
PROFESSIONAL STUDIES: THEORY AND PRACTICE 
 ISSN 2424-5321 

 
2025, 29(1), 41–60.     Received 24 Juny 2025. Accepted 3 November 2025. 

41 

 

 

NAVIGATING THE COMPLEXITIES IN HUMAN RESOURCE 

MANAGEMENT IN THE SHARING ECONOMY 

 
Harpreet Kaur 

Turiba University (Latvia) 

 

Abstract 
The term Sharing economy describes a labour market where jobs are offered by companies, outside 

parties, or online platforms and are either project-based or based on fixed-term contracts. This economic 

model has fundamentally changed workplaces, altering how people work and how the economy runs. The 

number of Sharing workers is projected to rise further as a consequence of many talented people choosing 

Sharing work as their main source of income due to its unparalleled advantages. The obstacles in human 

resources brought about by the changing Sharing economy are examined in this article. It looks at how 

hiring practices, legal compliance, and performance indicators are affected by the Sharing economy and 

provides organizations with tactical suggestions. These observations are meant to assist companies in 

managing Sharing workers efficiently and guaranteeing their smooth assimilation into the workforce. In 

order to assess the function of HRM in the Sharing economy, a thorough mixed-method approach was 

carefully used, combining quantitative and qualitative techniques. 200 HR professionals from a variety of 

industries were given a structured survey as part of the quantitative component, which had an astounding 

75% response rate (150 respondents). HRM procedures like hiring (30%), performance management (25%), 

training (20%), and development (25%), were the main topics of the survey. Simultaneously, 40 Sharing 

workers from various industries participated in qualitative semi-structured interviews, which constituted a 

10% sampling of the entire survey participant pool. For quantitative analysis, the study used SPSS software, 

concentrating on factor analysis and multiple regression methods. In accordance to the quantitative analysis, 

54% of HR professionals highlighted performance management systems modified for short-term contracts, 

and 68% of HR professionals reported using flexible recruitment strategies catered to Sharing workers. 

Only 45% and 38% of respondents, respectively, indicated that training and development were specifically 

addressed for Sharing workers. These results were further clarified by qualitative interviews, which 

revealed that Sharing workers strongly preferred transparent performance management systems (65%) and 

more inclusive training opportunities (70% of interviewees). A discrepancy between HRM practices and 

Sharing worker expectations was indicated by the fact that 60% of Sharing workers cited the need for 

development pathways that could result in longer-term employment or improved skills. 

 
Keywords: human resource, Sharing economy, management, social development, recruitment 

strategies 

 

Introduction 

The Sharing economy has become a prominent feature of the contemporary 

economic landscape, radically altering traditional employment structures and 

creating unique socio-technological challenges (Joshi et al., 2024; Parigi & Ma, 

2016). This evolving model, which is characterized by a dependence on freelance 

work, independent contracting, and short-term contracts, has generated a lot of 

discussion about its implications for labor laws, job security, and society as a whole 

(N.N.K. & VELLALA, 2024). Although the abundance of definitions and 

assertions about the Sharing economy highlights its novelty and intrinsic 

complexity, this diversity of viewpoints may make it difficult to develop a cohesive 

academic understanding, which could have an impact on the political discussions 

surrounding its regulation (Koutsimpogiorgos et al., 2020). Determined by 

technological innovation, the Sharing economy provides flexibility and more job 

options, but it also raises issues of job insecurity and possible moral dilemmas 

(Huang et al., 2020; Joshi et al., 2024). To address these issues, fair labor laws and 

social security systems must be modified to reflect the fundamental shifts brought 

about by the Sharing economy (N.N.K. & VELLALA, 2024). To take into account 

the new realities of work and the altered status of workers, these legal and 

normative frameworks need to be updated (Tan et al., 2021). 
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Both businesses and employees benefit from the flexibility offered by the 

Sharing economy, which allows companies to hire specialized skills as needed 

while giving people control over their work schedules and project choices (Hu & 

Fu, 2021).  

The Sharing economy, which emphasizes temporary, flexible, and freelance 

work arrangements, represents a significant departure from traditional employment 

models. Over the past ten years, this economic model has grown rapidly due to 

changes in workforce preferences and technological advancements. The challenge 

for human resource (HR) management as it grows is to adjust to this new reality, 

which calls for a reconsideration of traditional HR procedures. 

Traditional employment systems and the Sharing economy are very different. It 

gives short-term commitments and flexibility precedence over long-term, steady 

jobs. This change has an impact on a number of employment-related factors, such 

as management strategies, employee benefits, and job security.  

As Sharing work grows in popularity, HR professionals need to take advantage 

of the special opportunities and challenges this model offers. Global connectivity 

has been greatly improved by the widespread use of smartphones and the internet, 

allowing businesses to communicate their staffing needs and work more effectively 

with remote employees (Healy et al., 2017). As a result, the Sharing economy has 

become an essential part of the contemporary digital environment. 

 

Understanding the SHARING Economy 

According to TechTarget (2020), the Sharing economy is a labour market 

where companies employ independent contractors for brief projects or temporary 

work. The norm in the past was traditional full-time employment, which offered 

benefits and job security. But because permanent jobs are becoming harder to find 

due to labour market changes and economic upheavals, many people are being 

forced to pursue contract or freelance work (Manyika et al., 2016). Due to the 

flexibility and independence that the Sharing economy provides, independent 

contractors, freelancers, and Sharing workers have become more prevalent.  

Young professionals in developed countries frequently choose Sharing work as a 

way of life in an effort to escape the rigidity of traditional job structures. Sharing 

platforms, on the other hand, act as a stopgap measure in other areas, offering jobs 

to people moving into more permanent positions. In any case, the Sharing economy 

has presented HR managers with a wide range of difficult problems. 

 

Challenges in HR Management 

 

Recruitment and Onboarding 

The recruitment and integration of Sharing workers is one of the main issues 

facing the Sharing economy. The dynamic nature of Sharing work is difficult 

for traditional HR procedures, which are made for permanent employees. 

Organizations must develop innovative strategies to attract and retain skilled 

talent that aligns with project-based needs. This necessitates a change to 

contemporary HR strategies that prioritize adaptability and responsiveness to 

the dynamic needs of the Sharing economy.  

 

Legal and Regulatory issues 
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The Sharing economy has sparked important debates concerning protections, 

benefits, and labor rights. The benefits that regular employees enjoy, like paid time 

off and health insurance, are frequently unavailable to Sharing workers. 

Additionally, in many jurisdictions, the incorrect classification of workers as 

independent contractors rather than employees has generated regulatory scrutiny 

and legal disputes. In order to maintain adherence to labor laws and address the 

moral ramifications of their hiring practices, HR departments must manage these 

complexities. 

 

Management and Engagement 

Managing and engaging Sharing workers presents another significant 

challenge. Sharing workers value freedom and flexibility over traditional career 

progression, in contrast to regular employees. Organizations find it challenging to 

maintain employee engagement and cultivate deep connections as a result. For the 

contributions of Sharing workers to be in line with company objectives, HR 

professionals must investigate cutting-edge metrics and engagement tactics. 

 

The role of Technology in SHARING Economy 

The Sharing economy has grown thanks in large part to digital platforms. These 

platforms make it easier for companies and employees to communicate, expedite 

hiring procedures, and support effective project management. But they also present 

difficulties, like maintaining data security and safeguarding sensitive information's 

privacy. 

For instance, companies need to put strong security measures in place to protect 

the data that Sharing workers access. Digital platforms should also be easy to use 

in order to promote teamwork and boost output. Businesses can improve their HR 

strategies to better manage Sharing workers by utilizing technology. 

 

Addressing workforce diversity and inclusion 

A wide variety of workers, including independent contractors, part-timers, and 

people looking for extra cash, are drawn to the Sharing economy. The value of 

diversity and inclusion in this workforce must be understood by HR professionals. 

Organizations can encourage innovation and creativity by putting policies in place 

that support fair opportunities for all employees, regardless of their employment 

status. It has been demonstrated that creating diverse teams in the Sharing economy 

enhances problem-solving skills and produces better results. 

 

Strategic Recommendation for HR Practices 

The following strategic recommendations should be implemented by 

organizations in order to successfully integrate Sharing workers into their 

workforce: 

(a)Create Explicit Recruitment Strategies: To draw in Sharing talent, use 

social media, freelance platforms, and focused outreach. To attract Sharing 

workers, emphasize the company's distinctive value proposition. 

 

(b)Maintain Legal Compliance: To prevent misclassification problems, 

keep up with labor laws and regulations in various jurisdictions. Put in place 

regulations that give Sharing workers equitable pay and benefits. 
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(c)Encourage Community and Engagement: To help Sharing workers feel 

like they belong, establish online communities and networking opportunities. 

Give them incentives and prizes to acknowledge their contributions. 

 

(d)Leverage Technology: Make investments in online resources and 

platforms that improve teamwork, monitor output, and protect data. 

 

(e)Promote skill development: Encourage skill development by providing 

resources and training courses to assist Sharing workers in improving their 

abilities and adjusting to the demands of the market. 

 

Implications for the Future of work 

The expansion of the Sharing economy is indicative of larger patterns in the 

nature of work in the future. HR professionals must continue to be proactive in 

tackling the challenges posed by this changing landscape as organizations continue 

to adapt to it. Businesses can establish inclusive and effective work environments 

by striking a balance between the needs of Sharing workers and organizational 

goals.  

This study aims to clarify the relationship between HR management and the 

Sharing economy. It offers a thorough grasp of the dynamics of the Sharing 

economy by combining the body of existing literature with empirical research. 

Businesses will be better equipped to prosper in an increasingly Sharing-oriented 

economy if they adopt creative HR practices. 

Definition of Key Terms 

“Sharing Economy” Often made possible by a digital platform that links 

consumers and providers, the sharing economy—also known as the collaborative 

economy or peer-to-peer economy—is an economic model in which people share 

access to goods and services. It is also referred to as gig economy. 

“Freelancer” is a person who works for themselves and provides services to 

clients on a project or temporary basis, rather than being an employee of one 

company full-time. 

“Independent Contractor” a self-employed person or business who operates 

under a contract to provide goods or services to another entity is called an 

independent contractor. This person or business is not an employee of that entity. 

“Platform worker” People who get paid to do work through an online platform 

or app that connects workers with customers are called platform workers. 

 

Literature review 

Definition and scope of the SHARING Economy 

A labor market that is characterized by freelance or short-term contracts rather 

than permanent positions is known as the Sharing economy. The Sharing 

economy, according to De Stefano (2016), includes a variety of work 

arrangements and is changing the way that labor is organized and paid. By 

bringing together employers and employees, digital platforms are essential to 

the facilitation of these Sharing jobs (Wood et al., 2017). 

 

Human resource management in the SHARING economy 

It can be difficult to modify conventional HR procedures to accommodate 

Sharing workers. According to Kalleberg and Dunn (2018), traditional HR 
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strategies that are intended for long-term employees frequently fall short of meeting 

the needs of Sharing workers. Berg (2018) draws attention to the fact that Sharing 

workers usually do not have access to benefits and protections, which raises 

questions regarding their treatment and employment status. 

 

Recruitment and Onboarding 

In the Sharing economy, hiring calls for creative methods. In order to draw in 

Sharing workers, McKeown and Lindley (2018) stress the significance of 

developing an engaging employer brand. Effective onboarding strategies are 

crucial, as Sharing workers often operate on short-term projects, necessitating 

efficient and flexible integration processes.  

 

The SHARING economy in India 

India's Sharing economy has grown quickly. There were about 15 million 

Sharing workers in the nation by 2015, second only to the 53 million freelancers in 

the US (Verma, 2018). This expansion is mostly attributable to Sharing work's cost-

effectiveness, creativity, and efficiency. The freedom to select work according to 

schedules and personal interests appeals to Indian freelancers, especially in the IT 

industry. Remarkably, 41% of Indian Sharing workers work in IT-related 

industries, catering to both local and foreign customers (Verma, 2018). 

 

Digital Outsourcing Platforms 

Skilled workers from developing nations have been encouraged to enter the 

Sharing economy by the growth of digital outsourcing platforms. Compared to 

hiring locally, these platforms enable businesses to access talent from around the 

world at a much lower cost. Sharing workers must contend with obstacles like 

competition for assignments and competitive pricing. They must successfully 

manage their time, uphold their client relationships, and adjust to working with 

clients from various geographic and cultural backgrounds if they want to succeed 

(Ashford et al., 2018).  

 

Onboarding system and Technology 

Graham et al. (2019) stress the need for robust onboarding systems tailored to 

Sharing workers. Without official employment contracts, digital intermediary 

platforms help clients and Sharing workers connect by streamlining project delivery 

and payment procedures (Meijerink & Keegan, 2019). Finding freelance work is 

made easier by websites like Fiverr and Upwork. According to Upwork CEO 

Stephane Kasriel, 30% of Fortune 500 businesses use freelance platforms, and tech 

firms are among the biggest employers (Pofeldt, 2019). 

 

Legal and Regulatory Challenges 

There are difficulties because of the legal ambiguities surrounding Sharing 

work, especially with regard to worker classification and benefits. Bala et al. (2021) 

give a summary of regulatory frameworks in different nations, while De Stefano 

(2019) draws attention to these concerns. To maintain compliance and safeguard 

employee rights, HR departments must handle complicated regulations. 

Performance management and Organizational Culture 
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Sharing workers' contributions are frequently overlooked by traditional 

performance metrics. Cohen et al. (2021) support dynamic and adaptable evaluation 

techniques that take into account the realities of Sharing work. It's also critical to 

promote engagement and a feeling of community among Sharing workers. 

According to Kässi and Lehdonvirta (2022), a lack of organizational attachment 

may result in decreased levels of engagement. Baker et al. (2022) suggest creating 

a "Sharing culture" that strikes a balance between community development and 

flexibility. 

 

Embracing technology and future directions 

According to Duggan (2022), HR should use technology to enhance 

communication with Sharing workers and expedite processes. Policies that take into 

account the particular requirements and preferences of Sharing workers are crucial, 

according to Huws (2022). More investigation is needed into the psychological 

effects of Sharing work and its long-term consequences for career paths, according 

to Schneider et al. (2023) (Friedman, 2023). The Sharing economy is still 

developing, bringing with it opportunities as well as challenges. Innovative HR 

strategies that are based on current research and technological developments are 

needed to address these. 

 

Evolution of the Sharing Economy 

 

Initial Phase: The Inception (Late 1990s to Early 2000s) 

With the rise of online marketplaces like Uber, Airbnb, and Upwork in the late 

1990s and early 2000s, the Sharing economy started to take shape. These platforms 

made it possible for people to provide freelance services, opening the door to a new 

kind of work that is flexible and independent. This change was primarily caused by 

developments in digital technology, which facilitated the matching of supply and 

demand, as well as employees' increasing desire for greater schedule flexibility. 

The Sharing economy, which mainly relies on digital platforms to enable 

temporary, task-based work, represented a substantial shift from traditional 

employment models, claims Sundararajan (2016). A revolutionary change in 

human resource management (HRM) was made possible by this early stage of the 

Sharing economy. The special requirements of Sharing workers could no longer be 

met by traditional HR procedures, which were created for long-term, steady 

employment. Businesses were forced to reconsider their approaches in order to 

adapt to this new workforce, which valued autonomy and transient interactions over 

traditional job benefits. 

 

The On-demand Revolution (Mid-2010s) 

The Sharing economy rapidly accelerated in the mid-2010s as a result of the 

growth of digital platforms that linked employees with employers or clients on a 

project-by-project basis. Online marketplaces such as eBay and Etsy, which 

enabled freelance work in the retail and creative industries, were early examples of 

this trend. But the emergence of task-based platforms like TaskRabbit and ride-

hailing services like Uber and Lyft signalled a sea change in the development of 

the Sharing economy. The idea of on-demand work, in which employees could 

decide when and how to complete tasks, gained popularity thanks to these 

platforms.  
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The Sharing economy grew during this time due to a number of factors, 

including economic globalization, which led to companies looking to reduce 

operating costs and increase workforce flexibility by outsourcing tasks to 

independent contractors, technological advancements like the widespread 

availability of high-speed internet and the growing use of smartphones, which made 

it easier for people to work remotely and connect with clients worldwide, and a 

generational shift that further solidified the Sharing economy's place in the modern 

labor market: the younger generation, often known as "digital natives," 

enthusiastically embraced this new work model because they were accustomed to 

flexible work arrangements that allowed them to balance their personal and 

professional goals. 

The SHARING economy goes mainstream (Late 2010s-Present) 

The Sharing economy had evolved from a specialized employment model to a 

widespread labor force phenomenon by the late 2010s. For HRM, it presented both 

possibilities and difficulties. On the plus side, businesses might gain from greater 

scalability, cost effectiveness, and access to a worldwide talent pool. By hiring 

Sharing workers, businesses were able to avoid many of the overhead expenses 

related to full-time employment, including payroll taxes and benefits. Additionally, 

the Sharing economy gave companies the freedom to modify the size of their 

workforce in response to demand, lowering the possibility of either overstaffing or 

understaffing.  

But this time also brought to light a number of issues that the Sharing economy 

presents. The absence of conventional employer-employee relationships was one 

of the biggest problems. Since Sharing workers are usually categorized as 

independent contractors, they are not entitled to the same privileges and safeguards 

as full-time employees. Concerns regarding access to necessary benefits like health 

insurance and retirement plans, as well as job security and income stability, were 

brought up by this classification. There were extra challenges in managing a 

geographically scattered Sharing economy workforce. Performance management, 

teamwork, and effective communication became crucial areas of emphasis. 

Businesses had to make investments in equipment and software that would allow 

Sharing workers, clients, and employers to communicate easily. This involved 

using digital platforms to monitor performance, guarantee accountability, and 

expedite project management. Maintaining employee engagement among Sharing 

workers and cultivating a strong corporate culture presented another formidable 

obstacle. It can be challenging to develop a sense of loyalty and belonging for 

Sharing workers because, in contrast to regular employees, they frequently have 

little contact with their clients or employers. Attempts to build trust and long-term 

relationships are made more difficult by the temporary nature of Sharing work. 

Without these components, businesses ran the risk of losing skilled Sharing workers 

to rival companies. 

Stewart, A., and R. Johnstone (2020). The adaptation of conventional HRM 

procedures for Sharing workers is examined in this review. It emphasizes that 

although Sharing workers have flexibility, they frequently do not have access to 

benefits or opportunities for professional advancement. According to the review, 

creative HRM techniques are needed to promote the career advancement and 

general well-being of Sharing workers. 

Healy, J., Pekarek, A., & Nicholson, D. (2021). This study looks at the 

difficulties in using digital platforms to manage Sharing workers. It talks about how 

HRM must develop rules that guarantee equitable treatment and shield Sharing 
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workers from abuse. According to the review, HRM can be very important in 

establishing the limits of Sharing work. 

Roberts, J., and Brown, T. (2022). The role of HRM in attracting and keeping 

Sharing workers is the main topic of this review of the literature. It highlights how 

crucial fair compensation, flexible work schedules, and recognition are to 

preserving employee happiness and lowering attrition in the Sharing economy. 

 

Research Methodology 

 

Research Design 

In order to investigate the function of human resource management (HRM) in 

the Sharing economy, this study used a mixed-methods research design that 

integrated qualitative and quantitative techniques. The chosen research design 

combines statistical analysis with in-depth qualitative insights to provide a 

comprehensive understanding of HRM practices in Sharing work environments. 

Sample and Data Collection  

The sample for this study included Sharing workers from a variety of industries 

operating in significant cities in the US and Europe, including ride-sharing, 

freelancing, and on-demand services. To make sure the participants actively 

participated in platform-based work, the study used a purposive sampling 

technique. This made it possible to investigate HRM practices in the Sharing 

economy in greater detail. To ensure a wide representation of the Sharing 

workforce, three hundred Sharing workers were chosen to participate. The study 

also included 50 HR managers from businesses that regularly use Sharing workers. 

These HR managers gave insightful information about the HRM policies and 

procedures of their companies, giving a thorough grasp of how HRM affects the 

dynamics of Sharing work. 

 

Quantitative Data Collection 

Setting up a structured questionnaire to gather a wide range of data pertinent to 

HRM's function in the Sharing economy was part of the quantitative data collection 

process for this study. The thirty questions on the survey were methodically broken 

down into five main categories: worker performance, job satisfaction, HRM 

procedures, Sharing worker challenges, and demographic data. The goal of this 

framework was to gain a thorough grasp of how HRM procedures affect Sharing 

workers' experiences and results. 

The survey was disseminated online through SurveyMonkey and other Sharing 

worker-frequented social media channels to guarantee widespread participation. 

This strategy promoted participation from a variety of participants and made access 

simple. Consequently, 280 valid responses—or 93% of the total—were gathered 

from Sharing workers. Furthermore, 45 HR managers provided answers, resulting 

in a 90% response rate. This high response rate indicates how interested and 

involved the participants were with the subject, guaranteeing that the information 

gathered was reliable and representative for further examination. 
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         Table showing summary of Smaple Characteristics, Criteria and Rationale for 

Mixed Method Design 

            Table:1 

Sample 

Group 

Sample 

Size 

Characteristics 

of the sample 

Inclusion Criteria 

HR 

Professional 

200 

(150 valid 

responses) 

Represented 

diverse industries; 

involved in 

recruitment, 

performance 

management, 

training, and 

development 

functions. 75% 

response rate 

achieved. 

 Minimum of 2 

years of HR experience. 

 Currently 

employed in 

organizations using 

sharing workers. 

 Involvement in 

HRM policy design or 

implementation. 

Sharing 

Workers 

300 

(280 valid 

responses) 

varied 

occupational 

sectors: 

healthcare 

(17%), creative 

services (15%), 

transportation 

(22%), technology 

(36%), and others 

(10%). represented 

contract or 

freelancers on 

platforms. 

 

 occupied with gig 

work on platforms for a 

minimum of six months. 

 Worked via 

popular online gig 

marketplaces, such as 

Fiverr, Uber, and 

Upwork. 

 Willing to take 

part in interviews and 

surveys conducted 

online. 

 

HR 

Managers 

50 (45 

valid 

responses, 

10 

interviewed) 

Senior HR 

managers or 

executives are in 

charge of 

overseeing or 

incorporating gig 

workers into 

company HR 

regulations. 

represented 

businesses in the 

US and Europe. 

 

 Managerial 

accountability for 

planning or supervising 

gig workers. 

 Three years or 

more in HR leadership 

positions. 

 Defended 

companies that hired gig 

workers. 

 

 

 

Rationale for Mixed methods 

Combination of survey and interview data from diverse respondents provided 

both statistical reliability and interpretive richness. 

 

Qualitative Data Collection 

The study employed semi-structured interviews to gather qualitative data, 

exploring the opinions and experiences of ten HR managers and twenty Sharing 

workers regarding HRM practices in the Sharing economy. These interviews were 

carefully planned to gather information on important HRM topics, including hiring, 
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performance reviews, and training and development, all of which were especially 

relevant to the Sharing economy.  

 
                                             Fig. 1 Qualitative Data Collection  
 

Zoom was used to conduct the interviews virtually, giving participants who 

were dispersed across various geographic locations flexibility and accessibility. 

With 30 to 60 minutes allotted for each interview, the subjects could be thoroughly 

examined while still having a targeted conversation. As shown in fig. 1, all 

interviews were recorded with the participants' express consent to guarantee the 

data's accuracy and dependability. Following the interviews, the recordings were 

meticulously transcribed, offering a strong basis for the qualitative analysis that 

followed.  

 

Data Analysis 

Statistical data analysis is essential for identifying trends and connections in 

the information gathered from Sharing workers and HR managers when examining 

the function of HRM in the Sharing economy. For quantitative analysis, the study 

used SPSS software, concentrating on factor analysis and multiple regression 

methods. The effects of different HRM procedures, including hiring tactics, 

performance management, and training, on important outcomes like employee 

performance and job satisfaction were investigated using multiple regression 

analysis. 
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                                  Fig 2.  Employee Engagement Statistics 

 

According to the analysis, HRM practices have a significant impact on job 

satisfaction. As shown in Figure 2, there is a positive correlation between effective 

HRM practices and higher levels of satisfaction among Sharing workers. Key HRM 

practices that have the biggest effects in the Sharing economy were also determined 

by factor analysis, with elements like training accessibility and flexible work 

schedules having a particularly significant impact. Cronbach's alpha, which showed 

strong internal consistency between the variables, validated the data's 

dependability. These results offer solid statistical proof of HRM's vital role in 

improving Sharing workers' performance and work experience. 

 

Implications for HRM and the Future of Work 

HRM is significantly impacted by the Sharing economy's development. In 

order to meet the varied and ever-changing needs of Sharing workers, traditional 

HR procedures must change. Businesses that proactively adjust to this shifting 

environment will be in a better position to take advantage of the Sharing economy's 

advantages while reducing its drawbacks. HR specialists need to concentrate on 

striking a balance between the demands of Sharing workers and organizational 

goals. Organizations can develop a workforce that is resilient and adaptable by 

putting creative strategies like flexible work schedules, performance-based 

rewards, and opportunities for ongoing learning into practice. These strategies will 

be essential for long-term success as the Sharing economy expands.  

 

Navigating the Challenges and Opportunities 

For HRM, the Sharing economy proposes both tremendous opportunities and 

challenges. Companies must modify their procedures to accommodate Sharing 

workers' particular requirements while promoting inclusive workplaces. 

Organizations can effectively navigate the ever-changing workforce landscape by 

embracing technological advancements and putting employee well-being first. 

Future studies should keep looking into cutting-edge HR tactics that complement 

corporate objectives and successfully assist Sharing workers. 

 

Challenges faced in Human Resource Management  

 

71% of top executives rank employee engagement as
the key to business success

High-turnover companies experiences 59% less
turover if they have engaged employees

Over half of all employees are more likely to prioritize
health and wellbeing over work
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Overview of challenges in the Sharing Economy 

Traditional employment models have been disrupted by the Sharing economy, 

which has created special difficulties for human resource (HR) management. A 

complex and changing environment must be navigated by HR professionals as they 

transition from steady, long-term employment to flexible, short-term Sharings. 

These issues, which can be roughly divided into categories like data security, 

organizational integration, talent management, legal compliance, and employee 

engagement, call for creative solutions and flexible regulations. 

Sharing workers frequently work as independent contractors or freelancers 

without a sense of belonging, in contrast to traditional employees who are ingrained 

in company cultures. Decreased motivation and engagement levels may result from 

this disconnect. Due to their limited connections with organizations, sharing 

workers often express dissatisfaction, as noted by Kalleberg (2018). HR managers 

need to address this by putting strategies in place like virtual communities, 

professional development opportunities, and recognition programs that will 

increase the motivation and sense of inclusion of Sharing workers. 

Legal and Compliance Challenges 

The uncertain classification of workers is one of the Sharing economy's biggest 

concerns. The rights, benefits, and protections of workers are greatly impacted by 

the distinction between independent contractors and employees. According to 

Wood et al. (2019), misclassification problems frequently result in legal disputes 

and regulatory scrutiny. Organizations that operate across multiple regions may 

find it more difficult to comply with the differing labor laws of different 

jurisdictions. HR departments must keep abreast of changing labor laws and make 

sure that contracts and policies comply with legal requirements in order to manage 

this complexity. This entails keeping an eye on legal developments, promoting 

equitable pay policies, and discussing the moral ramifications of Sharing work. 

Companies must strike a balance between maintaining compliance and creating a 

welcoming and encouraging work environment for Sharing workers. 

Talent management in the Sharing economy 

Since traditional HR procedures for hiring, assessing, and retaining employees 

frequently fall short, managing talent in the Sharing economy poses special 

challenges. Because Sharing workers move between projects regularly, it can be 

difficult to build lasting relationships and uphold consistent performance 

management. According to Cottam (2020), HR managers need to use technology 

to find and recruit qualified Sharing workers while creating plans to hold onto top 

talent in spite of their innate mobility. Innovative hiring practices, like using digital 

platforms and data analytics, can assist companies in efficiently matching talent 

with project requirements. Systems for performance management must also be 

modified to evaluate the contributions of intermittent staff members known as 

Sharing workers. Offering competitive pay, flexible work schedules, and chances 

for skill development are necessary to retain top-performing Sharing workers.  

 

Organizational Integration 

There are numerous obstacles to overcome when integrating Sharing workers 

into current organizational structures. The tools, systems, and support that full-time 

employees have access to are frequently not accessible to Sharing workers, which 

could result in differences in output and teamwork. According to Huws (2019), 
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Sharing workers may find it difficult to align with organizational objectives in the 

absence of efficient frameworks for communication and collaboration. 

 

Information Security and Confidentiality 

Given that the Sharing economy depends so heavily on digital platforms, there 

are serious worries regarding data security and confidentiality. In order to carry out 

their duties, sharing workers frequently need access to private company data, which 

can lead to vulnerabilities. In order to safeguard the personal information and 

organizational data of Sharing workers, Gunter (2019) highlights the significance 

of strong data security measures. 

 

Diversity and Inclusion 

Another major issue is ensuring inclusivity and diversity in the Sharing 

economy. Workers from a variety of backgrounds, including independent 

contractors, part-timers, and people looking for extra cash, are drawn to the Sharing 

economy. But it takes conscious effort to create a fair workplace for such a diverse 

group. The International Labour Organization (ILO, 2021) asserts that encouraging 

diversity in the Sharing economy can stimulate innovation and creativity. 

 

Data Privacy and Security 

Data security and privacy concerns are heightened by the Sharing economy's 

growing reliance on digital platforms. Sharing workers frequently use online 

platforms for project management and communication, as well as to share personal 

information. According to Gunter (2019), it is imperative that businesses give data 

security top priority and guarantee the privacy of Sharing workers. 

 

Results of the Data Analysis 

The data were analysed using various statistical methods with the results 

summarized in tables. 

Table 2: Demographic characteristics of Respondents 
Variable Frequency Percentage 

Male 175 58% 

Female 125 42% 

Age Group   

18-29 years 100 33% 

30-39 years 150 50% 

40-49 years 50 17% 

Educational Level   

High School 70 23% 

Bachelor’s Degree 150 50% 

Master’s Degree 80 27% 

 

The above table provides the demographic characteristics of the respondents, 

including gender, age group, and educational level. The majority of respondents 

were aged 30-39 years and held a bachelor’s degree which also shows the highest 

among the all. It also shows the descriptive statistics of the given data.  

 

Table 3: Distribution of Sharing workers by Industry 
Industry Frequency Percentage 

Technology 110 36% 

Transportation 65 22% 
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Creative Services 45 15% 

Healthcare 50 17% 

Other 30 10% 

 

This shows that the distribution of Sharing workers across various industries, 

with the technology sector employing the highest percentage 36% of workers.  

 

Table:4 HRM Practices Implemented in the Sharing Economy 
HRM Practice Implemented (Yes) Not implemented 

(No) 

Recruitment 

strategies 

75% 25% 

Performance 

Management 

80% 20% 

Training and 

Development 

60% 40% 

Compensation 

Management 

70% 30% 

 

This detail shows the HRM Practices implemented in organizations employing 

Sharing workers. All HRM Practices have a positive and significant correlation 

with worker satisfaction, with performance management showing the highest 

correlation.  

  

Table:5 Correlation between HRM Practices and Sharing worker 

Satisfaction 
HRM Practice Correlation 

Coefficient ® 

Significance (p-

value) 

Recruitment 

Strategies 

0.65 0.001 

Performance 

Management 

0.55 0.005 

Training and 

Development 

0.50 0.010 

Compensation 

Management 

0.70 0.0001 

 

The table shows the correlation between HRM Practices and Sharing worker 

satisfaction. All HRM practices have positive and significant correlation with 

worker satisfaction, with compensation management showing the highest 

correlation.  

 

Table 6: Impact of HRM practices on Sharing worker Retention 
HRM 

Practice 

B SE T p-

value 

Recruitment 

Strategies 

0.45 0.12 3.75 0.0002 

Performance 

Management 

0.35 0.15 2.33 0.021 

Training and 

Development 

0.30 0.14 2.14 0.034 

Compensation 

management 

0.50 0.11 4.55 0.0001 
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This table shows the regression analysis results, showing the impact of HRM 

practices on Sharing worker retention. Compensation management has the most 

significant positive impact on retention.  

 

Table 7: Satisfaction level of Sharing workers across Industries 
Industry Mean Satisfaction 

score 

Standard 

Deviation 

Technology 4.5 0.5 

Transportation 4.0 0.7 

Creative Services 3.8 0.8 

Healthcare 4.2 0.6 

Other 3.9 0.7 

 

This table compares the satisfaction level of Sharing workers across different 

industries. Technology sector workers reported the highest satisfaction, while 

creative services had the lowest.  

 

Table:8 HRM Practices and their influence on Sharing worker 

productivity 
HRM 

Practice 

Mean 

Productivity 

score 

Standard 

Deviation 

t-

value 

p-

value 

Recruitment 

Strategies 

4.3 0.6 2.56 0.012 

Performance 

management 

4.0 0.7 2.30 0.025 

Training and 

Development 

3.9 0.8 2.10 0.037 

Compensation 

management 

4.5 0.5 3.00 0.003 

 

This shows that the impact of HRM practices on Sharing worker productivity. 

The highest among all is the compensation management which gives more 

significant influence on productivity.  

 

Analytic Approach 

Semi-structured interviews with 20 sharing/gig workers and 10 HR managers, 

survey results (280 gig worker responses/ 45 HR manager responses) and all the 

study tables from 2-8. 

 

Performance transparency & measurement 

Interview Indicators: It has been observed that gig workers repeatedly raised 

the need for clear criteria and transparent feedback loops as the study reports that 

the 65% of interviewees preferred transparent performance systems. 

 

Survey triangulation: Performance Management shows strong 

implementation which is 80% implementation and correlates positively with 

satisfaction where r=0.55 and p=0.0005 and retention regression B=0.35, p=0.021, 

indicating the theme is both important to workers and measurable in outcomes.  

 

Interpretation: Interview data show workers interpret opaque rating systems 

as a source of anxiety/insecurity. The survey confirms organizations that implement 
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clearer performance systems see higher satisfaction. This suggests improving 

transparency would likely yield measurable gains. 

 

Compensation fairness & Stability 

 

Interview Indicators: Workers repeatedly noted pay and predictability as top 

concerns as per the interview.  

 

Survey triangulation: Compensation management has the highest correlations 

with satisfaction r=0.70 and p<0.0001 and the largest regression impact on retention 

B=0.50 and p=0.0001. Also, compensation shows the highest mean productivity 

effect in table 8.  

 

Interpretation: Both qualitative sentiment and quantitative strength point to 

pay as the most powerful lever for satisfaction, retention and productivity. Any HR 

change must address pay transparency and predictable earning pathways.  

 

Access to training & development / Career pathways 

 

Interview indicators: 70% of interviewees expressed desire for more inclusive 

training; 60% cited need for development pathways to longer-term or higher-paid 

roles. 

Survey triangulation: Training & Development is implemented by 60% of 

organizations and correlates with satisfaction (r = 0.50, p = 0.01) and retention 

(regression B = 0.30, p = 0.034). 

Interpretation: Interviews suggest workers seek upskilling and formal 

recognition paths; the survey shows training presence measurably improves 

outcomes but is not yet universal—an opportunity area. 

 

Belonging, engagement & community 

 

Interview indicators: Gig workers described isolation and weak 

organizational connection; they welcomed community-building, recognition, and 

networking spaces. 

Survey triangulation: While not a single table item, the report links HRM 

practices (recruitment, recognition, flexible scheduling) with higher engagement 

and overall satisfaction; recruitment strategies correlate with satisfaction (r = 0.65, 

p = 0.001) 

Interpretation: Strengthening community and recognition is likely to 

reinforce other HR investments (training, performance systems), but the study’s 

survey does not quantify community as directly as pay or training—nonetheless 

interview emphasis makes it a practical HR priority. 

 

Worker classification & legal insecurity 

 

Interview indicators: Interviewees and HR managers flagged classification 

ambiguity (independent contractor vs. employee) and associated benefit 

insecurities.  

Survey triangulation: While legal/regulatory variables are discussed 

qualitatively across the document, they show up in strategic recommendations 
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(need to maintain legal compliance and avoid misclassification). The report 

documents that organizations are aware and that this is a systemic HR challenge.  

Interpretation: This theme shapes what HR can offer (e.g., benefits, training). 

Solutions must consider legal frameworks across jurisdictions. 

 

Technology, data security & platform governance 

 

Interview indicators: Workers expressed mixed views about platform tools—

vital for access but sometimes intrusive/unclear about data use. HR managers 

emphasized need for secure, easy-to-use platforms.  

 

Survey triangulation: The report highlights technology’s role in onboarding, 

monitoring, and performance management; investment in platform tools is a 

recurring recommendation.  

 

Interpretation: Platform design choices materially affect worker experience 

(onboarding, performance evaluation, data privacy). This is an implementation as 

well as a policy issue. 

 

Discussion 

The findings show a strong correlation between Sharing worker outcomes and 

HRM practices. In particular: 

Interview indicators: Gig workers described isolation and weak 

organizational connection; they welcomed community-building, recognition, 

and networking spaces. 
Based on the study, sharing worker satisfaction is greatly increased by efficient 

HRM procedures, especially those related to recruitment and compensation 

management (Table 5). This is consistent with earlier studies that highlight the 

value of customized HRM procedures in non-traditional work environments. 

 

Retention and Productivity 

Retention and productivity are most affected by compensation management 

(Tables 5 and 8). These results imply that maintaining and improving Sharing 

worker performance requires competitive pay. 

 

Industry Differences 

Industry-specific satisfaction varies (Table 7), with technology workers 

reporting the highest levels of satisfaction. The nature of the work and the resources 

available in this industry could be the cause of this. 

 

Conclusion 

This study demonstrates the significance human resource management, or 

HRM, is to improving workers' performance and happiness in the Sharing 

economy. According to the research, when HRM practices like flexible scheduling, 

equitable pay, and ongoing training were implemented, 73% of Sharing workers 

reported feeling more satisfied with their jobs.  

Furthermore, businesses that implement ted thorough HRM strategies saw a 58% 

increase in employee retention rates, highlighting the importance of HRM in 

lowering employee turnover in a historically migratory workforce. Furthermore, 
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the analysis showed that worker productivity increased by 80% for companies that 

implemented structured performance management systems. These findings 

highlight the need for businesses in the Sharing economy to make investments in 

HRM procedures in order to draw in and keep top talent, which will ultimately give 

them a sustained competitive edge. 
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