vision 2030 goals, underscoring the need for sophisticated HR strategies tailored to the unique Saudi gig environment. By bridging a critical knowledge gap and offering actionable insights, this study contributes significantly to the academic discourse on HR dynamics in gig economies and provides a foundation for future HR policy developments.
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1. Introduction


Over the past decade, the emergence of gig work has profoundly reshaped the global employment landscape. For instance, US freelancers generated over USD 1.2 trillion in 2020 alone [1]. This trend is not exclusive to industrialized nations. In India, the gig economy accounts for over 30% of its non-agricultural labor force, contributing 1.25% to its GDP [2]. Similarly, the gig economy in Saudi Arabia, with platforms like Haraj and Mrsool that are gaining prominence, is projected to reach a valuation of around USD 2.7 trillion by 2025 [3]. These platforms, ranging from e-commerce marketplaces to ride-sharing services, exemplify gig labor’s focus on individual tasks and flexible structure [4]. Gig labor, characterized by its focus on individual tasks and flexible structure, has individuals engaging in discrete activities for businesses not as permanent employees but via explicit contractual agreements [5,6]. The move away from conventional jobs symbolizes a significant shift, with regions having unique socio-cultural norms, like Saudi Arabia, experiencing this transition intensely.



Gandini [7] provides critical insights into the unique dynamics of digital platforms in the gig economy. The utilization of labor process theory (LPT) provides insight into the manner in which these platforms convert labor power into a commodity, namely by means of the facilitation of worker supply and the fulfillment of customer demand for gigs [8]. According to Gandini [7], digital platforms fulfill two distinct functions in the gig economy: acting as market intermediaries and assuming the position of “shadow employers”. This dual role has a profound influence on the characteristics of labor within this sector. This particular viewpoint plays a vital role in comprehending the functioning of gig labor within the distinctive socio-cultural and economic context of Saudi Arabia, hence matching with the objectives of the nation’s Vision 2030 initiative.



Gig labor in Saudi Arabia is consistent with the nation’s Vision 2030 objectives. This strategic vision prioritizes equal opportunities for everyone, revamps the education system to match market needs, and acknowledges the pivotal role of small- and medium-sized enterprises (SMEs) in driving economic growth [9,10,11]. Gig labor promotes economic diversification, broadens job opportunities, and encourages creativity and entrepreneurship, aligning with Vision 2030’s core objectives.



While the gig economy shows potential in specific sectors in Saudi Arabia, such as healthcare and entrepreneurship [12,13,14], a holistic understanding is still evolving. The existing literature offers a mixed view, praising gig labor’s independence but also highlighting challenges, including job security and mental well-being concerns [15,16,17,18]. Notably, there’s a bias in studies, often concentrating on digital or traditional aspects of gig employment. A complete analysis requires integrating both elements, especially within Saudi Arabia’s unique environment.



Satisfaction among gig workers is critical for several reasons. Firstly, satisfied workers are more likely to remain engaged and committed, contributing positively to the platform’s overall performance and reputation [19]. Secondly, worker satisfaction can directly impact career sustainability, as gig workers who feel valued and supported are more likely to continue in their roles [20]. Finally, understanding and enhancing gig worker satisfaction aligns with broader economic and social goals [21], particularly within the evolving context of Saudi Arabia’s gig economy.



This study aims to unpack the intricate relationship between HR practices on gig platforms and the sustainability of gig-careers in Saudi Arabia’s evolving economy. Based on four assumptions, the first hypothesis sought to ascertain how much platform HR practices affect gig career sustainability. The study also explored the link between HR practices and worker job satisfaction and whether job satisfaction acts as a mediator between HR practices and career sustainability. Moreover, the research probed the intricate effects of demographics, such as age, gender, education, and job type, on the interplay between HR practices and career longevity. By capturing the varied experiences of Saudi Arabia’s gig workers, the study aims to offer insights to shape future HR strategies and policies.



Our research aims to fill specific gaps in this domain. For instance, Chin et al. [22] emphasized the importance of social networks for professional success, but our study suggests that HR practices have a more immediate influence on career sustainability in the Saudi context. We also diverge from Williams et al. [23], who highlighted autonomy and flexibility in the UK gig economy by focusing on the direct correlation between organizational support and work satisfaction in Saudi Arabia. This resonates more with findings from China by Wu and Zhou [24]. In exploring job satisfaction as a mediator, our study aligns with Liu et al. [25] but adds complexity by examining its role in the unique socio-cultural landscape of Saudi Arabia, which may differ from global trends. Our research also challenges common assumptions about the moderating effects of age, gender, educational level, and job type on HR practices and career sustainability, providing a perspective tailored to the developing gig economy, as suggested by Frenken et al. [26].



To guide our readers, we begin with a robust literature review, followed by an in-depth account of our methodology. Subsequent sections present our findings, delve into comprehensive discussions, and probe our study’s ramifications. We then address the limitations and propose directions for future research. In summary, we encapsulate our contributions and their implications within the framework of Saudi Arabia’s gig economy. Our research, through this structure, strives to offer profound insights, challenge prevalent beliefs, and set the stage for future gig economy studies.




2. Literature Review and Hypothesis


2.1. Gig Works


The term “gig work” has gained significant attention in recent years, referring to a form of employment characterized by flexibility and a task-oriented nature [5,6]. It revolves around the completion of discrete “gigs” or individual tasks, with all aspects of the work contracts defined by the specific task, including its duration, mode of delivery, and compensation [16,27]. In the Saudi Arabian context, gig work enables individuals to work independently on specific gigs or tasks offered by organizations without formal employment mechanisms but relying on contractual agreements [13,14,28]. Cropanzano et al. [29] highlight how gig work alters the traditional psychological contract, affecting job security and necessitating adaptations such as job crafting and identity management. Gig workers experience diverse responses to their employment status influenced by whether gig work is their primary or supplementary income source [27].



Gig workers, therefore, do not hold the legal status of “regular” employees within a specific organization, nor do they identify as insider members of such organizations [16,26,29]. This emerging psychological contract between gig workers and organizations demands a reevaluation of traditional HR practices, as noted by Davidson et al. [30], who emphasize the role of gig workers as frontline service providers impacting customer satisfaction.



The literature has increasingly explored the potential of gig work in specific sectors in Saudi Arabia, particularly healthcare and entrepreneurship. Scholars such as AL-Dossary [28] and Alanzi [13] have emphasized the gig economy’s potential within the healthcare sector, highlighting its ability to address challenges faced by the nursing workforce and facilitate the outsourcing of various online activities. Alanzi [14] further expands on the gig infrastructure, categorizing it into three areas of service: gig workers, clients, and intermediaries. In terms of entrepreneurship, Al-Mamary [31] asserts that gig work, as a significant aspect of entrepreneurship, plays a pivotal role in shaping a country’s economic landscape. This perspective aligns with Saudi Arabia’s 2030 Vision, which aims to provide opportunities for all, establish an education system that meets labor market demands [9,10], and increase the contribution of small- and medium-sized enterprises (SMEs) to the national economy [11,32].



While gig work is often praised for its flexibility and independence, it is important to acknowledge that the literature also highlights significant challenges faced by gig workers. These challenges include viability concerns, organizational issues, identity-related complexities, relational dynamics, emotional strain, and uncertainty surrounding career progression [15,16,17,18,29]. Davidson et al. [30] and Cropanzano et al. [29] provide further insights into these challenges, emphasizing the role of psychological contracts, worker adaptations, and the impact on organizational job design and commitment in the gig economy. Additionally, studies have pointed out problems such as overqualification and inadequate working hours [27,33]. These challenges underscore the necessity for further research and policy development to ensure that the growth of the gig economy in Saudi Arabia is accompanied by appropriate support and protections for gig workers.




2.2. Theoretical Frameworks and Models


The examination of theoretical frameworks and models pertaining to the achievement of professional goals and long-term viability, specifically within the realm of gig workers, uncovers highly intricate and diverse terrain. The existing body of literature offers a diverse array of theories, approaches, and discoveries that enhance our comprehension of this subject matter.



The studies conducted by Chin et al. [22] and Li et al. [34] examine the intricacies of career success. Chin et al. [22] primarily investigate the significance of social capital, while Li et al. [34] specifically explore the impact of organizational support. Chin et al. [22] underscore the significance of social networks and interpersonal connections in the context of achieving professional success. In contrast, Li et al. [34] draw attention to the pivotal function of organizational support in influencing career outcomes. Rajendran et al. [35] provide additional support for these ideas by examining the psychological determinants that impact one’s job success, with a particular focus on the significance of self-efficacy and motivation. The confluence of these investigations highlights the intricate and diverse character of professional achievement, wherein social, organizational, and psychological elements interact. Nevertheless, the implementation of these theoretical frameworks in the context of gig workers poses distinct and specific obstacles. The influence of the gig economy on career success was examined by Spurk et al. [36] and Felix et al. [37], who emphasize the absence of conventional organizational support and the significance of individual agency.



The existing body of research pertaining to sustainability models encompasses a wide array of views. Raitano and Subioli [38] investigate the significance of lifelong learning in maintaining career sustainability, with a particular focus on the ongoing enhancement of skills. The study conducted by Lo Presti et al. [39] places emphasis on the significance of achieving a work–life balance, while the research conducted by Herrmann et al. [40] delves into the topic of environmental sustainability in relation to various career paths. These works collectively underscore the diverse and intricate aspects of sustainability, which include personal, professional, and environmental elements. Martini et al. [41] examine the utilization of these models in the context of gig workers, shedding light on the precariousness inherent in gig labor and the resultant obstacles to long-term career viability. The viewpoint presented is also supported by the research conducted by Banerjee et al. [42], wherein they investigate the negative impact on wages experienced by temporary employees with advanced education. This study challenges the prevailing belief that temporary employment is advantageous for those with high skill levels. These findings offer a significant perspective that challenges the existing body of knowledge on sustainability, highlighting the distinct obstacles encountered by those engaged in gig jobs.



The existing body of literature pertaining to theoretical frameworks and models concerning professional success and sustainability is characterized by its extensive and intricate nature. The conventional models place significant emphasis on the significance of social capital, organizational support, and psychological factors in determining career success. However, the distinct characteristics of the gig economy present a challenge to these frameworks, as they underscore the crucial role of individual agencies and the absence of conventional support structures [22,34,36,37]. Similarly, the sustainability literature emphasizes lifelong learning, work–life balance, and environmental considerations, but the precarious nature of gig work presents unique challenges to these models [38,39,40,41,42]. The distinct characteristics of gig work need a reassessment and adjustment of existing frameworks, emphasizing the importance of additional research to construct comprehensive models that effectively capture the intricacies of the contemporary work environment. The presence of both agreement and disagreement across sources contributes to the enhancement of our comprehension while also indicating areas of deficiency and potential avenues for further investigation, particularly in relation to the career prospects of gig workers.




2.3. Gig Work and HRM Practices in Saudi Arabia


The gig economy has been gaining traction globally, and Saudi Arabia is no exception. However, despite the burgeoning significance of this economic model, there is a conspicuous scarcity of research on the gig economy within the Saudi context. Alamoudi et al. [43] offer a comprehensive overview of the gig economy in Saudi Arabia, underscoring its potential benefits, such as increased flexibility and autonomy for workers. Nevertheless, they also delineate the challenges associated with gig work, such as job insecurity and the absence of benefits typically associated with traditional employment. This perspective is mirrored by AL-Dossary [12], who, in a study on the feasibility of applying the gig economy framework in the nursing profession, posited that the potential benefits of flexibility and independence may outweigh the drawbacks of inconsistent incomes and a lack of benefits for many nursing professionals. Intriguingly, AL-Dossary [28] also discovered that the gig economy could bolster the increase of the female workforce in the nursing profession, aligning with the objectives of Vision 2030 and Saudization. This finding is particularly salient given the cultural and societal context of Saudi Arabia, where augmenting female participation in the workforce is a key objective.



Alshahrani [44] provides a unique perspective on the effects of the COVID-19 pandemic on workplace dynamics in Saudi Arabia, with a particular focus on the shift towards more flexible work arrangements. The study found that the pandemic-induced shift to remote work had a significant impact on employees, including changes in workload, blurred boundaries between work and personal life, and the socioeconomic divide. Despite these challenges, many interviewees felt that the flexible work arrangements brought positive changes to their lives, with some even reporting increased productivity and efficiency while working remotely.



Alanzi [13,14] explored the potential of integrating the gig economy into the Saudi Arabian healthcare system. They identify several prospects associated with the use of the gig economy in the healthcare system, such as regional development, the availability of high-demand and specialized skill sets, improved access to healthcare services, and effective healthcare service management. However, both studies underscore the need for further research in this area, particularly in designing and developing policy regulations for gig economy adoption in healthcare.



Alqudah [45] and Al Kuwaiti et al. [46] further emphasize the role of the gig economy in healthcare, allowing doctors and nurses from various regions to collaborate with hospitals that require medical professionals on a short-term, freelance basis. This approach expands operations into the world of telemedicine and virtual doctor visits, suggesting a potential direction for the future of healthcare in Saudi Arabia.



However, a common gap identified across all the studies is the lack of specific details on the HRM practices used in the gig economy. None of the studies explores the effects of these practices on gig workers in terms of job satisfaction, job security, work–life balance, earning potential, or other relevant outcomes. This represents a significant gap in the literature that future research could address.




2.4. Career Sustainability


The intricate dialogue surrounding career sustainability has been robustly addressed within the literature, extending across multiple employment paradigms from conventional careers to the burgeoning gig economy [47,48]. The diversity of perspectives yields a complex yet enlightening portrayal of career sustainability, underscoring the multifaceted nature of these constructs and the dynamic interplay of various determinants, such as individual traits, societal contexts, job satisfaction, skill acquisition, and work–life balance [49,50,51,52,53]. These themes, while complex, paint a rich picture of the challenges and opportunities associated with contemporary careers.



Substantial discourse has revolved around the exploration of career success through the lens of individual attributes and dispositions [54,55,56,57]. Mello et al. [56], for example, proffered an individual-centric model, positing career success as largely contingent upon elements of personality, skills, and personal values. This perspective was substantiated by Benson et al. [57], who underscored the pivotal role of self-efficacy and proactive personality in the manifestation of career success. However, this individualistic view has been contested by researchers like Choi and Kim [58], who advocate for the crucial inclusion of social contexts, including mentorship, in the examination of career success.



In tandem with these analyses, the concept of “career sustainability” emerged as a vital aspect of long-term career success. Career sustainability, as defined by Rigotti et al. [59], is the ability to uphold a satisfactory career longitudinally, emphasizing the dynamic and temporal dimensions of career success. This conceptualization is further advanced by Briscoe et al.’s [60] development of the Dual Aspect Importance and Achievement Career Success Scale (DAIA-CSS), which evaluates subjective career success across a spectrum of seven dimensions. Extensions to this discourse, such as the introduction of resourcefulness by Chin et al. [22] as a component of a sustainable career and De Vos et al.’s [61] proposition of health, happiness, and productivity as integral indicators of a sustainable career, underscore the significance of individual adaptability and a holistic approach in the sustainment of a career.



In stark contrast to conventional career models, the gig economy offers distinct elements that enrich the discourse on career sustainability [47]. Research efforts by Wang and Gao [62], Gori and Topino [63], and Zaman et al. [64] illuminate the central role of job satisfaction, skill development, and work–life balance in determining gig workers’ career trajectories. However, these potential advantages of gig work are juxtaposed with the precariousness of job insecurity, the dissolution of work–life boundaries, and the consequent stress-related outcomes [64,65]. Felix et al. [37] and Chin et al. [22] further complexify this landscape by spotlighting the interplay between gig workers’ preferences for autonomy or security and its ensuing impact on their well-being and career outcomes.



The overarching synthesis of the literature unravels the dynamic and multifaceted conception of career sustainability, with individual and contextual factors wielding significant influence. While there is an academic consensus on the cardinality of these factors, the literature also illuminates notable points of contention, specifically concerning the relative weighting of individual versus contextual determinants and the efficacy of quantitative versus qualitative assessments [66]. This complexity is further compounded by exogenous factors such as the economic climate, the COVID-19 pandemic, and the unique challenges introduced by gig work [16,36,67].



Hypothesis 1.

For Saudi gig workers, platforms’ HR practices contribute to their career sustainability.





Hypothesis 2.

Platforms’ HRM practices will relate to job satisfaction.






2.5. Mediator: Job Satisfaction


The evolution of the gig economy, typified by its transient, often technology-mediated employment contracts, has necessitated a rigorous examination of the pivotal role of job satisfaction as a mediator in comprehending the lived experiences of gig workers. The study conducted by Liu et al. [25] emphasized the importance of perceived organizational support and its direct relationship with job satisfaction among those working in the gig economy. This viewpoint aligns with the research conducted by Mousa and Chaouali [68], which explores the role of job satisfaction as an intermediate factor in the relationship between perceived support and turnover intentions. Nevertheless, there is a subtle divergence that arises when examining their works. Liu et al. [25] extensively discussed the direct connection, but Mousa and Chaouali [68] delved into the complexities, suggesting that job satisfaction might potentially operate as a mitigating element in reducing high turnover rates within the gig economy.



The significance of HR paradigms in influencing work satisfaction was emphasized by both Wiener et al. [69] and Pereira et al. [70]. The study conducted by Wiener et al. [69] focused on examining the effectiveness of HR initiatives in enhancing work satisfaction and reducing turnover tendencies. This perspective is consistent with the findings of Myhill et al. [71], who emphasized the crucial importance of strong HR frameworks in fostering job satisfaction among gig workers. On the other hand, Bunjak et al. [72] presented an alternative viewpoint, arguing that although HR tactics have a significant role, personal factors such as resilience and flexibility are of utmost importance in influencing the trajectory of work satisfaction in the gig economy.



The recurring themes in academic conversations revolve around the instrumental roles of leadership and organizational culture in molding the lives of gig workers [21,29,64]. Thomas and Baddipudi [21] provided a comprehensive analysis of the intricate relationship between leadership, corporate culture, and work happiness, with a specific focus on the rapidly expanding gig economy in India. The conceptual framework presented in Thomas and Baddipudi’s [21] study is supported by the findings of Cropanzano et al. [29], who highlighted the significant impact of leadership on enhancing job satisfaction and loyalty among gig workers. However, Zaman et al. [64] presented a unique perspective by combining self-determination theory and job features to explain the sense of happiness linked to gig labor. They suggested that both internal and external motivating factors play mediating roles.



The study conducted by Seema et al. [73] examined the commonality of freelance work in the IT industry, with a particular emphasis on the role of organizational allegiance in the relationship between work satisfaction and freelance work tendencies. This viewpoint provides a detailed examination of the complex difficulties and potential opportunities associated with gig employment within distinct sectors.



In amalgamating the extant literature, it becomes palpable that while there exists a scholarly consensus on the centrality of job satisfaction and perceived support as mediators in the gig economy, the determinants shaping these mediators exhibit heterogeneity. The interplay of HR paradigms, leadership modalities, organizational ethos, and individualistic factors collectively sculpts the experiences of gig workers. Nevertheless, given the intended application of this literature review for a study situated in Saudi Arabia, it becomes imperative to cognize and integrate the region-specific cultural, socio-economic, and contextual nuances when extrapolating these findings.



Hypothesis 3.

Among Saudi gig workers, job satisfaction mediates the relationship between platforms’ HR practices and career sustainability.






2.6. Moderators: Demographics Factors


The experiences of gig workers are significantly influenced by demographic characteristics, which include age, gender, nationality, and educational achievement [25,30,69,74]. The study conducted by Liu et al. [25] emphasized the importance of age and gender in influencing job satisfaction and organizational commitment among individuals in the gig industry. Wiener et al. [69] proposed that younger gig workers may exhibit more adaptation to the fluctuations inherent in the gig economy, in contrast to their older counterparts, who may place a higher emphasis on professional stability. Nevertheless, Veldsman and van der Merwe [74] presented an alternative perspective, arguing that internal motivating factors may outweigh demographic determinants in the determination of work satisfaction. The debate is enhanced by the contribution of Davidson et al. [30], who proposed that in a culturally varied context such as Saudi Arabia, nationality plays a significant role as a moderator due to the presence of cultural and regulatory differences.



The categorization of gig employment, which may be divided into digital platforms (such as online platforms) and physical domains (such as ride-sharing services), plays a crucial role as a moderator [75,76,77,78,79]. Agarwal et al. [75] delineated this division, highlighting the unique difficulties and prospects associated with each. According to Philip and Davis [76], there is a notable difference in job satisfaction and stress levels among digital gig workers, particularly those who demonstrate strong work volition on platforms like Amazon Mechanical Turk (MTurk), as compared to their counterparts in the physical gig sector. Manelkar et al. [77] provide more insight into this perspective, emphasizing the distinctive difficulties inherent in digital gig employment, including the lack of physical interactions. In contrast, Sharma and Bray et al. [78] as well as Sharma and Mishra et al. [79], provide a more comprehensive viewpoint, asserting that although the inherent characteristics of gig labor undoubtedly have influence, broader elements like organizational support may moderate its effects.



The existing body of literature, while illuminating, has noticeable gaps and inconsistencies. For example, the significance of age and gender as influential factors [25,69] is sometimes eclipsed by the priority given to intrinsic motivation [74]. Moreover, it is evident that there exists a noticeable bias in the scholarly literature towards either digital or physical gig labor, frequently neglecting the other form [75,76]. One notable deficiency in the existing body of research is the lack of studies that are specifically designed for certain geographical contexts, such as Saudi Arabia. This region possesses a distinct socio-cultural and legislative framework that sets it apart from other areas.



Hypothesis 4.

For Saudi gig workers, the relationship between HR practices and career sustainability is influenced by demographic factors.





Based on the hypotheses that have been described, the research model proposed is shown in Figure 1.





3. Methodology


3.1. Sample and Data Collection Procedure


The study received ethical approval from the Institutional Review Board of the principal investigator’s university. Participants for this research were exclusively recruited from Saudi Arabia to neutralize the potential impact of country-specific variations. A total of 500 gig workers were approached offline using a convenience sampling method. The primary instrument for data collection was a self-administered survey, originally written in English. To ensure both the accuracy and cultural relevance of the scales, they were translated into Arabic and subsequently back-translated into English, following the guidelines by Brislin [80]. Moreover, the translated items were piloted among randomly selected gig workers [81]. Their feedback proved invaluable for making minor alterations to some items, increasing the number of fact-based queries as recommended by Chang et al. [82], and refining certain questions for clarity, consistent with Lindell and Whitney [83].



Data collection occurred in September 2023. Each gig worker was invited to share their perspectives on HR practices within their platforms, their levels of job satisfaction, and their views on career sustainability. Informed consent was obtained from all participants before they took part in the survey. Of the initial sample, 344 responses were validated, yielding a response rate of 68.8%. Demographically, the majority were male (53.5%), aged between 18 and 25 years (75.6%), held a bachelor’s degree (57.6%), and primarily worked in marketing, business, and logistic services (34.9%). A comprehensive demographic distribution can be found in Table 1.




3.2. Survey Measures and Constructs


Our survey extended beyond the collection of basic demographic details and job classifications. It probed further to evaluate three pivotal constructs shaping the gig economy: the platform’s HR practices, job satisfaction, and career sustainability.



In assessing the platform’s HR practices, we designed a set of five items to holistically capture all HR functions relevant to the platform. A representative item from this construct is the following: “The platform offers training resources to improve my skills”. To quantify the responses, we employed a 5-point Likert scale, ranging from “strongly disagree” to “strongly agree.” Notably, the reliability of this scale, as indicated by Cronbach’s alpha, was an impressively high 0.864 in our sample.



Turning to job satisfaction, we incorporated four statements drawn from the works of Seema et al. [73] and Brayfield and Rothe [84]. An illustrative item from this category is as follows: “Most days I am enthusiastic about my gig work”. We again used the 5-point Likert scale to capture responses, with the robustness of this measure underscored by a Cronbach’s alpha of 0.888.



Lastly, in exploring career sustainability, we selected three statements from Chin et al. [22]. A sample item reflecting this construct states: “My career as a gig worker offers significant flexibility”. We again utilized the 5-point Likert scale for gauging responses, and the internal consistency of this measure, as indicated by Cronbach’s alpha, stood at 0.815 in our sample.



In our study, we highlighted the reliability of our scales with Cronbach’s alpha values, demonstrating impressive internal consistency; the scale for assessing the platform’s HR practices, for instance, had a Cronbach’s alpha of 0.864. Similarly, the scales for job satisfaction and career sustainability reflected strong reliability with alpha values of 0.815 and 0.888, respectively. These high values, significantly surpassing the 0.7 benchmark, are indicative of the robustness of our factor structure, suggesting that the items within each scale consistently measure the same underlying constructs. Further affirming the reliability of our findings, we conducted a confirmatory factor analysis (CFA) using AMOS version 29. Additionally, our study design incorporated repeated measurements under varied conditions, a strategy aimed at assessing and enhancing the consistency of our findings over time. Collectively, these rigorous applications of statistical tools and methodological considerations underscore our commitment to producing robust and replicable findings, which are crucial for advancing the understanding of career sustainability in the gig economy.




3.3. Statistical Analyses


In our study, we utilized IBM SPSS version 29 and the PROCESS macros by Hayes [85] for a detailed path analysis, an approach comparable to structural equation modeling (SEM), to unravel the dynamics of career sustainability in gig work. This choice was motivated by their advanced capabilities in handling intricate relationships between variables, both direct and indirect, ensuring the accuracy and reliability of our results. Our path analysis framework rigorously adhered to necessary statistical assumptions, confirmed by Levene’s tests for equal variances, with a significance level set below 0.05 to ensure robustness. We incorporated specific measures within the PROCESS macro to address potential sample distribution abnormalities, enhancing the validity of our findings. The paths chosen for analysis were carefully selected to highlight key aspects of career sustainability in the gig economy, driven by a hypothesis-led approach in our model construction, thereby providing a comprehensive understanding of the intricate interplay of factors influencing career sustainability.



Our primary evaluation examined how platforms’ HR practices might influence career sustainability, with job satisfaction serving as a mediator. This pertains to Hypotheses 1 to 3. Subsequently, we integrated demographic characteristics as potential moderators to evaluate their possible role in moderated mediation, in line with Hypothesis 4.



Hypothesis 3 proposes an indirect effects model, postulating that job satisfaction mediates the relationship between platforms’ HR practices and career sustainability. Traditional mediation testing, especially Baron and Kenny’s [86] three-step approach, has been criticized for its limitations [87,88]. Contemporary methods, which emphasize the significance testing of indirect effects, also acknowledge the pitfalls of distribution assumptions. Edwards and Lambert [89] underscored these distributional issues, advocating for bootstrap confidence intervals as a reliable approach for significance testing in mediation models. By utilizing PROCESS, we assessed mediation hypotheses with SPSS-specific macros version 29, estimating indirect effects and their corresponding confidence intervals.



Hypothesis 4 suggests that demographic factors influence the relationship between platforms’ HR practices and career sustainability. If mediation is substantiated, the magnitude of the effect might vary based on the value of the moderator [85,90]. We conducted bootstrap tests using Hayes’ SPSS macro to assess the significance of interaction effects across different moderator levels. Subsequently, we employed ordinary least squares regression to measure conditional indirect effects, verifying their significance via bootstrap confidence intervals.





4. Results


4.1. Exploratory Factor Analysis


In an effort to delineate the underlying structure of items related to the platform’s HR practices, career sustainability, and job satisfaction, we conducted an exploratory factor analysis (EFA) using the principal axis factoring method [91,92]. The validity of this EFA was confirmed by a Kaiser–Meyer–Olkin (KMO) measure of 0.843 and further supported by a significant Bartlett’s test of sphericity (χ2 (66) = 2319.844, p < 0.001). The analysis revealed three primary factors, accounting for 70.723% of the total variance. Notably, the platform’s HR practices emerged as the most significant factor, explaining 44.685% of the variance. This was followed by career sustainability and job satisfaction, which accounted for 16.573% and 9.465% of the variance, respectively. Furthermore, as outlined in Table 2, reliability assessments highlighted the consistency of these factors. Cronbach’s alpha values exceeded the established 0.7 benchmark, underscoring the robustness of this factor structure.




4.2. Confirmatory Factor Analysis


A confirmatory factor analysis (CFA) was conducted using AMOS version 29 to assess the adequacy of the proposed model. The ratio of chi-square to degrees of freedom (CMIN/DF) was 3.579, indicating a satisfactory fit for the model. Additional support for the model’s fit was provided by the goodness-of-fit indicators, as demonstrated by a GFI value of 0.938 and an AGFI value of 0.883, both nearing the optimal threshold of 1. The baseline comparison measures, including the NFI (0.938), RFI (0.900), IFI (0.954), TLI (0.926), and CFI (0.954), exhibited values close to 1. These results suggest that the default model has a high degree of proficiency in reproducing the observed data, especially when contrasted with the independence model. The Root Mean Square Error of Approximation (RMSEA) was recorded as 0.087, with a 90% confidence interval ranging from 0.072 to 0.102. Although this value is slightly above the recommended threshold of 0.05, it remains below the widely accepted benchmark of 0.10, commonly used to identify probable mismatches. Based on the obtained fit indices, the default model provides a reasonable representation of the observed data.




4.3. Correlation Analysis


To ensure the reliability of our regression coefficients, we conducted multicollinearity tests to examine the inter-correlations among independent variables. Specifically, we evaluated the variance inflation factor (VIF) and tolerance statistics for each predictor in our model. The results indicated that all VIF values were well below the commonly used threshold of 10, with job satisfaction, HR practices of platforms, and gender (the control variable) showing VIF values of 1.337, 1.339, and 1.002, respectively. These low VIF values suggest that multicollinearity is not a concern in our model, affirming the stability and reliability of our regression coefficients. This analysis addresses potential concerns about the influence of multicollinearity on our findings, particularly the relationships between platforms’ HR practices, job satisfaction, and career sustainability.



Based on the data presented in Table 3, the correlation analysis offers a thorough understanding of the intricate connections among the HR practices of platforms, career sustainability, and job satisfaction. The HR practices of the platforms registered a mean score of 3.705 with a standard deviation of 0.993. In comparing the two variables, career sustainability and job satisfaction, their mean values stood at 4.297 and 4.097, respectively. The standard deviations for career sustainability and job satisfaction were 0.706 and 0.978, respectively.



It is noteworthy that there exists a significant and positive association between the HR practices of platforms and career sustainability. This relationship is evidenced by a correlation coefficient of r = 0.342, which is statistically significant at a significance level of p < 0.01. This suggests that platforms adopting enhanced human resource strategies tend to bolster the long-term prospects of individual careers. Moreover, the HR practices adopted by platforms showed a pronounced positive correlation with job satisfaction, reflected by a correlation coefficient of r = 0.502 (p < 0.01). Similarly, career sustainability demonstrated a strong association with job satisfaction, with a statistically significant correlation coefficient of r = 0.544 (p < 0.01).




4.4. Testing Mediating Effect


To test the proposed Hypotheses (1–3), a mediation analysis was conducted, with the detailed findings presented in Table 4. We posited that platforms’ HR practices would significantly contribute to career sustainability. Consistent with this hypothesis, when the mediator (job satisfaction) was excluded, platforms’ HR practices emerged as a significant predictor of career sustainability. Results show a coefficient β = 0.243, SE = 0.036, t(342) = 6.729, p < 0.001. This effect explained 11.7% of the variance in career sustainability (R2 = 0.117), supporting our first hypothesis.



We hypothesized that the platforms’ HR practices would relate to job satisfaction. In alignment with this supposition, results indicate a significant relationship between the platforms’ HR practices and job satisfaction, with a coefficient of β = 0.495, SE = 0.046, t(342) = 10.738, p < 0.001. This model explained a substantial 25.2% of the variance in job satisfaction (R2 = 0.252), lending strong support to Hypothesis 2.



The third hypothesis proposed that job satisfaction would mediate the relationship between the platforms’ HR practices and career sustainability. In testing this hypothesis, a model incorporating both platforms’ HR practices and job satisfaction as predictors of career sustainability was examined. The model accounted for 30.2% of the variance in career sustainability (R2 = 0.302). Within this model, job satisfaction significantly predicted career sustainability, with a coefficient β = 0.359, SE = 0.038, t(341) = 9.501, p < 0.001. The direct effect of platforms’ HR practices on career sustainability, with job satisfaction as a mediator, was marginally significant (β = 0.066, SE = 0.037, t(341) = 1.764, p = 0.079). Further analysis, as presented in Table 4, showed a significant indirect effect of platforms’ HR practices on career sustainability through job satisfaction. This effect, derived from bootstrap confidence intervals, averaged at β = 0.178, with a 95% confidence interval spanning from 0.128 to 0.235. These findings, particularly the significant indirect effect, support Hypothesis 3, highlighting the mediating role of job satisfaction in the relationship between the platforms’ HR practices and career sustainability.



In response to concerns about potential estimation bias due to correlations among variables, we included gender as a control variable in our regression model. The analysis revealed that gender does not have a significant effect on career sustainability, as indicated by a β of −0.015 and a p-value of 0.815, which suggests that gender does not confound the relationship between the platforms’ HR practices and career sustainability.




4.5. Testing Moderating Effect


Table 5 provides the results derived from the utilization of the PROCESS Macro Model 7. This method was employed to probe the intricate interplay of demographic factors as potential moderators in the relationship between platforms’ HR practices (PHRP) and career sustainability, in alignment with the aims of Hypothesis 4. Beginning with Model 1, age was examined as a potential moderator. In this analytical context, the interaction term (PHRP*Age) yielded a β coefficient of 0.008. However, a closer examination of the significance levels, represented by a t-value of 0.348, suggests that age may not play a significant moderating role in the relationship between HR practices and career sustainability.



Shifting our analytical focus to Model 2, gender was evaluated as the moderator. The results echoed similar sentiments to those concerning age; the interaction term (PHRP*Gender) revealed a β coefficient of 0.001, and the t-value of 0.045 further emphasized the non-significant moderating role of gender in the relationship in question. The story evolves further in Model 3, where the educational level is highlighted. Here, the interaction term (PHRP*Educational Level) displayed a β coefficient of 0.027. Despite this being somewhat higher compared to the previous models, the accompanying t-value of 0.761 again indicated a non-significant moderating effect by educational level. In Model 4, the analysis pivoted towards job type as the potential moderator. The interaction term (PHRP*Job Type) registered a β coefficient of 0.024. Yet, much like its predecessors, the t-value of 0.712 fell in line with the overarching narrative of limited moderating effects.



Reviewing the broader landscape painted by the results, the significance of the HR coefficient across all models is compelling, highlighting the robust main effect of platforms’ HR practices on career sustainability, irrespective of the demographic context. Among the moderators examined, only job type distinguished itself, showcasing a significant relationship with career sustainability, as affirmed by its β of −0.263 and t-value of −2.195. In synthesizing the data, the variance explained by the models, as indicated by the R2 values, ranged from 0.262 to 0.323. Notably, Model 2 stood out with an R2 value of 0.323, emphasizing its nuanced explanatory power. Additionally, the strength of each model was evident in their statistically significant F-values, which were consistently below the p < 0.001 threshold. Therefore, demographic factors (age, gender, educational level, and job type) appear to exert a limited moderating influence on the relationship between platforms’ HR practices and career sustainability. This observation provides Hypothesis 4 with minimal empirical support despite its theoretical resonance.





5. Discussion


The objective of our research was to provide a comprehensive understanding of HR practices across gig platforms and their influence on job satisfaction and career sustainability in the specific context of Saudi Arabia. We ascertained that these HR practices directly influence career sustainability. Gig work, marked by its flexibility and task-oriented nature, has garnered attention globally [5,6], with Saudi Arabia being no exception. The findings of our study align with this viewpoint, suggesting that platforms that implement strong human resources policies have a positive impact on the sustainability of individual careers. In contrast to the emphasis placed by Chin et al. [22] on the importance of social networks for achieving professional success, our study discovered that HR practices exert a more immediate and tangible influence on the long-term sustainability of one’s career. Such individual-centric models challenge traditional paradigms of organizational success [36,37].



Our research highlighted the profound relationship between platforms’ HR practices and job satisfaction among Saudi gig workers. This aligns with findings by Nelson et al. [93] and, notably, Mousa et al. [94] from Egypt, a nation with socio-cultural similarities to Saudi Arabia, underscoring the global relevance of HR practices. However, our focus on the direct correlation between perceived organizational support and work satisfaction diverges from the findings of Williams et al. [23], who highlighted the importance of autonomy and flexibility within the UK gig economy. Our research suggests that in Saudi Arabia, the impact of HR practices on job satisfaction may be more similar to the findings of Wu and Zhou [24] in China. This difference could be attributed to distinct cultural values and the ongoing gig economy phase in Saudi Arabia.



In the unfolding landscape of the gig economy, job satisfaction’s pivotal role as a mediator has been consistently documented. Liu et al. [25] highlighted a direct relationship between perceived organizational support and job satisfaction, suggesting that organizational endorsement significantly influences gig workers’ perceptions. This viewpoint aligns closely with our findings, where platforms’ HR practices had a considerable indirect effect on career sustainability via job satisfaction. But, while Liu et al. [25] chiefly underscored this direct relationship, Mousa and Chaouali [68] delved deeper, examining job satisfaction as a bridge between perceived support and turnover intentions. In line with our results, the study resonates with these earlier outcomes but also adds a layer of complexity, alluding to the intricate interplay between HR practices, job satisfaction, and career sustainability in the gig domain. While the broad similarities across these studies likely arise from the universal influence of job satisfaction on career outcomes, the subtle differences, especially the multifaceted dynamics noted in our study, might be grounded in the distinct socio-cultural and legislative subtleties of the Saudi Arabian milieu, providing a unique perspective to understand gig workers’ experiences.



In our research, age was examined as a possible moderator in the relationship between HR practices and career sustainability among Saudi gig workers. However, the findings indicated the minimal and non-significant moderating effects of age. Liu et al. [25] emphasized age’s crucial influence on job satisfaction in the gig sector, while Wiener et al. [69] suggested that younger gig workers might be more receptive to the gig economy’s inherent variability, in contrast to older workers who may value professional stability. The divergence between our results and prior research may stem from Saudi Arabia’s distinct socio-cultural landscape, where age might interact differently with HR practices and career sustainability due to specific regional dynamics of the Saudi gig economy.



Gender, as assessed in our study, did not exhibit a significant moderating effect on the relationship between HR practices and career sustainability. This is at odds with Liu et al. [25], who pinpointed gender’s role in influencing job satisfaction in the gig sector. The variation in our study’s findings could arise from cultural or regional distinctions particular to Saudi Arabia, shaping how gender norms and expectations correlate with HR practices and career sustainability in the gig economy. Davidson et al. [30] further noted that in a culturally diverse setting like Saudi Arabia, nationality, often intertwined with gender norms, holds significance due to cultural and regulatory disparities.



The educational level, when evaluated in our research as a potential moderator, indicated a non-significant moderating effect. Banerjee et al. [42] revealed the wage disadvantages faced by temporary employees with advanced education, challenging the prevalent notion that temporary employment is beneficial for those with higher skills. Although our study did not observe a strong moderating effect of educational level, it is vital to recognize that Saudi Arabia’s educational framework, coupled with the nature of available gig jobs, might affect this relationship differently than in other contexts.



Job type can considerably shape a gig worker’s experience. Various job types may offer different levels of autonomy, flexibility, and stability, which can subsequently affect perceptions of HR practices and career sustainability. Our research considered job type as a demographic factor, but the findings did not indicate a significant moderating effect in the relationship between HR practices and career sustainability. Agarwal et al. [75] classified gig employment into digital platforms and physical realms, shedding light on the unique challenges and opportunities linked to each. This suggests that the nature of gig jobs in the Saudi context may possess distinct attributes that affect their association with HR practices and career sustainability.



5.1. Theoretical Implications


As we delve into the ramifications of our study, we elucidate several key theoretical implications concerning the evolving landscape of work dynamics:



First, our research provides a nuanced understanding that intricately ties the aspirations of Saudi Arabia’s Vision 2030 to broader shifts in global work dynamics [95]. We examined the role of entrepreneurship in shaping a country’s economic landscape, thereby extending the theoretical understanding of how gig work aligns with the objectives of Saudi Arabia’s Vision 2030. Notably, our findings resonate with the nation’s goals to provide opportunities for all and enhance the contribution of small- and medium-sized enterprises to the national economy. This offers a theoretical foundation for future research in this domain [9,10,11,32].



Second, our research makes a pivotal theoretical contribution by exploring the intricacies of career success in the gig economy. While Chin et al. [22] underscored the importance of social networks and interpersonal connections and Li et al. [34] emphasized the critical role of organizational support in influencing career outcomes, our study introduces a contrasting perspective. We underscore the lack of conventional organizational support and highlight the importance of individual agency in the gig economy. The results of our research present a divergent viewpoint, suggesting that conventional models of professional success might not be wholly applicable to gig work [96,97]. This difference in findings compared to those of Chin et al. [22] and Li et al. [34] calls for a reassessment of the foundational theoretical frameworks shaping our understanding of this phenomenon, thus enriching the theoretical landscape of gig work studies.



Third, our study offers a significant theoretical advancement by categorizing gig employment into two distinct sectors: digital platforms and physical domains. This classification delves deep into the unique challenges and opportunities inherent to each domain. Agarwal et al. [75] had previously delineated this division, emphasizing the specific challenges and prospects associated with each. Philip and Davis [76] further noted a marked difference in job satisfaction and stress levels among digital gig workers. Manelkar et al. [77] shed light on the unique challenges of digital gig employment, like the lack of physical interactions. In contrast, Sharma et al. [78] and Sharma and Mishra et al. [79] offered a broader perspective, suggesting that factors like organizational support might also influence the experiences of gig workers, irrespective of the nature of gig work. By integrating these insights, our research provides a comprehensive theoretical framework that encapsulates the multifaceted nature of gig employment, thereby advancing academic discourse on the subject.



Finally, by anchoring our study in the Saudi Arabian context, we illuminate broader theoretical implications. Drawing from AL-Dossary [12,28], we emphasize the potential of the gig economy to enhance female participation in professions such as nursing, aligning with the objectives of Vision 2030 and Saudization. Alamoudi [43] highlighted the dual-edged nature of the gig economy, signifying flexibility but also bringing forth challenges like job insecurity. Our research integrates these insights, offering a nuanced theoretical perspective on the multifaceted role of gig employment in Saudi Arabia.




5.2. Practical Implications


Within the context of Saudi Arabia’s rapidly growing gig economy [98,99], our research unveils a diverse range of findings with significant implications for various stakeholders. A key area of focus is the relationship between HR practices, job satisfaction, and career sustainability [100]. This relationship underscores the need for platform operators and companies to prioritize efforts to boost employee engagement [101]. By emphasizing regular surveys and feedback mechanisms, platforms can effectively gauge the attitudes and opinions of gig workers, allowing the formulation of HR policies that reflect employee perspectives and cater to their needs.



Moreover, when examining the career aspirations of gig workers, the importance of training and development initiatives is paramount [102]. The benefits extend beyond immediate job satisfaction to pave the way for future advancement opportunities within the gig economy. To cultivate a strong sense of affiliation and respect among gig workers, it is essential for policies to be infused with local cultures, traditions, and values [103]. Collaborating with HR professionals from the local Saudi community can amplify the effectiveness and cultural relevance of these strategies.



Interestingly, our research challenges traditional views on the significance of age, prompting a reevaluation of age-centric strategies. Instead of a narrow approach, there is a pronounced emphasis on promoting inclusion. This aims to foster a diverse, interconnected network where seasoned professionals mentor and assist newcomers, encouraging cross-generational cooperation. This symbiotic relationship not only bridges knowledge gaps but also fosters a positive workplace environment.



Our research underscores the need for a steadfast and impartial stance on gender dynamics in the gig economy. In a time marked by heightened awareness of equality, platforms must ensure that opportunities remain free from gender biases [104]. Regular gender sensitivity training can reinforce this ethos, creating an environment defined by mutual respect and equity. This commitment to fairness also extends to the educational qualifications of gig workers. Even though our study did not flag education as a significant moderating factor, it remains prudent for platforms to align job roles with the educational backgrounds of workers to ensure a compatible fit.



Given the gig economy’s diverse job spectrum, each has unique challenges and required skills [105]. Stakeholders must navigate this intricate landscape with a holistic strategy encompassing various job types. Such an approach not only broadens the spectrum of interest but also caters to the varied skills and preferences of employees. In the ever-evolving gig economy, adaptability and flexibility are paramount. To sustain growth, platforms must persistently engage in research and adjust their HR methodologies in response to the gig economy’s fluidity.




5.3. Limitations and Future Research


In our investigation of gig workers in Saudi Arabia, we identified subtle aspects that enhance our understanding and point to potential avenues for further research. The methodological approach we used was convenience sampling, a practical but potentially limited strategy that might not fully represent the diverse experiences of all gig workers in the region [106]. This potential bias underscores the need for future studies to employ broader sampling methodologies, such as stratified or random sampling procedures. Moreover, our primary data collection instrument was a meticulously translated self-administered survey, which brings its own challenges [107]. Despite our careful efforts to ensure accuracy, it is essential to recognize that minor translation nuances or cultural interpretations could influence the results. This suggests that future research might benefit from incorporating qualitative methods like in-depth interviews or focus group discussions to deepen our understanding of gig workers’ experiences.



Regarding demographics, our data offer significant insights. Nonetheless, it is worth noting that our sample mainly consisted of young male participants with bachelor’s degrees. This demographic skew might limit the diversity of experiences reflected in our results. Thus, expanding the demographic range in subsequent studies is paramount to providing a holistic understanding of the gig economy in Saudi Arabia.



In the realm of analytics, we chose our tools carefully, leveraging the robust IBM SPSS version 29 software and the PROCESS macros by Hayes [85]. We undertook rigorous testing to verify various assumptions. Yet, it is pertinent to recognize that given the ever-evolving nature of analytical methods, there is always potential for further refinement [108]. This recognition aligns with the broader view that the gig economy, due to its multifaceted nature, intersects with multiple academic disciplines [109]. While our study centered mostly on economic and HR dimensions, integrating perspectives from sociology, anthropology, and psychology could yield a fuller understanding, especially in the unique socio-cultural context of Saudi Arabia.



A significant limitation of this study is its insufficient examination of how demographic characteristics influence motivations for gig employment. Notably, the survey fails to differentiate between gig workers relying on this type of job as their primary income source and those engaging in it to supplement earnings or support family finances. To bridge this research gap, future studies could focus on these motivational differences, potentially categorizing workers into groups driven by necessity and those driven by opportunity. For example, understanding the varied perspectives of a single parent dependent on gig work compared to a college student using it for extra income could be illuminating. Such an approach would not only reveal how these factors impact perceptions of human resource practices, job satisfaction, and long-term career viability but also provide insights essential for the development of customized HR strategies.





6. Conclusions


This study has elucidated the complex interplay between HR practices, job satisfaction, and career sustainability in the Saudi gig economy. Our investigation reveals a pronounced positive correlation between effective platforms’ HR strategies and job satisfaction, highlighting the critical role of tailored HR interventions in the gig sector. Importantly, job satisfaction serves as a pivotal mediator, bridging HR practices and career sustainability and challenging the conventional view of demographic factors as significant moderating variables in this relationship. These insights not only furnish actionable intelligence for policymakers and platform operators, essential for realizing Saudi Arabia’s Vision 2030 goals, but they also significantly enrich the academic discourse. By delving into an under-explored domain, this research offers a nuanced comprehension of the gig economy’s dynamics, emphasizing the distinct socio-cultural fabric of Saudi Arabia. The study’s implications extend beyond its immediate findings, beckoning future scholarly pursuits into the long-term impacts of HR practices on gig workers’ well-being and professional growth while also advocating for cross-cultural comparative analyses to broaden the global perspective on gig work. Thus, this research stands as a cornerstone in understanding the transformative power of HR practices in the gig economy, marking a substantial stride in both theoretical and practical realms.







Author Contributions


Methodology, A.M.A.; Formal analysis, A.M.A.; Investigation, G.A.; Writing—original draft, A.M.A.; Writing—review & editing, D.A.D.; Visualization, A.M.A.; Project administration, A.M.A. All authors have read and agreed to the published version of the manuscript.




Funding


This research received no external funding.




Institutional Review Board Statement


The study was conducted in accordance with the Declaration of Helsinki and approved by the Ethics Committee of University of Business and Technology.




Informed Consent Statement


Informed consent was obtained from all subjects involved in the study.




Data Availability Statement


The data presented in this study are available upon request from the corresponding author. The data are not publicly available due to privacy restrictions.




Conflicts of Interest


The authors declare no conflict of interest.




References


	



Milosevic, D.; Ilic, D.; Popovic, J. Trends analysis in Gig economy. J. Econ. Dev. Environ. People 2021, 10, 50–59. [Google Scholar] [CrossRef]

	



Kumar, H. How India Is Taking over the Gig Economy on a Global Stage. Financial Express. 2021. Available online: https://www.financialexpress.com/business/brandwagon-how-india-is-taking-over-the-gig-economy-on-a-global-stage-2368291/ (accessed on 1 September 2023).

	



Anonymous. A Saudi-Based Startup Capitalizes on Gig-Economy Opportunities. Arab News. 2020. Available online: https://www.arabnews.com/node/1635881/saudi-arabia (accessed on 1 September 2023).

	



Koutsimpogiorgos, N.; van Slageren, J.; Herrmann, A.M.; Frenken, K. Conceptualizing the Gig Economy and Its Regulatory Problems. Policy Internet 2020, 12, 525–545. [Google Scholar] [CrossRef]

	



Gusai, O.P.; Rani, A.; Yadav, P. Digital Industrial Revolution 4.0 and Sustaining Gig Economy: Challenges and Opportunities Ahead. In Sustainability in the Gig Economy: Perspectives, Challenges and Opportunities in Industry 4.0; Gupta, A., Tewary, T., Gopalakrishnan, B.N., Eds.; Springer Nature Singapore: Singapore, 2022; pp. 187–198. ISBN 978-981-16-8406-7. [Google Scholar]

	



Kohont, A.; Ignjatović, M. Organizational Support of Working from Home: Aftermath of COVID-19 from the Perspective of Workers and Leaders. Sustainability 2022, 14, 5107. [Google Scholar] [CrossRef]

	



Gandini, A. Labour process theory and the gig economy. Hum. Relat. 2019, 72, 1039–1056. [Google Scholar] [CrossRef]

	



Moore, P.V.; Joyce, S. Black box or hidden abode? The expansion and exposure of platform work managerialism. Rev. Int. Polit. Econ. 2020, 27, 926–948. [Google Scholar] [CrossRef]

	



Allmnakrah, A.; Evers, C. The need for a fundamental shift in the Saudi education system: Implementing the Saudi Arabian economic vision 2030. Res. Educ. 2020, 106, 22–40. [Google Scholar] [CrossRef]

	



Amirat, A.; Zaidi, M. Estimating GDP Growth in Saudi Arabia Under the Government’s Vision 2030: A Knowledge-Based Economy Approach. J. Knowl. Econ. 2020, 11, 1145–1170. [Google Scholar] [CrossRef]

	



Bakr, S.A.; Napier, C.J. Adopting the international financial reporting standard for small and medium-sized entities in Saudi Arabia. J. Econ. Adm. Sci. 2022, 38, 18–40. [Google Scholar] [CrossRef]

	



Al-Dossary, R.N. Leadership Style, Work Engagement and Organizational Commitment Among Nurses in Saudi Arabian Hospitals. J. Healthc. Leadersh. 2022, 14, 71–81. [Google Scholar] [CrossRef]

	



Alanzi, T. Prospects of Integrating Gig Economy in the Saudi Arabian Health-care System from the Perspectives of Health-care Decision-makers and Practitioners. J. Healthc. Leadersh. 2021, 13, 255–265. [Google Scholar] [CrossRef]

	



Alanzi, T.M. Gig Health vs eHealth: Future Prospects in Saudi Arabian Health-Care System. J. Multidiscip. Healthc. 2021, 14, 1945–1953. [Google Scholar] [CrossRef]

	



Bunders, D.J.; Arets, M.; Frenken, K.; De Moor, T. The feasibility of platform cooperatives in the gig economy. J. Co-Op. Organ. Manag. 2022, 10, 100167. [Google Scholar] [CrossRef]

	



Caza, B.B.; Reid, E.M.; Ashford, S.J.; Granger, S. Working on my own: Measuring the challenges of gig work. Hum. Relat. 2022, 75, 2122–2159. [Google Scholar] [CrossRef]

	



Duggan, J.; Sherman, U.; Carbery, R.; McDonnell, A. Algorithmic management and app-work in the gig economy: A research agenda for employment relations and HRM. Hum. Resour. Manag. J. 2020, 30, 114–132. [Google Scholar] [CrossRef]

	



Frey, K.S.; McDonald, K.L.; Onyewuenyi, A.C.; Germinaro, K.; Eagan, B.R. “I Felt Like a Hero”: Adolescents’ Understanding of Resolution-Promoting and Vengeful Actions on Behalf of Their Peers. J. Youth Adolesc. 2021, 50, 521–535. [Google Scholar] [CrossRef] [PubMed]

	



Jabagi, N.; Croteau, A.-M.; Audebrand, L.K.; Marsan, J. Gig-workers’ motivation: Thinking beyond carrots and sticks. J. Manag. Psychol. 2019, 34, 192–213. [Google Scholar] [CrossRef]

	



Davidescu, A.A.; Apostu, S.-A.; Paul, A.; Casuneanu, I. Work Flexibility, Job Satisfaction, and Job Performance among Romanian Employees—Implications for Sustainable Human Resource Management. Sustainability 2020, 12, 6086. [Google Scholar] [CrossRef]

	



Thomas, S.M.; Baddipudi, V. Changing Nature of Work and Employment in the Gig Economy: The Role of Culture Building and Leadership in Sustaining Commitment and Job Satisfaction. NHRD Netw. J. 2022, 15, 100–113. [Google Scholar] [CrossRef]

	



Chin, T.; Jawahar, I.M.; Li, G. Development and Validation of a Career Sustainability Scale. J. Career Dev. 2022, 49, 769–787. [Google Scholar] [CrossRef]

	



Williams, P.; McDonald, P.; Mayes, R. Recruitment in the gig economy: Attraction and selection on digital platforms. Int. J. Hum. Resour. Manag. 2021, 32, 4136–4162. [Google Scholar] [CrossRef]

	



Wu, J.; Zhou, J. Basic psychological need satisfaction and well-being for gig workers: A fuzzy set QCA approach in DiDi of China. Curr. Psychol. 2022, 42, 28820–28832. [Google Scholar] [CrossRef]

	



Liu, W.; He, C.; Jiang, Y.; Ji, R.; Zhai, X. Effect of Gig Workers’ Psychological Contract Fulfillment on Their Task Performance in a Sharing Economy—A Perspective from the Mediation of Organizational Identification and the Moderation of Length of Service. Int. J. Environ. Res. Public Health 2020, 17, 2208. [Google Scholar] [CrossRef]

	



Frenken, K.; Vaskelainen, T.; Fünfschilling, L.; Piscicelli, L. An Institutional Logics Perspective on the Gig Economy. In Theorizing the Sharing Economy: Variety and Trajectories of New Forms of Organizing; Maurer, I., Mair, J., Oberg, A., Eds.; Emerald Publishing Limited: Leeds, UK, 2020; Volume 66, pp. 83–105. [Google Scholar] [CrossRef]

	



Watson, G.P.; Kistler, L.D.; Graham, B.A.; Sinclair, R.R. Looking at the Gig Picture: Defining Gig Work and Explaining Profile Differences in Gig Workers’ Job Demands and Resources. Gr. Organ. Manag. 2021, 46, 327–361. [Google Scholar] [CrossRef]

	



AL-Dossary, R. Investigating the feasibility of applying the gig economy framework in the nursing profession towards the Saudi Arabian Vision 2030. Inform. Med. Unlocked 2022, 30, 100921. [Google Scholar] [CrossRef]

	



Cropanzano, R.; Keplinger, K.; Lambert, B.K.; Caza, B.; Ashford, S.J. The organizational psychology of gig work: An integrative conceptual review. J. Appl. Psychol. 2023, 108, 492–519. [Google Scholar] [CrossRef] [PubMed]

	



Davidson, A.; Gleim, M.R.; Johnson, C.M.; Stevens, J.L. Gig worker typology and research agenda: Advancing research for frontline service providers. J. Serv. Theory Pract. 2023, 33, 647–670. [Google Scholar] [CrossRef]

	



Al-Mamary, Y.H.S.; Abdulrab, M.; Alwaheeb, M.A.; Alshammari, N.G.M. Factors impacting entrepreneurial intentions among university students in Saudi Arabia: Testing an integrated model of TPB and EO. Educ. Train. 2020, 62, 779–803. [Google Scholar] [CrossRef]

	



Alharbi, R.K. Saudi Arabias small and medium enterprises (SMES) sector post-COVID-19 recovery: Stakeholders’ perception on investment sustainability. Int. J. Organ. Anal. 2022, 31, 2222–2238. [Google Scholar] [CrossRef]

	



Peng, X.; Yu, K.; Peng, J.; Zhang, K.; Xue, H. Perceived overqualification and proactive behavior: The role of anger and job complexity. J. Vocat. Behav. 2023, 141, 103847. [Google Scholar] [CrossRef]

	



Li, Q.; Chin, T.; Peng, B. How Paradoxical Leadership Promotes Employees’ Career Sustainability: Evidence from the Chinese Cross-Border E-Commerce Industry. Sustainability 2023, 15, 12407. [Google Scholar] [CrossRef]

	



Rajendran, D.; Ng, E.S.; Sears, G.; Ayub, N. Determinants of Migrant Career Success: A Study of Recent Skilled Migrants in Australia. Int. Migr. 2020, 58, 30–51. [Google Scholar] [CrossRef]

	



Spurk, D.; Hofer, A.; Kauffeld, S. Why does competitive psychological climate foster or hamper career success? The role of challenge and hindrance pathways and leader-member-exchange. J. Vocat. Behav. 2021, 127, 103542. [Google Scholar] [CrossRef]

	



Felix, B.; Dourado, D.; Nossa, V. Algorithmic management, preferences for autonomy/security and gig-workers’ wellbeing: A matter of fit? Front. Psychol. 2023, 14, 1088183. [Google Scholar] [CrossRef] [PubMed]

	



Raitano, M.; Subioli, F. School-to-work transition, early career outcomes and income dynamics across cohorts in Italy: Does education pay? Int. J. Manpow. 2022, 44, 1000–1027. [Google Scholar] [CrossRef]

	



Lo Presti, A.; Magrin, M.E.; Ingusci, E. Employability as a compass for career success: A time-lagged test of a causal model. Int. J. Train. Dev. 2020, 24, 301–320. [Google Scholar] [CrossRef]

	



Herrmann, A.M.; Zaal, P.M.; Chappin, M.M.H.; Schemmann, B.; Lühmann, A. “We don’t need no (higher) education”—How the gig economy challenges the education-income paradigm. Technol. Forecast. Soc. Chang. 2023, 186, 122136. [Google Scholar] [CrossRef]

	



Martini, M.; Cavenago, D.; Marafioti, E. Enhancing the employability of temporary agency workers: The interplay between agency support and client company investments. Int. J. Hum. Resour. Manag. 2021, 32, 2353–2381. [Google Scholar] [CrossRef]

	



Banerjee, R.; Lam, L.; Lamb, D. Temporary talent: Wage penalties among highly educated temporary workers in Canada. J. Ind. Relat. 2023, 65, 185–210. [Google Scholar] [CrossRef]

	



Alamoudi, H.; Shaikh, A.A.; Alharthi, M.; Dash, G. With great power comes great responsibilities—Examining platform-based mechanisms and institutional trust in rideshare services. J. Retail. Consum. Serv. 2023, 73, 103341. [Google Scholar] [CrossRef]

	



Alshahrani, S.T. Operating in a New Paradigm: Exploring Workplace Reconfiguration in The Time of COVID-19. Int. J. Ebus. eGovernment Stud. 2021, 13, 281–303. [Google Scholar] [CrossRef]

	



Alqudah, H.S.S. Benefits of Cost-Effectiveness of Remote Medical Care: Saudi Arabia paradigm. J. Econ. Adm. Leg. Sci. 2021, 5, 121–129. [Google Scholar] [CrossRef]

	



Al Kuwaiti, A.; Al Muhanna, F.A.; Al Amri, S. Implementation of digital health technology at academic medical centers in Saudi Arabia. Oman Med. J. 2018, 33, 367–373. [Google Scholar] [CrossRef] [PubMed]

	



Retkowsky, J.; Nijs, S.; Akkermans, J.; Jansen, P.; Khapova, S.N. Toward a sustainable career perspective on contingent work: A critical review and a research agenda. Career Dev. Int. 2023, 28, 1–18. [Google Scholar] [CrossRef]

	



Baruch, Y.; Sullivan, S.E. The why, what and how of career research: A review and recommendations for future study. Career Dev. Int. 2022, 27, 135–159. [Google Scholar] [CrossRef]

	



Lei, C.; Hossain, M.S.; Mostafiz, M.I.; Khalifa, G.S.A. Factors determining employee career success in the Chinese hotel industry: A perspective of Job-Demand Resources theory. J. Hosp. Tour. Manag. 2021, 48, 301–311. [Google Scholar] [CrossRef]

	



Salisu, I.; Hashim, N.; Mashi, M.S.; Aliyu, H.G. Perseverance of effort and consistency of interest for entrepreneurial career success. J. Entrep. Emerg. Econ. 2020, 12, 279–304. [Google Scholar] [CrossRef]

	



Hoff, K.A.; Song, Q.C.; Wee, C.J.M.; Phan, W.M.J.; Rounds, J. Interest fit and job satisfaction: A systematic review and meta-analysis. J. Vocat. Behav. 2020, 123, 103503. [Google Scholar] [CrossRef]

	



Agrawal, S. The impact of coping self-efficacy and sociocultural adjustment on skill development of expatriates in Taiwan. Hum. Resour. Dev. Int. 2022, 26, 431–457. [Google Scholar] [CrossRef]

	



Koon, V.-Y. A multilevel analysis of work–life balance practices. Asia Pacific J. Hum. Resour. 2022, 60, 429–450. [Google Scholar] [CrossRef]

	



Coulthard, J.; Wright, J. “Leaning In” or “Taking a Knee”: Career Trajectories of Senior Leaders in the Canadian Armed Forces. Armed Forces Soc. 2023, 49, 642–661. [Google Scholar] [CrossRef]

	



Zhang, R.P.; Holdsworth, S.; Turner, M.; Andamon, M.M. Does gender really matter? A closer look at early career women in construction. Constr. Manag. Econ. 2021, 39, 669–686. [Google Scholar] [CrossRef]

	



Mello, R.; Suutari, V.; Dickmann, M. Taking stock of expatriates’ career success after international assignments: A review and future research agenda. Hum. Resour. Manag. Rev. 2023, 33, 100913. [Google Scholar] [CrossRef]

	



Benson, G.S.; McIntosh, C.K.; Salazar, M.; Vaziri, H. Cultural values and definitions of career success. Hum. Resour. Manag. J. 2020, 30, 392–421. [Google Scholar] [CrossRef]

	



Choi, J.; Kim, H.-D. Sustainable Careers of Athletes: Themes and Concepts Regarding Transition Theories Involving Athletes. Sustainability 2021, 13, 4824. [Google Scholar] [CrossRef]

	



Rigotti, T.; Korek, S.; Otto, K. Career-related self-efficacy, its antecedents and relationship to subjective career success in a cross-lagged panel study. Int. J. Hum. Resour. Manag. 2020, 31, 2645–2672. [Google Scholar] [CrossRef]

	



Briscoe, J.P.; Kaše, R.; Dries, N.; Dysvik, A.; Unite, J.A.; Adeleye, I.; Andresen, M.; Apospori, E.; Babalola, O.; Bagdadli, S.; et al. Here, there, & everywhere: Development and validation of a cross-culturally representative measure of subjective career success. J. Vocat. Behav. 2021, 130, 103612. [Google Scholar] [CrossRef]

	



De Vos, A.; Van der Heijden, B.I.J.M.; Akkermans, J. Sustainable careers: Towards a conceptual model. J. Vocat. Behav. 2020, 117, 103196. [Google Scholar] [CrossRef]

	



Wang, T.; Gao, D. How does psychological resilience influence subjective career success of Internet marketers in china? A moderated mediation model. Front. Psychol. 2022, 13, 921721. [Google Scholar] [CrossRef] [PubMed]

	



Gori, A.; Topino, E. Predisposition to Change Is Linked to Job Satisfaction: Assessing the Mediation Roles of Workplace Relation Civility and Insight. Int. J. Environ. Res. Public Health 2020, 17, 2141. [Google Scholar] [CrossRef]

	



Zaman, U.; Nawaz, S.; Javed, A.; Rasul, T. Having a whale of a time: Linking self-determination theory (SDT), job characteristics model (JCM) and motivation to the joy of gig work. Cogent Bus. Manag. 2020, 7, 1807707. [Google Scholar] [CrossRef]

	



Shirmohammadi, M.; Chan Au, W.; Beigi, M. Antecedents and Outcomes of Work-Life Balance While Working from Home: A Review of the Research Conducted During the COVID-19 Pandemic. Hum. Resour. Dev. Rev. 2022, 21, 473–516. [Google Scholar] [CrossRef]

	



Pico-Saltos, R.; Bravo-Montero, L.; Montalván-Burbano, N.; Garzás, J.; Redchuk, A. Career Success in University Graduates: Evidence from an Ecuadorian Study in Los Ríos Province. Sustainability 2021, 13, 9337. [Google Scholar] [CrossRef]

	



Spurk, D.; Straub, C. Flexible employment relationships and careers in times of the COVID-19 pandemic. J. Vocat. Behav. 2020, 119, 103435. [Google Scholar] [CrossRef]

	



Mousa, M.; Chaouali, W. Job crafting, meaningfulness and affective commitment by gig workers towards crowdsourcing platforms. Pers. Rev. 2023, 52, 1597–1611. [Google Scholar] [CrossRef]

	



Wiener, M.; Cram, W.A.; Benlian, A. Algorithmic control and gig workers: A legitimacy perspective of Uber drivers. Eur. J. Inf. Syst. 2023, 32, 485–507. [Google Scholar] [CrossRef]

	



Pereira, V.; Behl, A.; Jayawardena, N.; Laker, B.; Dwivedi, Y.K.; Bhardwaj, S. The art of gamifying digital gig workers: A theoretical assessment of evaluating engagement and motivation. Prod. Plan. Control 2023, 160, 113739. [Google Scholar] [CrossRef]

	



Myhill, K.; Richards, J.; Sang, K. Job quality, fair work and gig work: The lived experience of gig workers. Int. J. Hum. Resour. Manag. 2021, 32, 4110–4135. [Google Scholar] [CrossRef]

	



Bunjak, A.; Černe, M.; Popovič, A. Absorbed in technology but digitally overloaded: Interplay effects on gig workers’ burnout and creativity. Inf. Manag. 2021, 58, 103533. [Google Scholar] [CrossRef]

	



Seema; Choudhary, V.; Saini, G. Effect of Job Satisfaction on Moonlighting Intentions: Mediating Effect of Organizational Commitment. Eur. Res. Manag. Bus. Econ. 2021, 27, 100137. [Google Scholar] [CrossRef]

	



Veldsman, D.; van der Merwe, M. Promises in action: The role of employer brand, employee value proposition and employee experience in delivering on psychological contract expectations. EWOP Pract. 2022, 16, 14–44. Available online: https://openjournals.ugent.be/ewopinpractice/article/id/87160/ (accessed on 10 May 2023). [CrossRef]

	



Agarwal, A.; Jha, A.K.; Jagasia, J. She has got a gig: Affordances of on-demand work apps for marginalised women enduring time scarcity. Behav. Inf. Technol. 2023, 1–16. [Google Scholar] [CrossRef]

	



Philip, J.; Davis, M.A. Presenting Amazon’s Mechanical Turk as more than just a data sample–A study of MTurker experiences. Irish J. Manag. 2020, 39, 85–98. [Google Scholar] [CrossRef]

	



Manelkar, K.A.; Iyer, R.; Gupta, K.; Sampat, B. A relationship between perceived investment in temporary employee development and organizational performance: An empirical study. J. Organ. Eff. People Perform. 2023, 10, 265–292. [Google Scholar] [CrossRef]

	



Sharma, V.; Bray, K.; Kumar, N.; Grinter, R.E. It Takes (at least) Two: The Work to Make Romance Work. In Proceedings of the 2023 CHI Conference on Human Factors in Computing Systems, Hamburg, Germany, 23–28 April 2023; pp. 1–17. [Google Scholar] [CrossRef]

	



Sharma, V.; Mishra, V.; Uppal, N. Support to sin: A moderated mediation model of perceived organizational support’s effect on unethical pro-organizational behavior among Indian nationals. Int. J. Manpow. 2023, 44, 484–502. [Google Scholar] [CrossRef]

	



Brislin, R.W. Cross-Cultural Research Methods. Environ. Cult. 1980, 4, 47–82. [Google Scholar] [CrossRef]

	



Ballesteros, L.; Croft, W.B. Resolving ambiguity for cross-language retrieval. In SIGIR Forum (ACM Special Interest Group on Information Retrieval); ACM: New York, NY, USA, 1998; pp. 64–71. [Google Scholar]

	



Chang, S.J.; Van Witteloostuijn, A.; Eden, L. From the Editors: Common method variance in international business research. J. Int. Bus. Stud. 2010, 41, 178–184. [Google Scholar] [CrossRef]

	



Lindell, M.K.; Whitney, D.J. Accounting for common method variance in cross-sectional research designs. J. Appl. Psychol. 2001, 86, 114–121. [Google Scholar] [CrossRef]

	



Brayfield, A.H.; Rothe, H.F. An index of job satisfaction. J. Appl. Psychol. 1951, 35, 307–311. [Google Scholar] [CrossRef]

	



Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach; Guilford Press: New York, NY, USA, 2013. [Google Scholar]

	



Baron, R.M.; Kenny, D.A. The moderator-mediator variable distinction in social psychological research: Conceptual, strategic, and statistical considerations. J. Pers. Soc. Psychol. 1986, 51, 1173–1182. [Google Scholar] [CrossRef]

	



MacKinnon, D.P.; Lockwood, C.M.; Hoffman, J.M.; West, S.G.; Sheets, V. A comparison of methods to test mediation and other intervening variable effects. Psychol. Methods 2002, 7, 83–104. [Google Scholar] [CrossRef]

	



Hayes, A.F. Beyond Baron and Kenny: Statistical Mediation Analysis in the New Millennium. Commun. Monogr. 2009, 76, 408–420. [Google Scholar] [CrossRef]

	



Edwards, J.R.; Lambert, L.S. Methods for integrating moderation and mediation: A general analytical framework using moderated path analysis. Psychol. Methods 2007, 12, 1–22. [Google Scholar] [CrossRef]

	



Preacher, K.J.; Rucker, D.D.; Hayes, A.F. Addressing Moderated Mediation Hypotheses: Theory, Methods, and Prescriptions. Multivariate Behav. Res. 2007, 42, 185–227. [Google Scholar] [CrossRef]

	



Hair, J.F.; Babin, B.J.; Anderson, R.E.; Black, W.C. Multivariate Data Analysis, 8th ed.; Cengage India: Delhi, India, 2018. [Google Scholar]

	



Fabrigar, L.R.; MacCallum, R.C.; Wegener, D.T.; Strahan, E.J. Evaluating the use of exploratory factor analysis in psychological research. Psychol. Methods 1999, 4, 272–299. [Google Scholar] [CrossRef]

	



Nelson, G.; Monson, M.J.; Adibifar, K. The gig economy comes to academia: Job satisfaction among adjunct faculty. Cogent Educ. 2020, 7, 1786338. [Google Scholar] [CrossRef]

	



Mousa, M.; Chaouali, W.; Mahmood, M. The Inclusion of Gig Employees and their Career Satisfaction: Do Individual and Collaborative Job Crafting Play a Role? Public Organ. Rev. 2023, 23, 1055–1068. [Google Scholar] [CrossRef]

	



Abdullateef, S.T.; Musa Alsheikh, R.; Khalifa Ibrahim Mohammed, B. Making Saudi vision 2030 a reality through educational transformation at the university level. Labour Ind. 2023, 33, 225–240. [Google Scholar] [CrossRef]

	



Connelly, C.E.; Fieseler, C.; Černe, M.; Giessner, S.R.; Wong, S.I. Working in the digitized economy: HRM theory & practice. Hum. Resour. Manag. Rev. 2021, 31, 100762. [Google Scholar] [CrossRef]

	



Mahato, M.; Kumar, N.; Jena, L.K. Re-thinking gig economy in conventional workforce post-COVID-19: A blended approach for upholding fair balance. J. Work. Manag. 2021, 13, 261–276. [Google Scholar] [CrossRef]

	



Kozlenkova, I.V.; Lee, J.-Y.; Xiang, D.; Palmatier, R.W. Sharing economy: International marketing strategies. J. Int. Bus. Stud. 2021, 52, 1445–1473. [Google Scholar] [CrossRef]

	



Alshareef, N.; Tunio, M.N. Role of Leadership in Adoption of Blockchain Technology in Small and Medium Enterprises in Saudi Arabia. Front. Psychol. 2022, 13, 911432. Available online: https://www.frontiersin.org/articles/10.3389/fpsyg.2022.911432 (accessed on 10 May 2023). [CrossRef] [PubMed]

	



Karaca-Atik, A.; Meeuwisse, M.; Gorgievski, M.; Smeets, G. Uncovering important 21st-century skills for sustainable career development of social sciences graduates: A systematic review. Educ. Res. Rev. 2023, 39, 100528. [Google Scholar] [CrossRef]

	



Kwon, K.; Kim, T. An integrative literature review of employee engagement and innovative behavior: Revisiting the JD-R model. Hum. Resour. Manag. Rev. 2020, 30, 100704. [Google Scholar] [CrossRef]

	



Meijerink, J.; Keegan, A. Conceptualizing human resource management in the gig economy. J. Manag. Psychol. 2019, 34, 214–232. [Google Scholar] [CrossRef]

	



Mayrhofer, W.; Gooderham, P.N.; Brewster, C. Context and HRM: Theory, Evidence, and Proposals. In Comparative Human Resource Management: Contextual Insights from an International Research Collaboration; Morley, M.J., Heraty, N., Eds.; Routledge: London, UK, 2021; pp. 15–31. [Google Scholar] [CrossRef]

	



Castaño, A.M.; Fontanil, Y.; García-Izquierdo, A.L. “Why Can’t I Become a Manager?”—A Systematic Review of Gender Stereotypes and Organizational Discrimination. Int. J. Environ. Res. Public Health 2019, 16, 1813. [Google Scholar] [CrossRef] [PubMed]

	



Kost, D.; Fieseler, C.; Wong, S.I. Boundaryless careers in the gig economy: An oxymoron? Hum. Resour. Manag. J. 2020, 30, 100–113. [Google Scholar] [CrossRef]

	



Emerson, R.W. Convenience Sampling Revisited: Embracing Its Limitations Through Thoughtful Study Design. J. Vis. Impair. Blind. 2021, 115, 76–77. [Google Scholar] [CrossRef]

	



Dalati, S.; Marx Gómez, J. Surveys and Questionnaires. In Modernizing the Academic Teaching and Research Environment: Methodologies and Cases in Business Research; Marx Gómez, J., Mouselli, S., Eds.; Springer International Publishing: Cham, Switzerland, 2018; pp. 175–186. [Google Scholar] [CrossRef]

	



Allan, G. Qualitative Research. In Handbook for Research Students in the Social Sciences; Allan, G., Skinner, C., Eds.; Routledge: London, UK, 2020; pp. 177–189. [Google Scholar] [CrossRef]

	



Hossain, M. Sharing economy: A comprehensive literature review. Int. J. Hosp. Manag. 2020, 87, 102470. [Google Scholar] [CrossRef]








[image: Sustainability 15 16406 g001] 





Figure 1. The theoretical model. 
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Table 1. Participants’ characteristics.
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Variable

	
Characteristic

	
Frequency

	
%






	
Gender

	
Male

	
184

	
53.5




	
Female

	
160

	
46.5




	
Age

	
18–25

	
260

	
75.6




	
26–35

	
26

	
7.6




	
36–45

	
56

	
16.3




	
45+

	
2

	
6




	
Educational Level

	
High school

	
76

	
22.1




	
Diploma

	
26

	
7.6




	
Bachelor

	
198

	
57.6




	
Master

	
28

	
8.1




	
Ph.D

	
16

	
4.7




	
Job Type

	
IT and Design

	
56

	
16.3




	
Media and Communications

	
92

	
26.7




	
Marketing, Business, and Logistic Services

	
120

	
34.9




	
Literary Arts

	
24

	
7.0




	
Research and Analysis

	
22

	
6.4




	
Other Specialized Services

	
30

	
8.7








N = 344.













 





Table 2. Factor loadings of exploratory factor analysis.
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	Items
	Platform’s HR Practices
	Carrer Sustainability
	Job Satisfaction





	HR1
	0.773
	
	



	HR2
	0.873
	
	



	HR3
	0.795
	
	



	HR4
	0.767
	
	



	HR5
	0.685
	
	



	CS1
	
	0.758
	



	CS2
	
	0.804
	



	CS3
	
	0.794
	



	CS4
	
	0.697
	



	JS1
	
	
	0.723



	JS2
	
	
	0.865



	JS3
	
	
	0.871



	Reliability Coefficient
	0.864
	0.815
	0.888



	Eigenvalue
	5.362
	1.989
	1.136



	% of Variance
	44.685%
	16.573%
	9.465%










 





Table 3. Descriptive statistics and correlation matrix for the study variables.
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	M
	SD
	Platforms’ HR Practices
	Career Sustainability
	Job Satisfaction





	Platforms’ HR Practices
	3.705
	0.993
	
	
	



	Career Sustainability
	4.297
	0.706
	0.342 **
	
	



	Job Satisfaction
	4.097
	0.978
	0.502 **
	0.544 **
	



	Gender
	1.47
	0.500
	0.038
	−0.004
	0.007







** Correlation is significant at the 0.01 level (2-tailed).













 





Table 4. Testing mediating effect.
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Predictor

	
Model 1 (JS)

	
Model 2 (CS)

	
Model 3 (CS)




	
β

	
t

	
β

	
t

	
β

	
t






	
Constant

	
2.264

	
12.811 ***

	
2.583

	
17.208 ***

	
3.396

	
24.503 ***




	
PHRP

	
0.495

	
10.738 ***

	
0.066

	
1.764 *

	
0.243

	
6.729 ***




	
JS

	

	
0.359

	
9.484 ***

	




	
Gender

	

	
0.015

	
−0.234

	




	
R2

	
0.252

	
0.302

	
0.117




	
F

	
115.302 ***

	
49.005 ***

	
45.281 ***








Note. PHRP: Platforms’ HR practices; JS: Job satisfaction; CS: Career sustainability; Model 1 represents the relationship between PHRP and JS; Model 2 depicts the combined effect of PHRP and JS on CS; Model 3 illustrates the overall influence of PHRP on CS without considering the mediator; Coefficient (β) represents the standardized regression weight for each predictor; t-value and F-value are used to determine the statistical significance: * p < 0.05, *** p < 0.001.













 





Table 5. Testing moderating effects.






Table 5. Testing moderating effects.





	
Predictor

	
Model 1

	
Model 2

	
Model 3

	
Model 4




	
β

	
t

	
β

	
t

	
β

	
t

	
β

	
t






	
Constant

	
3.035

	
7.654

	
3.087

	
7.818

	
2.843

	
6.912

	
3.129

	
7.776




	
PHRP

	
0.378

	
3.621

	
0.377

	
3.611

	
0.399

	
3.839

	
0.396

	
3.587




	
Moderator

	
−0.023

	
−0.825

	
−0.078

	
−1.363

	
−0181

	
−1.382

	
−0.263

	
−2.195




	
PHRP*Moderator

	
0.008

	
0.348

	
0.001

	
0.045

	
0.027

	
0.761

	
0.024

	
0.712




	
R2

	
0.322

	
0.323

	
0.262

	
0.321




	
F

	
53.198 ***

	
52.955 ***

	
40.159 ***

	
53.577 ***








Note. PHRP: Platforms’ HR practices; Model 1 uses age as the moderator; Model 2 uses gender as the moderator; Model 3 uses educational level as the moderator; Model 4 uses job type as the moderator; coefficient (β) represents the standardized regression weight for each predictor; t-value and F-value are used to determine the statistical significance: *** p < 0.001.
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