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AMICUS CURIAE SOCIETY FOR HUMAN RESOURCE MANAGEMENT’S BRIEF IN 
SUPPORT OF PLAINTIFFS’ MOTION FOR SUMMARY JUDGMENT  

The Society for Human Resources Management (“SHRM”) files this brief as Amicus 

Curiae in support of the Plaintiffs’ motion for summary judgment. 

I. 

INTRODUCTION:  IDENTITY AND INTEREST OF AMICUS CURIAE 

As the trusted authority on all things work, SHRM is the foremost expert, researcher, 

advocate, and thought leader on issues and innovations impacting today’s evolving workplaces. 

With nearly 340,000 members in 180 countries, SHRM touches the lives of more than 362 million 

workers and their families globally. Our members understand that to recruit and retain top talent, 

organizations must offer myriad options that provide modern workers the autonomy they desire. 

To compete in the modern global work environment, providing independent work opportunities is 

not only valuable but also necessary. 

To these ends, SHRM opposes the U.S. Department of Labor’s (“DOL” or “Department”) 

2024 regulation entitled “Employee or Independent Contractor Classification Under the Fair Labor 

Standards Act,” which makes it more difficult to classify individuals as independent workers bY 

tipping the scale to such a degree so that all workers, regardless of whether traditionally viewed as 

employees or not, are now classified as employees. This hinders economic participation and 

growth. 

Given its unique workplace knowledge and its economic posture, SHRM has a significant 

and immediate interest in this litigation. SHRM represents professionals attuned to the “on-the-

ground” implications of agency rulemaking. More specifically, SHRM represents HR 

professionals who must engage with the contours — or lack thereof — of the new Rule to 

ultimately render impactful and complicated classification decisions. These decisions can lead to 

high-stakes litigation, so SHRM’s members — and indeed all economic stakeholders — benefit 

from a clear standard governing the classification of workers, such as that provided in the 2021 
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Rule; the unclear nature of the 2024 Rule, conversely, is detrimental to SHRM members simply 

doing their jobs. 

Not only does Amicus provide a unique point of view as an advocate for HR professionals, 

but the 2024 Rule also affects SHRM as an employer in its own right, as SHRM often uses the 

excellent work of independent contractors.  Therefore, SHRM — uniquely — both represents and 

is part of the regulated community. 

II. 

SUMMARY OF AMICUS 

Through this brief, SHRM will detail why the diverse organizations and companies SHRM 

represents agree this Court should grant the Coalition for Workforce Innovation (CWI’s) motion 

for summary judgment to reinstate the 2021 Rule. HR professionals are charged with numerous 

indispensable responsibilities, including — and most pertinent here — deciding whether a worker will 

be classified as an independent contractor or employee. In rendering such difficult decisions, the 

premium HR professionals place on the clarity and certainty of the rules governing these difficult 

decisions — as well as the import of the impacts that flow from these classification determinations — 

cannot be overstated.

SHRM supported the DOL’s previous regulation of Independent Contractor Status under 

the Fair Labor Standards Act (“FLSA”), published on January 7, 2021, because it drew clear 

corners to evaluate worker classification. By instructing courts on which predominant factors to 

focus, the previous rule provided clarity, certainty, and consistency. The 2024 Rule, unfortunately, 

does not provide the same certainty or clarity, but rather accomplishes the opposite: the balancing 

test established by the 2024 Rule is not only less certain than the 2021 Rule, but it is also less 

certain than the DOL Rule in place prior to the promulgation of the 2021 Rule. 

SHRM’s concerns with the 2024 Rule stem from the regulation’s failure to account for the 

increasingly complex, modern economy that necessitates independent work. Members of every 

generation are choosing independent work: nearly 50 percent of Generation Z and 44 percent of 
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Millennials engage in some form of independent work; yet, as described in more detail below, the 

2024 Rule favors an employee classification, even if the worker prefers independent work. 

SHRM’s apprehension stems from a concern that businesses will forgo providing 

independent workers with beneficial safety or anti-harassment training due to the risk of being 

deemed to have exerted too much control over these workers. In other words, the 2024 Rule 

disincentivizes employers from providing certain benefits and training out of fear of, e.g., class-

action lawsuits alleging misclassification of workers and the severe penalties that can accumulate 

from allegedly incorrect classifications. 

HR professionals used an abundance of resources to prepare to execute classification 

decisions under the 2021 Rule. Then, the DOL improperly withdrew the Rule before HR 

Professionals had the chance to engage with it and before the DOL could evaluate the Rule’s 

success. SHRM agrees with the Court’s earlier conclusion that the Rule’s withdrawal and 

replacement was arbitrary and capricious. 

Finally, in its press release announcing the effective date of the new rule, the DOL noted 

that it will “help employers and workers better understand when a worker qualifies as an 

employee” and “provides guidance on proper classification” by allegedly “restor[ing] the 

multifactor analysis used by courts for decades.” But that is simply not what the 2024 Rule 

accomplishes; in fact, it accomplishes the opposite.

In light of its representation of professionals who make classification decisions that bear 

serious legal implications, SHRM focuses its comments, for the most part, on the practical 

implications of the new rule, rather than the legal arguments addressed in other briefing, e.g., 

CWI’s. 

In addition to its representation of HR Professionals, SHRM also submits this amicus brief 

from its perspective as a member of the regulated community. Indeed, Like many organizations, 

SHRM leverages independent workers to obtain specific skills, talent and knowledge, that are not 

related to the day-to-day operations/functions of the organization but are an essential part of the 

success of the organization. The 2024 Rule threatens SHRM’s utilization of such specialized work. 
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III. 

BACKGROUND ON IMPORTANCE OF INDEPENDENT WORK 

A. Independent Work Is Here To Stay And Employers Need Consistent Rules 

From October 18, 2022, to November 1, 2022, SHRM conducted an electronic survey of 

956 randomly-sampled HR professionals from active SHRM members and 1,018 independent 

workers from a third-party online panel. See DOL Independent Contractor Ruling Survey Results 

(2022 Survey), attached as Exhibit (Ex.) A at pp. 1-2. SHRM specifically geared the 2022 Survey’s 

questions toward the DOL’s then-proposed, now-final “totality of circumstances” standard for 

classifying independent workers. The 2022 Survey found that nearly 75 percent of respondents’ 

organizations utilize independent workers. Id. Further, independent workers are most satisfied with 

the flexibility independent work offers, such as (a) the location(s) they can work, (b) their working 

schedules, (c) control in setting their schedules, and (d) choosing the type of work they perform. 

Additionally, SHRM conducted a survey of independent contractors, employees, 

managers, and HR professionals in April 2019 in collaboration with SAP Success Factors (2019 

White Paper) about independent contractor classification and the benefits of independent work for 

businesses and workers. Specifically, the research surveyed 940 independent contractors (external 

workers), 350 employees (internal workers), 424 managers who work with external workers, and 

1,175 HR professionals in a broad variety of sectors, industries, organizational sizes, and 

geographic areas in the United States.1See 2019  White Paper, attached as Exhibit B at pp. 6, 10-

12. The Paper found independent workers have a variety of reasons for engaging in external work. 

The most cited reasons for becoming an independent worker were “being able to set my own 

schedule” (49%), “choosing how many hours I work” (40%), and “choosing my work location” 

(33%). See id. at p. 18; see also Ex. A at pp. 10-11. In other words, workers choose independence 

because of its flexibility.

1Independent contractors, employees, and managers were sourced from National Opinion Research Center’s 
national representative AmeriSpeak® Panel. 
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The primary concern voiced by HR professionals is the need for clarity and specificity

around independent contractor classification. In 2019, nearly three-quarters of HR professionals 

reported they were somewhat concerned, concerned, or very concerned about the legal landscape 

of external work, with 11 percent reporting that they were very concerned. See Exhibit B at p. 39.2

When asked to identify the biggest issue or challenge they would like to see resolved related to 

external workers, many HR professionals cited legal ambiguity regarding the use and 

management of external workers as their greatest concern; the 2024 Rule embodies the same legal 

ambiguity our members are most concerned over. 

The 2021 Rule alleviated ambiguity concerns by restricting the classification test to focus 

initially on two core factors. However, the 2024 Rule offers a return to legal limbo for HR 

professionals. It is SHRM members, i.e., these HR professionals, who must render these decisions, 

and the 2024 Rule will, in most scenarios, require these decision-makers to have difficult 

conversations with workers who prefer independence that they must be categorized as employees. 

B. The Rule Dissuades Employers From Offering Training Or Benefits 

SHRM is concerned with an organization’s ability to assist not only employees of a given 

member company, but also any workers properly classified as independent contractors. Doing so 

ensures the success and well-being of all workers, employees, independent workers, and our 

nation’s economy as a whole. While many independent workers do not want the “employee” 

designation, and the lack of flexibility that classification entails, those same workers undoubtedly 

benefit from certain training and select benefits; however, the 2024 Rule hinders such progressive 

training and benefits.

2SHRM research has also found that businesses are spending nearly 44% of all workforce spending on external 
workers, that 65% of businesses “say the external workforce is important or very important to operating at full capacity 
to meet market demands,” and that 68% of businesses “say the external workforce is important or very important to 
developing or improving products and services.” (Ex. C at p. 4.) Likewise, Gallup found in a 2018 study that 36% of 
all U.S. workers participate in the so-called “gig economy” in some capacity, while finding that 29% of all U.S. 
workers have some sort of alternative work arrangement as their primary job, including a quarter of all full-time works 
and roughly half of all part-time workers. (Ex. D at p. 2.) In fall 2022, Morning Consult conducted a survey of 1251 
app-based workers to test their preferences as it relates to in-house work — the survey found that 77% of app-based 
drivers preferred maintaining the current model for classifying app-based workers. (Ex. E at p. 3.) 
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While more workers choose independence, the fear of misclassification may reduce3 their 

opportunity to receive helpful workplace training or benefits like paid sick leave or safety training. 

Only 17 percent of those workers surveyed in 2022 said they would not be interested in additional 

benefits, while 65 percent said they would. In fact, nearly two-thirds of independent workers 

indicated a slight interest in additional benefits, even if meant accepting a lower pay rate. SHRM 

suggests that the 2024 Rule should have clarified that businesses can offer training and benefits 

without disrupting the independent worker’s classification. 

C. The Rule Is Detrimental to SHRM as a Member of the Regulated 

Community 

As noted above, in order for SHRM to accomplish its purposes of representing HR 

Professionals and supporting all workers, regardless of classification, it must utilize independent 

work that is not necessarily in direct relation to the day-to-day operations of the organization, but 

the 2024 Rule could render these workers employees. Examples of such necessary functions 

include, but are not limited to: 

 Media/Audio-visual skills – SHRM has increased its public-facing profile, which 
requires more advanced media/audiovisual skills for webcasts, video messaging, 
and televised commercials. 

 Academic professions – As the trusted authority on all things work, SHRM 
leverages expertise from thought leaders on issues and innovations impacting 
today’s evolving workplaces, which includes academic professionals from the 
world’s leading institutions. 

 Events management expertise – as a global organization with nearly 340,000 
members in 180 countries, SHRM connects and educates its members through 
live and virtual conferences all over the United States and the world, e.g., this 
year SHRM’s Annual Conference & Expo will be held in Chicago; SHRM’s 
Tech24 Conference & Expo will be held in Hyderabad, India in May; and 
SHRM’s GGC HR Summit will be held in Dubai in June. Due to the geographic 
location of these conferences, SHRM leverages local skills and event 
management talent in an event’s specific location to ensure a successful and 
culturally-aligned conference. 

3See Pophal-Grensing, Lin, When Gig Workers Want Benefits, Should You Offer Them? July 25, 2019, available at 
https://www.shrm.org/topics-tools/news/benefits-compensation/gig-workers-want-benefits-offer. 
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The 2024 Rule upends SHRM’s classification of the 100 independent workers it currently utilizes. 

IV. 

ARGUMENT 

A. SHRM Supported The 2021 Rule’s Stable Interpretation 

The 2021 Rule recognized the longstanding significance of the economic realities test and 

that its elements date back to the United States Supreme Court’s decision in Rutherford Food Corp. 

v. McComb, 331 U.S. 722, 728 (1947) and the subsequent decision in Nationwide Mut. Ins. Co. v. 

Darden, 503 U.S. 318, 324-326 (1992), which together provided that the scope of employment 

under the FLSA is determined by the economic reality of the relationship at issue. The 2021 Rule 

addressed Judge Frank H. Easterbrook’s criticism that the economic realities test “is unsatisfactory 

both because it offers little guidance for future cases and because any balancing test begs 

questions about which aspects of ‘economic reality’ matter and why.” Sec. of Labor v. Lauritzen, 

835 F.2d 1529, 1539 (7th Cir. 1988) (Easterbrook, J. concurring) (emphasis added). 

By designating core factors for consideration, the 2021 Rule provided clear direction, 

permitting HR professionals to prioritize certain factors — the nature and degree of control over 

the work and the worker’s opportunity for profit or loss — when analyzing worker classifications. 

Indeed, the majority of HR professionals polled by SHRM in 2022 (61%) identified “[t]he nature 

and degree of control the worker has over the terms and conditions of their employment” as the 

most important factor in the classification analysis. This aligns with the 2021 Rule's focus on 

control as a core factor. Ex. A at p. 3. The 2021 rule was simply a better reflection of the kinds of 

guidance that HR professionals rendering these classification decisions need to perform their tasks 

with consistency.

The 2024 Rule provides none of the same certainty. Comprehensive consideration of the 

various factors set forth in the 2024 Rule requires HR professionals to speculate on how the DOL 

or a court may interpret each individual criterion ad hoc. This will inevitably result in 

inconsistencies in its application. The resulting confusion will lead to continued uncertainty for 

employers and workers. 
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Instead of promulgating a new and confusing rule, the DOL would have better served the 

economic stakeholders — including workers — by providing additional guidance on the 2021 Rule 

and by allowing HR professionals the time to analyze and engage with the 2021 Rule to determine 

whether a worker is or is not an employee. The withdrawal and replacement of the rule prior to 

permitting businesses to engage with the 2021 Rule and DOL to analyze the framework’s 

effectiveness was arbitrary and capricious. 

B. Withdrawal Of The 2021 Rule Was Arbitrary And Capricious 

The premature withdrawal of the 2021 Rule, which a Federal District Court in this district4

found violated the APA, extinguished DOL’s ability to evaluate the Rule’s impact on worker 

classification. The repeal of the 2021 Rule should be viewed as arbitrary and capricious because 

its prompt withdrawal precluded the DOL from developing any evidentiary support demonstrating 

alleged detrimental effects. 

Normally, an agency rule would be arbitrary and capricious if the agency has relied 
on factors which Congress has not intended it to consider, entirely failed to consider 
an important aspect of the problem, offered an explanation for its decision that runs 
counter to the evidence before the agency, or is so implausible that it could not be 
ascribed to a difference in view or the product of agency expertise. 

Motor Vehicle Mfrs. Ass’n of U.S., Inc. v. State Farm Mut. Auto. Ins. Co., 463 U.S. 29, 43, 103 S. 

Ct. 2856, 2867 (1983). There is no “evidence before the agency” on whether the 2021 Rule could 

succeed, so SHRM would be remiss if it did not mention that the rule’s withdrawal constitutes 

arbitrary and capricious agency action.  Id. 

C. Reality Should Supersede Theory 

The realities of independent work should supersede any theoretical construction of a rule 

governing worker classification. While basing its multi-factor test on the idea that it encompasses 

the totality of the circumstance, the on-the-ground realities of independent work are not captured 

4See  Coal. for Workforce Innovation v. Walsh (CWI), No. 1:21-CV-130, 2022 WL 1073346, at 
*19 (E.D. Tex. Mar. 14, 2022)(citation omitted), vacated as moot on other grounds, 22-40316 
(5th Cir. Feb. 21, 2024). 
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by the 2024 Rule’s formulation. For example, the 2024 Rule implies that unexecuted contractual 

rights may be more important than real-world practices, so even a theoretical job duty existing 

only on paper can lead to alleged misclassification.  

Consideration of the various factors in the 2024 Rule will require HR professionals to 

speculate on how the DOL or a court may interpret each individual criterion. Courts may be well 

situated to engage with numerous factors in a post hoc analysis of the matters before them, but the 

same is not true of our members, who must make daily and frequent forward-facing decisions on 

how to classify their workers. The 2024 Rule will result in HR professionals and business 

executives spending increased time and resources to classify workers while also resulting in 

potentially more worker misclassification of workers — a setback to inefficiency.

D. The DOL’s Discussion Of, Or “Guidance” On, The Various Factors 

Inappropriately Tilts the Analysis Toward Employee Classification. 

An objective reading of the 2024 Rule demonstrates that its purpose is to push more 

workers into the “employee” classification, even when that is not what workers want. The 2024 

Rule limits workers’ right to contract as they choose, even when there is evidentiary support to 

demonstrate that most independent contractors purposefully decide to engage in these 

relationships. See, e.g., Bureau of Labor Statistics, Contingent and Alternative Employment 

Arrangements News Release (May 2017) (“79 percent of independent contractors preferred their 

arrangement over a traditional job.”). 

1. Opportunity for Profit or Loss Depending on Managerial Skill 

The first factor in the 2024 Rule directs courts to consider the opportunity for profit or loss 

depending on managerial skill, which is to be considered equally alongside the other stated factors. 

The 2021 Rule appropriately designated this as one of two core factors. The prior formulation 

reflected the modern economy, in which many independent contractors perform knowledge-based 

jobs that require little investment in materials or equipment.
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DOL lists “facts” that “can be relevant” when considering this factor; these “facts” push 

toward classifying workers as employees and further confuse the classification analysis. The 

Agency identifies one such fact as “whether the worker makes decisions to hire others, purchase 

materials and equipment, and/or rent space.” 29 CFR 795.110(b)(1). Evaluating material purchases 

and the need for brick-and-mortar space does not account for the realities of the modern economy 

when workers can engage from anywhere across the globe with only a phone, tablet, or laptop.

Another fact DOL identifies is “whether the worker accepts or declines jobs or chooses the 

order and/or time in which the jobs are performed.” Id. The ability to determine whether, when, 

and where to work implies independence and should indicate a contractor relationship.  The 2024 

Rule confusingly suggests “[s]ome decisions by a worker that can affect the amount of pay that a 

worker receives, such as the decision to work more hours or take more jobs, generally do not reflect 

the exercise of managerial skill indicating independent contractor status under this factor.” Id. 

Managing the amount of work performed by determining the projects accepted and the time 

allotted to maximize profit inherently relates to the opportunity for profit and should warrant an 

independent contractor classification. Requiring our members to make classification decisions 

based on such vague and confusing factors is arbitrary and capricious.

The economic reality is that a worker who can profit by taking other jobs is more 

independent —and therefore less economically dependent on the employer — than an employee 

who cannot. The ability to make that choice should point to an independent relationship. However, 

the Department’s analysis under the 2024 Rule considers this fact to tip the scale toward classifying 

workers as employees.

2. Investments by the Worker and the Employer 

Investments were a sub-criterion of the opportunity for profit or loss factor under the 2021 

Rule. With this factor now considered separately, and on an equal analytical footing with other 

factors, DOL suggests that the tools necessary for workers to perform their jobs, including an 

owned or leased vehicle, do not constitute the kind of “capital or entrepreneurial” investments that 

“indicate independent contractor status.” 2024 Rule at 1676. 
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Further, the 2024 Rule explains “the worker’s investments should be considered on a 

relative basis with the employer’s investments in its overall business.” 29 CFR 795.110(b)(2). This 

interpretation is inconsistent with the Supreme Court’s interpretation of the investment factor in 

United States v. Silk, 331 U.S. 704, 716 (1947). When the Supreme Court first addressed the 

investment factor in United States v. Silk, it did so only by reference to the worker’s investment.331 

U.S. at 716.  Indeed, the Court addressed only the fact that workers “own[ed] their trucks” in its 

analysis, and it engaged in no inquiry as to the investments that the putative employer made in its 

own business. Id.  That, of course, makes sense, as a worker investing in his own equipment is, 

and should be, a sign of his economic independence. 

The 2024 Rule acknowledges that a worker’s investment need not be (and rarely ever is) 

of the same magnitude and scope as the employer’s investment. 2024 Rule at 1676-1677. This 

indicates — again — the rule’s predilection for finding an employer-employee relationship. If 

“worker’s investment[s are] . . . rarely of the same magnitude and scope as the employer’s,” id., 

then this factor skews toward employment during an analysis of worker classification.5

3. Degree of Permanence of the Work Relationship 

DOL’s current interpretation of the permanence of the work relationship factor does not 

speak to the independence or voluntariness of the business-worker relationship in any meaningful 

way. The 2024 Rule instead promotes instability in contracting.

A term of specific duration, whether or not it is continuous with other specific terms, is 

evidence of independence. A relationship of indefinite duration, however, does not exist simply 

because parties have continued to contract with each other over a series of defined terms. 

5SHRM notes that, based on the comments to the NRPM, the DOL “modified the last sentence of the proposed 
regulatory text for the investments factor to be two sentences, reading: ‘The worker’s investments need not be equal 
to the potential employer’s investments and should not be compared only in terms of the dollar values of investments 
or the sizes of the worker and the potential employer. Instead, the focus should be on comparing the investments to 
determine whether the worker is making similar types of investments as the potential employer (even if on a smaller 
scale) to suggest that the worker is operating independently, which would indicate independent contractor status.’” 
The DOL claims this “modification should address commenters’ concerns that the size of and/or dollar investments 
of the employer will determine the outcome when comparing the investments.” But the 2024 Rule still directs HR 
Professionals to consult the value of an employee’s investment versus the alleged employer, which will almost always 
point to an employee classification, once again  demonstrating the Rule’s predeliction for employee classifications. 
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Indefiniteness is determined by the absence of any term whatsoever. To this end, the 2024 Rule 

capriciously focuses on the length of the relationship in the discussion of the permanence factor. 

The 2024 Rule is also unclear on how courts should resolve the “permanence” issue when 

a worker and business have a seemingly continuous relationship but the work within that 

relationship is sporadic. Flexible work within a lengthy relationship is a sign of independence 

rather than dependence, but the 2024 Rule arbitrarily provides for the converse. The 2024 Rule’s 

focus on permanence undermines the public policy benefits of independent work. 

4. Nature and Degree of Control 

The 2024 Rule demotes the nature and degree of control exercised by the hiring entity – 

perhaps the most telling factor in evaluating worker classification  – from a core consideration of 

the 2021 Rule to equal footing with other previously subordinate factors. This is certain to lead to 

confusion. 

The 2024 Rule adopts an antiquated view of economic independence in its consideration 

of a worker’s ability to work for others under the control factor. The 2024 Rule suggests that a 

worker who “holds multiple lower-paying jobs for which they are dependent on each employer for 

work to earn a living” resembles an employee, whereas a worker who works multiple jobs “due to 

their business acumen and entrepreneurial skills” is more akin to an independent contractor. 2024 

Rule at 1704. 

However, low-wage earners may, in fact, gain independence by maintaining the flexibility 

to work with multiple hiring entities. Indeed, contract work may provide these workers with 

control over their schedules, offering the ability to maximize their earnings and better attend to 

their personal obligations. The 2024 Rule hinders that contractual freedom. 

The 2024 Rule improperly repudiates the 2021 Rule’s de-emphasis on whether a company 

requires a service provider to comply with legal and safety standards, to carry insurance, or to meet 

contractually agreed-upon deadlines or quality control standards.  2024 Rule at 1694 (“[A] 

potential employer’s control over compliance methods, safety, quality control, or contractual or 

customer service standards that goes beyond what is required by specific, applicable Federal, State, 
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Tribal, or local law or regulation may in some – but not all – cases be relevant to the analysis of a 

potential employer’s control if it is probative of a worker’s economic dependence.”). It makes little 

sense that a company paying for a specific service could not communicate its expectations to a 

service provider without running the risk of a misclassification finding. Moreover, requiring 

service providers to comply with legal and safety obligations, as well as to maintain insurance, is 

not a manifestation of control. 

Companies are obligated, legally as well as ethically, to maintain a safe working 

environment that ensures the health of their employees, their partners, and their customers. The 

2024 Rule will deter some companies from meeting their obligations in this respect by holding the 

specter of misclassification over their heads for simply trying to do right by the independent 

workers who make their businesses viable. While this consequence may have been unintended or 

unanticipated, it will impact businesses and workers in reality.

5. Integral Part of the Employer’s Business 

Employers and HR professionals were surprised by the inclusion of this factor in the 2022 

NPRM. The extent to which the work performed is an integral part of the hiring entity’s business 

is, for all intents and purposes, Prong B of the ABC test, which relevant DOL leaders6 have noted 

cannot be mandated without congressional action. 

The analysis accompanying the 2021 Rule deemed whether the work performed is integral 

to the hiring entity’s business to be a superfluous factor. 2024 Rule at 62253 n.432 (quoting Sec’y 

of Labor, U.S. Dep’t of Labor v. Lauritzen, 835 F.2d 1529 (7th Cir. 1987) (Easterbrook, J. 

concurring) (“[e]verything the employer does is ‘integral’ to its business – why else do it?”). The 

reason for this is plain. As a general rule, companies hesitate to engage workers to provide services 

that are not “critical, necessary, or central” to their businesses. The fact that a company has decided 

6At her appearance before the House Education and the Workforce Committee on May 31, 2023, acting Secretary of 
Labor Julie Su stated that “AB 5 is not federal law. It would only be federal law if Congress decides that it should 
be.” President Biden's then nominee for administrator of the U.S. Department of Labor's Wage and Hour Division, 
Jessica Looman, at a hearing before the Committee on Health, Education, Labor and Pension stated that “[t]he Wage 
and Hour Division and the Department of Labor do not have the authority to adopt by regulation the ABC test, 
unless it's changed by Congress.” 
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to allocate resources to pay for a worker’s services confirms the value of the worker’s services to 

the company. That is not necessarily indicative of employment status, however. 

Here, the 2024 Rule departs from years of precedent by shifting the focus of the 

classification determination from the extent to which a worker is actually integrated into a 

company’s business to the nature of the services performed by the worker. 

The U.S. Supreme Court’s decision in Rutherford is instructive. There, the Court held that 

meat boners at a meat processing plant were employees based not on the fact that their work was 

closely related to the company’s primary business, but rather because of “the circumstances of 

the whole activity.” Rutherford, 331 U.S. at 730-731. The evidence showed that the company 

closely supervised the boners, that the boners performed tasks in concert with the company’s 

employees, and that the boners utilized the company’s premises and equipment to perform their 

work. Id. In other words, the boners were so integrated into the company’s operations as to 

nullify their contractor designation. See id. The Rutherford Court focused on the fact that the 

boners’ services were intertwined with the company’s operations, not on the degree to which 

their services were related to the company’s ultimate profit-generating activities. 

HR professionals are well-equipped to assess the extent to which a worker is integrated 

into a company’s operations based on the common-sense framework set forth in Rutherford and 

its progeny, to which the 2021 Rule adhered. On the other hand, the 2024 Rule will require HR 

professionals to speculate as to whether a worker’s services are “critical, necessary, or central” to 

the business, regardless of the circumstances of the work being performed. It is not difficult to 

foresee that HR professionals, particularly those in large, multi-faceted organizations, will be 

bogged down in this assessment if the 2024 Rule remains law.

6. Skill and Initiative 

The 2024 Rule purports to convert a standard consideration utilized by myriad independent 

contractor classification tests – the degree of skill required by the work – into an assessment of a 

worker’s business acumen. This is not only a drastic departure from a well-settled standard, but it 
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also negates the 2024 Rule’s decree that a worker’s opportunity for profit or loss based on their 

managerial skill is relevant to their classification as an employee or an independent contractor. 

7. Additional Factors 

The 2024 Rule puts unknown “additional factors” on equal analytical footing as the other, 

more well-established factors – such as control. The inclusion of a catchall confirms the serious 

lack of clarity inherent to the 2024 Rule. See 2024 Rule at 1717 (“[T]o assign a predetermined and 

immutable weight to certain factors ignores the totality-of-the-circumstances, fact-specific nature 

of the inquiry that is intended to reach a multitude of employment relationships across occupations 

and industries and over time”). Providing such vague, ill- or un-defined “additional factors” equal 

weight as the more established criteria creates a greater risk of inconsistency in how the rule will 

be interpreted by SHRM’s members, other employers, enforcement agencies, and the courts. 

E. The 2024 Rule Is Less Certain Than The Pre-2021 Rule 

The 2024 Rule’s framework imposes an unweighted, vague, multi-factor balancing test that 

depends on the unlimited minutiae of individual circumstances, as well as the various 

interpretations of stakeholders from workers to businesses and from the DOL and to the courts. 

Even the standard effective prior to 2021 provided those tasked with rendering these decisions 

with better guidance and some clarity concerning the weight to be afforded each factor. 

Specifically, the 2024 Rule’s “totality of the circumstances” framework is even more 

uncertain than the “economic realities” framework of the rule prior to 2021. The 2024 Rule permits 

— even requires — broad consideration of multiple facts across indistinct factors without guidance 

on how that analysis should occur to appropriately identify and weigh each criterion in the final 

analysis. 

Prior to 2021, numerous courts provided guidance that certain economic realities factors 

are entitled to greater weight than others, including, specifically, the general right of control factor 

and the opportunity for profit or loss factor. See, e.g., Walsh v. Med. Staffing of Am., LLC, 580 F. 

Supp. 3d 216, 229 (E.D. Va. 2022) (“The degree of control a putative employer has over the way 

an alleged employee’s work is performed is the ‘most important factor’ in making this 
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determination.” (quoting Smith v. CSRA, 12 F.4th 396, 413 (4th Cir. 2021))); Brown v. BCG 

Attorney Search, No. 12 C 9596, 2013 WL 6096932, at *1 (N.D. Ill. Nov. 20, 2013) (“Although 

several factors are considered in determining whether an individual is an employee or an 

independent contractor, the employer’s right to control is the most important in making the 

distinction.”); Bureerong v. Uvawas, 922 F. Supp. 1450, 1469 (C.D. Cal. 1996) (“Ultimately 

Plaintiffs’ most important allegation is that Defendants ‘directly employed plaintiffs . . . and 

exercised meaningful control over the work performed.”). Under the 2024 Rule, conversely, every 

factor must be given equal weight, including the un-defined “additional factors.” 

V. 

CONCLUSION 

For the reasons set forth above, SHRM urges the Court to adopt the position advocated by 

CWI in the underlying litigation: That not only does the new rules violate the APA procedurally, 

but it is also substantively deficient. Additionally, the 2024 Rule, unlike the 2021 Rule, or even the 

standard prior to the promulgation of the 2021 Rule, leaves SHRM members in an analytical 

quagmire.  Instead of offering a rope to guide the necessary worker classification decision, the 

2024 Rule pushes the analysis further into uncertainty. 

DATED:  April 30, 2024 Respectfully submitted, 
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Methodology

HR Survey: The survey was fielded electronically to a random sample of HR professionals from the active 
SHRM membership from October 18, 2022 to November 1, 2022. In total, 956 members participated in 
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the survey. Academics, students, consultants, and retired HR professionals were excluded. Respondents 

represented organizations of all sizes in a wide variety of industries across the United States.  

For the purposes of this report, “small” organizations refer to those with fewer than 100 employees, 

“medium” organizations refer to those with 100-499 employees, and “large” organizations refer to those 

with 500+ employees. 

Independent Workers Survey: A sample of 1,018 U.S. independent workers was surveyed online from 

October 18 to October 22, 2022. Respondents were sourced from a third-party online panel. All 

respondents currently worked as an independent worker, including but not limited to those who 

perform independent and online contract work, service delivery contract work, subcontractor work, 

those who identify as “gig” workers, and temporary workers.  

HR Survey Results

Key Findings 

1. Most HR professionals don’t anticipate that the DOL’s “totality of circumstances” standard 

will have a large impact on their organization’s use of independent workers.

o Only 4% of HR professionals anticipate that the proposed “totality of the circumstances” 

standard will reduce their organization’s use of independent workers by “a lot.” Around 

1 in 4 (24%) anticipate it will reduce their use of these workers “somewhat.”

2. When determining how to classify their workers, HR professionals say their organization is 

more likely to rely on certain factors than others. 

o When determining how to classify workers, the top two factors organizations consider 

are the nature and degree of control the worker has over the terms and conditions of 

their employment (61%) and the degree of permanence of the work relationship (53%).

3. Nearly 3 in 5 (57%) organizations are sourcing independent workers through personal 

connections. The next most common method is to use several agencies (50%).

Over 1 in 3 (36%) HR professionals say their organization currently uses one or more 

independent worker(s) who previously performed the same work for their company as 

employees.

4. Nearly 2 in 3 (65%) organizations wouldn’t choose to offer benefits to their independent 

workers, even if offering those benefits didn’t risk these workers’ non-employee status. 

About the HR Respondents 

73% of respondents said their organizations utilize independent workers 

o Large organizations are more likely to utilize independent workers (84%) than medium 

organizations (73%) or small organizations (67%).

Among respondents whose organizations use independent workers, 48% were unsure whether 

their organization operates in a state that has enacted state-specific laws and/or regulations 

related to independent workers (25% said yes; 27% said no). 
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Nearly 4 in 5 HR professionals would describe their organization’s experience working with 
independent works as positive (55%) or very positive (24%). 

o 18% somewhat positive 
o 3% somewhat negative 
o <1% negative 
o 0% very negative 

What factors do organizations consider when classifying workers? 
When determining whether a worker should be classified as an employee or an independent 
worker, the top two factors organizations are most likely to consider are:

o The nature and degree of control the worker has over the terms and conditions of their 
employment (61%)

o The degree of permanence of the work relationship (53%)
o Other evaluation methods used:

The extent to which the work performed is an integral part of their 
organization’s business (39%)
The extent to which the work performed requires skill and initiative (34%)
The extent of relative investments by the worker and their organization (14%)
The worker’s opportunity for profit or less dependent on their managerial skill 
(10%)

How does HR think the “totality of circumstances” standard will impact their 

organization’s use of independent workers? 
Only 4% of HR professionals anticipate that the “totality of the circumstances” standard in the 
DOL’s newly proposed rule will reduce their organization’s use of independent workers by “a 
lot.” 

o 24% say it will impact their organization’s use of these workers "somewhat” 
o 40% say there “won’t be too much” of an impact 
o 32% say it won’t impact their organization’s use of these workers “at all” 

What types of independent workers do employers use most? 
o Independent contractor workers (68%) 

Workers who find customers or companies either online or in person who pay 
them directly to fulfill a contract or provide a product or service. Examples 
include an independent consultant or a freelance worker. 

Organizations in the professional, scientific, and technical services 
industry (80%) and the government and education industry (77%) are 
more likely to utilize independent contractor workers than organizations 
in other industries (66%). 

o Temporary workers (51%)
Workers are paid by a temporary service or staffing agency that contracts time 
out to other organizations to perform temporary tasks and jobs. Examples of 
work include manual labor, administrative tasks, and other activities that can be 
performed with little or no advanced training. 
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Organizations in the manufacturing industry (73%) are more likely to 
utilize temporary workers than organizations in other industries (48%). 

o Subcontractor workers (43%)
Workers are paid by a company that contracts services out to other 
organizations. Examples of work include security, landscaping, computer 
programming, construction, project management, or maintenance. 

Organizations in the construction industry (68%) are more likely to utilize 
subcontract workers than organizations in other industries (41%). 

o On-call contract workers (13%)
Workers who are paid for doing work where they are prequalified and placed in 
a pool of people who can be called “on an as needed basis” to cover specific 
work shifts or assignments. This may vary from working a few hours to working 
several days or weeks in a row. Examples include substitute teachers and 
construction workers supplied by a union hiring hall. 

o Service delivery contract workers (8%)
Workers who are paid for performing short in-person tasks or jobs for customers 
who they meet through a website or mobile app. Examples include the worker 
using their own car to drive people from one place to another, delivering 
something, or doing someone’s household tasks or errands. 

o Online task contract workers (7%)
Workers who are paid for doing tasks done entirely online and the companies 
they contract with coordinate payment for the work. Examples include 
transcribing information, completing surveys, or completing online personal 
assistant activities such as booking appointments. 

How do organizations source their independent workers? 
The most common ways organizations source independent workers are… 

o Through personal connections with independent workers (57%) 
o Through the use of several agencies (50%)

o Other methods: 
Utilizing web platforms that independent workers use to find work (13%) 
Outsourcing complete functions (11%) 
Through a single agency (10%) 

o Small organizations are more likely to source independent workers through personal 
connections with independent workers (74%) than medium organizations (54%) and 
large organizations (39%). 

o Large organizations are more likely to source independent workers through several 
agencies (71%) than medium organizations (53%) and small organizations (28%).

o Organizations in the professional, scientific, and technical services industry (68%) are 
more likely to source independent workers through personal connections with 
independent workers than organizations in other industries (54%).

Why do organizations use independent workers? 
The most common reasons why organizations use independent workers are… 

o To staff specific projects or initiatives (65%)
o To address seasonal or short-term needs (54%)

Case 1:21-cv-00130-MAC   Document 60-1   Filed 04/30/24   Page 5 of 9 PageID #:  1233



• 

o To access unique skill sets or experience that their employees don’t have 
(54%)

o Other reasons: 
To assess talent prior to hiring them as employees (25%) 
Independent workers are able to provide equipment that their 
organization doesn’t have access to in order to perform the services 
(17%) 
To save costs on talent (14%) 
The time to engagement from the first contact is much shorter for 
independent workers (9%) 

o Large organizations are more likely to use independent workers to address 
seasonal or short-term needs (66%) than medium (53%) and small (45%) 
organizations.

o Small organizations are more likely to use independent workers to access 
unique skill sets or experience that their employees don’t have (61%) than 
large organizations (49%).

o Large organizations are more likely to use independent workers to assess 
talent prior to hiring them as employees (31%) than small organizations 
(19%).

o Organizations in the administrative, support, and other services industry 
(81%) and government and education industry (74%) are more likely to use 
independent workers to staff specific projects and initiatives than 
organizations in other industries (64%).

o Organizations in the construction industry (34%) and the government and 
education industry (29%) are more likely to use independent contractors 
because they’re able to provide equipment that their organization doesn’t 
have access to than organizations in other industries (15%).

o Organizations in the manufacturing industry are more likely to use 
independent contractors to assess talent prior to hiring them as employees 
(47%) than organizations in other industries (21%).

o Organizations in the professional, scientific, and technical services industry 
are more likely to use independent workers to access unique skill sets or 
experience their employees don’t have (63%) than organizations in other 
industries (52%).

o Organizations in the retail, wholesale, and transportation and warehousing 
industries are more likely to use independent workers to address seasonal or 
short-term needs (71%) than organizations in other industries (53%).

35% of the organizations surveyed have entered an independent work arrangement 
because the individual(s) wanted the right to accept or reject opportunities based 
on their own schedule.

o Only 18% of organizations surveyed have entered an independent work 
arrangement because the individual(s) wanted to be paid outside the pay 
and benefit structure offered to employees

o Only 13% of the organizations surveyed have entered an independent work 
arrangement because the individual(s) wouldn’t accept an employment 
opportunity.

Case 1:21-cv-00130-MAC   Document 60-1   Filed 04/30/24   Page 6 of 9 PageID #:  1234



• 

• 

• 

• 

• 

• 

o 55% of the organizations surveyed have not entered into an independent 
work arrangement for any of these reasons.

Over 1 in 3 (36%) HR professionals say their organization currently uses one or more 
independent worker(s) who previously performed the same work for their company 
as employees.

o 54% say their organization does not currently employ an independent 
worker who previously performed the same work for them as an employee

o 10% were unsure

Why don’t some organizations use independent workers? 
Reasons why organizations don’t use independent workers 

1. We prefer to hire people as employees (60%) 
2. The nature of our work doesn’t allow us to use independent workers (39%)  
3. Hiring independent workers doesn’t fit into our organizations’ culture (26%) 
4. We’re concerned about legal risk or difficulty maintaining compliance (16%) 
5. We don’t have the resources to hire independent workers (3%) 
6. We don’t have a way to find independent workers (2%) 

Among HR professionals whose organizations don’t currently use independent workers, only 4%
say their organization “probably” or “definitely” plans to use independent workers in the future. 

o Probably or definitely will (4%) 
o Might or might not (28%) 
o Probably or definitely won’t (68%) 

About independent workers’ hours and pay rates 
Over 3 in 4 (77%) HR professionals say that, on average, the independent workers who provide 
services to their organization work 40 hours or less in a week; 6% say these workers work more 
than 40 hours in a week on average, and 17% were unsure. 

o 10 hours or less (20%) 
o 11-20 hours (16%) 
o 21-30 hours (12%) 
o 31-40 hours (29%) 
o More than 40 hours (6%) 
o Unsure (17%) 

69% of HR professionals say that their state’s or city’s minimum wage is higher than the current 
federal minimum wage of $7.25/hour.

o 92% of HR professionals in the West say that their state’s or city’s minimum wage is 
higher than the federal minimum wage of $7.25/hour versus 80% in the Northeast, 70% 
in the Midwest, and 49% in the South.

Among HR professionals who say their state’s or city’s minimum wage is higher than the federal 
minimum, 93% say independent workers who provide services to their organization are paid at 
or above their state or city’s minimum wage rate (Less than 1% say no; 6% are unsure).
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On average, approximately what rate are the independent workers who provide services to 
your organization paid for their work? 

o Less than $7.25/hour (0%) 
o $7.25/hour - $10.00/hour (0%) 

o $10.01/hour - $12.50/hour (1%) 

o $12.51/hour - $15.00/hour (4%) 

o $15.01/hour - $25.00/hour (15%) 

o $25.01/hour - $35.00/hour (11%) 

o $35.01/hour - $45.00/hour (9%) 

o $45.01/hour - $55.00/hour (8%) 

o More than $55.00/hour (25%) 

o Unsure (28%) 
HR professionals whose organizations operate in states or cities with a minimum 
wage higher than the current federal minimum wage of $7.25/hour are more 
likely to say the independent workers who provide services to their organization 
are paid more than $55/hour (28%) when compared to HR professionals whose 
organizations operate in states or cities where the minimum wage is $7.25/hour 
(19%).

HR professionals whose organizations are in the professional, scientific, and 
technical services industry are significantly more likely to say independent 
workers who provide services to their organization are paid more than $55/hour 
(52%) than HR professionals whose organizations are in other industries (19%).

HR professionals whose organizations are in the retail, wholesale, and 
transportation and warehousing industries (9% vs 26% all others), government 
and education industries (10% vs 28% all others), food, hospitality, and arts, 
entertainment, and recreation industries (10% vs 26% all others), and 
construction industry (12% vs 26% all others) are significantly less likely to say 
independent workers who provide services to their organization are paid more 
than $55/hour than HR professionals whose organizations are in other 
industries.

Are organizations willing to offer their independent workers benefits? 
When HR professionals were asked if their organization would be willing to offer independent 
workers certain benefits if it didn’t risk their status as non-employee workers, nearly 2 in 3 
(65%) said their organization would still not choose to do so. 

o 17% would be willing to provide access to wellness resources and services 
o 15% would be willing to offer paid vacations and holidays 
o 14% would be willing to offer paid sick time 
o 13% would be willing to offer healthcare benefits 
o 8% would be willing to offer company contributions to a retirement savings plan 
o 8% would be willing to offer paid time off to care for a loved one 
o 3% would be willing to offer tuition reimbursement 

42% of HR professionals say their organization provides training to their independent workers 
(47% do not, 11% were unsure).
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o Organizations in the manufacturing industry (63%) and healthcare and social assistance 
industry (57%) are more likely to provide training for their independent workers (63%) 
than organizations in other industries (39%). 

Among organizations that provide training to their independent workers, the most common 
types of training offered are…

o Orientation/onboarding training (59%) 
o Skill-based training (58%) 
o Compliance training (51%) 
o Other training types offered:

Occupational health and safety training (42%)
Anti-bias and diversity training (28%)
Leadership training (6%)

Only 12% of HR professionals say their organization offers professional development 
opportunities to their independent workers (75% say no, 13% were unsure).

Independent Worker Survey Results

Key Findings 

1. The Department of Labor’s (DOL) proposed rule would not deter many independent workers 
from continuing to perform independent work. In fact, many said it would make them more 
likely to continue working as an independent worker.  

o Nearly half of independent workers (45%) said the DOL’s proposed rule would make them 
more likely to continue working as an independent worker; 38% said it would have no 
impact, and only 10% said it would make them less likely to continue working as an 
independent worker. 

2. In support of the rule: Almost half of independent workers surveyed said they would be 
supportive or very supportive of the DOL’s proposed rule. Very few said they would be 
unsupportive or very unsupportive of the rule.  

o 44% of independent workers said they would be supportive or very supportive of the 
DOL’s proposed rule change. Only 9% said they would be unsupportive or very 
unsupportive of the DOL rule change.  

3. When asked how interested they would be in receiving access to benefits that employees 
receive from their organization in exchange for a lower pay rate, nearly two-thirds of 
independent workers said they would be at least slightly interested.

o 30% of independent workers said they would be very interested and 35% said they would 
be slightly interested in receiving access to benefits that employees receive from their 
organization in exchange for a lower pay rate (65% total who would be very or slightly 
interested). 17% of independent workers said they would not be interested at all.  

4. Independent workers rated health care, paid vacations and holidays, and contributions to a 
retirement savings plans as the benefits they felt were most important.  

o One-third of independent workers (33%) rate health care benefits as the most 
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Despite a common belief that workers engage in external work because they can't find anything 

better, external workers have a variety of motivations. Almost one in five workers in our study said 

Nearly one in five managers said that their organization was slightly effective or not at all effective 

at "attracting, sourcing, and selecting the right quantity and quality of external workers." One in five 

1. https://www.bls.gov/news.release/conemp.nr0.htm

2. Freelancing in America: 2018, Freelancer’s Union and Upwork, October 2018

3. The Gig Economy and Alternative Work Arrangements, Gallup, 2018

› The external workforce includes many different types of nontraditional work arrangements, including 

independent contractors, temporary workers, online task contract workers, freelancers, service 

delivery contract workers, on-call contract workers, subcontractor workers, and others.

› Various estimates suggest that 16.5 million1  to 56.7 million2 U.S. workers currently work outside of 

traditional employer-employee arrangements. More than a third have an external job as a primary or 

secondary job.3

›

they preferred external work, and 45% explained that they saw advantages in both types of work 

but just happened to be doing external work. The most commonly cited reasons for becoming an 

external worker were “being able to set my own schedule,” “choosing how many hours I work,” and 

“choosing my work location.”

› Broadly, internal employees working alongside external workers did not think that external workers 

had changed their work experience. Although they expressed a slightly elevated concern over job 

security, job satisfaction, and their company’s culture, they noted that working with external workers 

made their organization’s performance better. Managers felt that the effect of external workers on 

their internal employees was generally neutral but felt more strongly than internal employees that 

external workers led to greater gains in worker productivity and organizational performance.

› Managers and HR professionals both overestimated the extent to which the chance at an internal 

position or additional contract work motivated external workers, and somewhat underestimated 

external workers’ interest in bonus compensation for good work.

›

also felt that their organization was slightly or not at all effective at onboarding external workers.   

› Nearly nine in ten HR professionals agreed or strongly agreed that “external workers positively 

contribute to the business productivity of my organization.” Yet HR, as a group, is quite worried 

about the legal implications of external work. Nearly three-quarters of HR professionals reported 

some level of concern and one in ten was very concerned. 

Executive Insights

Executive Insights 3
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M 

of external workers and external work, and find opportunities for organizations to improve 

4. https://www.bls.gov/news.release/conemp.nr0.htm

5. Freelancing in America: 2018, Freelancer’s Union and Upwork, October 2018

6. The Gig Economy and Alternative Work Arrangements, Gallup, 2018

7. The Forces Reshaping How Work Gets Done, SAP Fieldglass/Oxford Economics, 2018

8 Freelancing in America: 2018, Freelancer’s Union and Upwork, October 2018; Agents of change: Independent workers are reshaping the 

workforce, Kelly Services, September 2015;The rise and nature of alternative work arrangement in the United States, 1995-2015, Katz & 

Krueger & Rand Corporation, March 2016; Independent Work: Choice, necessity and the gig economy, McKinsey Global Institute, October 

2016; The Gig Economy and Alternative Work Arrangements, Gallup, 2018; External Workforce Insights 2018: The Forces Reshaping How 

Work Gets Done, SAP Fieldglass/Oxford Economics, 2018

Introduction 4

Introduction

«½¸ ¸¿­ ¾»»² ©®·¬¬»² ¿¾±«¬ ¬¸» �¹·¹ »½±²±³§� ¿²¼ ¬¸» ½¸¿²¹·²¹ ©±®µ°´¿½» ±ª»® ¬¸» 

´¿­¬ º»© §»¿®­ò É¸·´» »­¬·³¿¬»­ ª¿®§ ¾®±¿¼´§ ¾¿­»¼ ±² ­¬«¼§ ³»¬¸±¼±´±¹§ô ­±³»©¸»®» 

¾»¬©»»² ïêòë ³·´´·±²  ¿²¼ ëêòé ³·´´·±²  ËòÍò ©±®µ»®­ ½«®®»²¬´§ ©±®µ ±«¬­·¼» ±º ¬®¿¼·¬·±²¿´ 

»³°´±§»®ó»³°´±§»» ¿®®¿²¹»³»²¬­ò Ù¿´´«° »­¬·³¿¬»­ ¬¸¿¬ îçû ±º ËòÍò ©±®µ»®­ ¸¿ª» ¿ »¨¬»®²¿´ 

¶±¾ ¿­ ¬¸»·® °®·³¿®§ ¶±¾ô ¿²¼ íêû ±º ¿´´ ËòÍò ©±®µ»®­ °¿®¬·½·°¿¬» ·² ²±²¬®¿¼·¬·±²¿´ ©±®µ ¿­ ¿ 

°®·³¿®§ ±® ­»½±²¼¿®§ ¶±¾ò  ×¬ ·­ ½±³³±² º±® °»±°´» ©¸±­» ³¿·² ©±®µ ·­ ¿­ ¿² ·²¬»®²¿´ »³°´±§»» 

¬± ¼± »¨¬»®²¿´ ©±®µ ¿­ ©»´´ò ×² º¿½¬ô Ü»´±·¬¬» ®»°±®¬­ ¬¸¿¬ êìû ±º ³·´´»²²·¿´ º«´´ó¬·³» ©±®µ»®­ ©¿²¬ 

¬± �¼± ­·¼» ¸«­¬´»­ ¬± ³¿µ» »¨¬®¿ ³±²»§ò� É¸·´» ¿ ­¬®±²¹ »½±²±³§ ¿²¼ ´±© «²»³°´±§³»²¬ ­»»³ 

¬± ¸¿ª» ¬»³°»®»¼ ¹®±©¬¸ ·² º«´´ó¬·³» »¨¬»®²¿´ ©±®µ ·² ¬¸» ´¿­¬ §»¿® ±® ¬©±ô ¬¸»§ ¿°°»¿® ¬± ¸¿ª» 

¿´­± ³¿¼» ¿ª¿·´¿¾´» ³±®» ±°°±®¬«²·¬·»­ º±® °¿®¬ó¬·³» »¨¬»®²¿´ ©±®µô ­± ¿ ¸±´·­¬·½ ª·»© ±º »¨¬»®²¿´ 

²±²»³°´±§»» ©±®µ ­«¹¹»­¬­ ¬¸¿¬ ·¬ ©·´´ ±²´§ ¹®±© ·² ¬¸» º«¬«®»ò ×² ¿ ®»½»²¬ ­¬«¼§ ±º »¨»½«¬·ª»­ô 

êëû ­¿·¼ ¬¸¿¬ ¬¸» »¨¬»®²¿´ ©±®µº±®½» ·­ ·³°±®¬¿²¬ ±® ª»®§ ·³°±®¬¿²¬ ¬± ±°»®¿¬·²¹ ¿¬ º«´´ ½¿°¿½·¬§ 

¿²¼ ³»»¬·²¹ ³¿®µ»¬ ¼»³¿²¼­ò 

While there have been several recent studies exploring the phenomenon of external 

workers in the last several years,  most have either focused on a single component of 

the nontraditional workforce (e.g., the gig economy) or explored the issue from a single 

perspective (e.g., executives). In this research program, the Society of Human Resource 

Management (SHRM) and SAP sought to explore the topic quite broadly, incorporating 

all types of nonemployee work—which we call “external work”—from the points of view of 

managers, human resources professionals, internal employees who share their workplaces 

with external workers, and external workers themselves. Our goals were to explore the 

landscape of external work, reveal areas in which the constituencies had disparate views 

business outcomes and the experience of external workers.
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work (figure 1). 
workers. Their responses were weighted to reflect 

work types (figure 2), and both full and part-time 

Workers find customers or companies either online or in person who pay them directly 

to fulfill a contract or provide a product or service. Examples include an independent 

Workers are paid for doing work where they are prequalified and placed in a pool 

of people who can be called "on an as needed basis" to cover specific work shifts 

Workers are paid by a temporary service or staffing agency that contracts time out to 

9. The Gig Economy and Alternative Work Arrangements, Gallup, 2018

Who are External Workers? 6

Types of External Workers

We looked at six broad categories of external work 

for this study.9 It is important to note that a given 

worker may perform more than one type of external 

In this study, 940 external workers sourced from 

National Opinion Research Center’s (NORC’s)  

national representative AmeriSpeak® Panel were 

surveyed about their experiences as external 

the U.S. adult general population. (See Survey 

Methodology for more complete information.) 

Respondents represented a broad range of external 

Who are External Workers?

×²¼»°»²¼»²¬ 

½±²¬®¿½¬ ©±®µ 
½±²­«´¬¿²¬ ±® ¿ º®»»´¿²½» ©±®µ»®ò  

Ñ²´·²» ¬¿­µ 

½±²¬®¿½¬ ©±®µ 

É±®µ»®­ ¿®» °¿·¼ º±® ¼±·²¹ ¬¿­µ­ ¼±²» »²¬·®»´§ ±²´·²» ¿²¼ ¬¸» ½±³°¿²·»­ ¬¸»§ ½±²¬®¿½¬ 

©·¬¸ ½±±®¼·²¿¬» °¿§³»²¬ º±® ¬¸» ©±®µò Û¨¿³°´»­ ·²½´«¼» ¬®¿²­½®·¾·²¹ ·²º±®³¿¬·±²ô 

½±³°´»¬·²¹ ­«®ª»§­ô ±® ½±³°´»¬·²¹ ±²´·²» °»®­±²¿´ ¿­­·­¬¿²¬ ¿½¬·ª·¬·»­ ­«½¸ ¿­ ¾±±µ·²¹ 

¿°°±·²¬³»²¬­ò    

Í»®ª·½» ¼»´·ª»®§ 

½±²¬®¿½¬ ©±®µ

É±®µ»®­ ¿®» °¿·¼ º±® °»®º±®³·²¹ ­¸±®¬ ·²ó°»®­±² ¬¿­µ­ ±® ¶±¾­ º±® ½«­¬±³»®­ ©¸± 

¬¸»§ ³»»¬ ¬¸®±«¹¸ ¿ ©»¾­·¬» ±® ³±¾·´» ¿°°ò Û¨¿³°´»­ ·²½´«¼» «­·²¹ §±«® ±©² ½¿® ¬± 

¼®·ª» °»±°´» º®±³ ±²» °´¿½» ¬± ¿²±¬¸»®ô ¼»´·ª»®·²¹ ­±³»¬¸·²¹ô ±® ¼±·²¹ ­±³»±²»�­ 

¸±«­»¸±´¼ ¬¿­µ­ ±® »®®¿²¼­ò

Ñ²ó½¿´´ 

½±²¬®¿½¬ ©±®µ
±® ¿­­·¹²³»²¬­ò Ì¸·­ ³¿§ ª¿®§ º®±³ ©±®µ·²¹ ¿ º»© ¸±«®­ ¬± ©±®µ·²¹ ­»ª»®¿´ ¼¿§­ 

±® ©»»µ­ ·² ¿ ®±©ò Û¨¿³°´»­ ·²½´«¼» ­«¾­¬·¬«¬» ¬»¿½¸»®­ ¿²¼ ½±²­¬®«½¬·±² ©±®µ»®­ 

­«°°´·»¼ ¾§ ¿ «²·±² ¸·®·²¹ ¸¿´´ò

Í«¾½±²¬®¿½¬±® 

©±®µ 

É±®µ»®­ ¿®» °¿·¼ ¾§ ¿ ½±³°¿²§ ¬¸¿¬ ½±²¬®¿½¬­ ­»®ª·½»­ ±«¬ ¬± ±¬¸»® ±®¹¿²·¦¿¬·±²­ò  

Û¨¿³°´»­ ±º ©±®µ ·²½´«¼» ­»½«®·¬§ô ´¿²¼­½¿°·²¹ô ½±³°«¬»® °®±¹®¿³³·²¹ô ½±²­¬®«½¬·±²ô 

°®±¶»½¬ ³¿²¿¹»³»²¬ô ±® ³¿·²¬»²¿²½»ò  

Ì»³°±®¿®§ ©±®µ
±¬¸»® ±®¹¿²·¦¿¬·±²­ ¬± °»®º±®³ ¬»³°±®¿®§ ¬¿­µ­ ¿²¼ ¶±¾­ò Û¨¿³°´»­ ±º ©±®µ ·²½´«¼» 

³¿²«¿´ ´¿¾±®ô ¿¼³·²·­¬®¿¬·ª» ¬¿­µ­ô ¿²¼ ±¬¸»® ¿½¬·ª·¬·»­ ¬¸¿¬ ½¿² ¾» °»®º±®³»¼ ©·¬¸ ´·¬¬´» 

±® ²± ¿¼ª¿²½»¼ ¬®¿·²·²¹ò

FIGURE 1 Ì§°»­ ±º Û¨¬»®²¿´ É±®µ»®­
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work, and were provided four options (figure 3). 

in external work because they can't find better work. autonomy, flexibility, and generous compensation. 

all cases, their responses reflected a largely realistic 
view of external work as providing greater flexibility 

7  Want Your Business to Thrive? Cultivate Your External Talent

workers. While independent contractors were 

the largest portion of our sample, each of the six 

categories of external work were represented.

About half of external workers reported working 

with a contract company or agency who places them 

in roles/assignments (49%), while half (50%) found 

their external work through some other means.

É¸·½¸ ±º ¬¸» º±´´±©·²¹ ³±­¬ ¿½½«®¿¬»´§ ¼»­½®·¾»­ ¬¸» ³¿¶±®·¬§ ±º ¬¸» »¨¬»®²¿´ ©±®µ ¬¸¿¬ §±« ¼±á

ïû

íìû

éû

çû

ïéû

ïîû

îðû

Ò± ®»­°±²­»

Ì»³°±®¿®§ ©±®µ

Í«¾½±²¬®¿½¬±® ©±®µ

Ñ²ó½¿´´ ½±²¬®¿½¬ ©±®µ

Í»®ª·½» ¼»´·ª»®§ ½±²¬®¿½¬ ©±®µ

Ñ²´·²» ¬¿­µ ½±²¬®¿½¬ ©±®µ

×²¼»°»²¼»²¬ ½±²¬®¿½¬ ©±®µ

External worker motivations

External workers were asked why they do external 

Contrary to common perceptions, the majority of 

external workers do not say that they are engaged 

Nearly half of all external workers reported that “this 

is just the type of work I’m doing right now,” and 

among the 11% of external workers who selected 

other, the most common open-ended responses 

were “for supplemental income” and “to do 

something I enjoy.” Temporary workers were the only 

group for whom “I’d prefer an internal job” reached 

the same level as “this is just the kind of work I’m 

doing right now.” Independent contract workers  

were most likely to report a preference for external  

work, not surprising given that this group includes 

many highly skilled blue- and white-collar workers 

for whom independent contractor work often offers 

Smaller subgroups of internal employees who were 

former external workers (N=119), internal employees 

considering external work (N=74), and internal 

employees not considering external work (N=155) 

were asked about the reasons for those decisions. In 

and autonomy, but less job security and stability. 

ë ïð ïë îð îë íð íë

FIGURE 2
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Interestingly, benefits were valued much more by 

exceeded benefits as a reason for change. 

• 

• 

• 

Who Are External Workers 8

Workers’ perceptions of external worker 

compensation were much less aligned. Although 

about a third of external workers reported that they 

can make more money as an external worker, about 

42% of those who gave up external work to become 

an internal employee did so for better pay, and 49% 

of those employees who are considering external  

work believe that they would have better pay as 

external workers.

former external workers (62%) than by those content 

with internal work (43%). For those who left external 

work, only better job security and stability (68%) 

Ö«­¬ ©¸¿¬ ×�³ ¼±·²¹

× ­»» ¿¼ª¿²¬¿¹»­ ±º ¾±¬¸ ·²¬»®²¿´ ¿²¼ »¨¬»®²¿´  

©±®µô ¿²¼ ¬¸·­ ·­ ¶«­¬ ¬¸» ¬§°» ±º ©±®µ ¬¸¿¬ ×�³ ¼±·²¹ 

®·¹¸¬ ²±©ò

Ð®»º»® ·²¬»®²¿´

× ©±«´¼ °®»º»® ¿² ·²¬»®²¿´ ¶±¾ ¿¬ ±²» ½±³°¿²§ô ¾«¬ × 

¿³ ¿² »¨¬»®²¿´ ©±®µ»® ¾»½¿«­» ¬¸»®» ¿®» ²± ±¬¸»® 

¹±±¼ »³°´±§³»²¬ ±°¬·±²­ ¬¸¿¬ ³»»¬ ³§ ²»»¼­ò

Ð®»º»® »¨¬»®²¿´

× °«®°±­»´§ ¼»½·¼»¼ ¬± ¾» ¿² »¨¬»®²¿´ ©±®µ»®ô ¿²¼ × 

©±«´¼ ²±¬ ©¿²¬ ¿² ·²¬»®²¿´ ¶±¾ ¿¬ ±²» ½±³°¿²§ »ª»² 

·º ·¬ ©»®» ¿ª¿·´¿¾´»ò

Ñ¬¸»®

ìëû

ïèû

îêû

ïïû

FIGURE 3

É¸§ »¨¬»®²¿´ ©±®µ»®­ ¼± »¨¬»®²¿´ ©±®µ
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Other Stakeholders
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following sections, we'll introduce you briefly to each of these groups and their perspectives on the external 

comprised of at least half external workers (figure 

About the Internal Employees

We asked a group of 350 internal employees 

sourced from NORC’s AmeriSpeak Panel to share 

their thoughts about external work and external 

workers. Just over a third had done external work at 

some time in the past. Of those who had never done 

external work, 30% have considered it. 

We also asked them about their experience with 

external workers. Only 22% reported no experience 

working with external workers at all, while 5% said 

they had a lot of experience. Just over 40% of 

internal employees reported that their organization 

currently employs external workers, with the 

remainder nearly evenly split between those whose  

organizations don’t use external workers and 

those who don’t know if their organization utilizes 

external workers. 

About the Managers

We included a group of 424 managers who 

supervise external workers sourced from NORC’s 

AmeriSpeak Panel. The majority manage mostly 

internal employees, but nearly 40% manage teams 

4). Further, 62% of managers surveyed reported 

that they have quite a bit or a lot of experience 

supervising external workers.

In addition to the external workers we’ve already introduced, we gathered the perspectives of internal 

employees, managers, and HR professionals in our exploration of the external work landscape. In the 

workforce. As we discuss the external worker lifecycle later in this paper, we’ll return to these groups to 

explore their varied perspectives on external work and external workers.

Who We Asked— 
Other Stakeholders

Who We Asked—Other Stakeholders 10

É¸¿¬ ·­ ¬¸» ¹»²»®¿´ ½±³°±­·¬·±² ±º ¬¸» ¬»¿³ §±«�ª» 

³¿²¿¹»¼ ±ª»® ¬¸» °¿­¬ ïî ³±²¬¸­á

FIGURE 4
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"We struggle to find and keep workers to 
fill unskilled or low skilled jobs. If we could 
find them and keep them, we'd need 
external people less." 

"Finding qualified substitutes to cover 
employees on leave." 

"Larger or more available pool of specific 
skill sets." 

"To fill a role vacant to voluntary or 

a new employee." 

external workers because of legal risk or difficulty 

would probably or definitely add value. Only one 
in five HR professionals in organizations not using 

11  Want Your Business to Thrive? Cultivate Your External Talent

We also looked at the broad types of work that 

managers reported their organizations are using 

external workers for, as we suspected that there 

might be notable differences in organizations that 

allocate different kinds of work to external workers. 

Physical tasks were selected by nearly half (48%) 

of managers, but almost as many (45%) indicated 

that their organizations use external workers for 

knowledge-based tasks. Almost 30 percent (29%) 

indicated their organizations use external workers 

for customer service tasks, and almost a quarter 

(24%) indicated that their organizations choose to 

outsource entire functions (e.g., call center, security, 

or IT). 

Finally, as a measure of the change in use of 

external workers, we asked managers how the 

number of external workers they supervise has 

changed over time. Results were very balanced: 

about half (49%) report the number to be about the 

same, while about a quarter (27%) said they have 

fewer external workers, and another quarter (23%) 

said they have more. 

About the HR Professionals

Our understanding of the view of external workers 

held by HR professionals was informed by a SHRM 

survey that included a total of 1,175 members in a 

broad variety of sectors, industries, organization 

size, and parts of the United States. Of those 

members surveyed, 83% reported that their 

organization uses external workers. 

Of those who reported not using external workers, 

the most popular response (50%) when asked 

“Why does your organization not use external 

workers?” was a simple preference for internal 

employees. Only 7% indicated that they do not hire 

maintaining compliance. 

The appeal of external workers among 

organizations not already using them was 

minimal; only 15% of HR professionals from these 

organizations thought that using external workers 

external workers wished they had the option of 

using them. But more than two-thirds of those HR 

professionals nonetheless acknowledged that doing 

so would allow them to access talent with special 

skills or expertise. 

HR’s voice 

Why We Use External Workers

involuntary termination until we can hire  
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• Access to specialized talent with specific skills or 

• Staff specific projects and initiatives 

Who We Asked—Other Stakeholders 12

Among the 975 HR professionals who reported that 

their organization uses external workers, almost 

half (46%) indicated that they have quite a bit or 

a lot of experience with external workers. In most 

organizations, external workers make up a small 

portion of the workforce. Ninety percent of HR 

professionals said that external workers make up 

less than 20% of their workforce, and more than half 

said that external workers comprise less than 5% of 

their workforce. 

Though it is often speculated that organizations turn 

to external workers to save money, less than 20% of 

HR professionals indicated that their organization 

uses external workers to save money. Instead, the 

three most commonly cited reasons for utilizing 

external workers were the following:

• Flexibility to increase and reduce workforce based 

on business demands (53%)

expertise (48%)

(48%)

In fact, our results suggest that external work can 

be a gateway to internal work—almost nine of ten HR 

professionals report that their organizations often 

(21%) or sometimes (67%) convert external workers 

to internal employees.

Case 1:21-cv-00130-MAC   Document 60-2   Filed 04/30/24   Page 13 of 48 PageID #:  1250



I 

Different Points 
of View

Case 1:21-cv-00130-MAC   Document 60-2   Filed 04/30/24   Page 14 of 48 PageID #:  1251



only (figure 5). Nonetheless, more than three-
influence their thinking about and experience of the 

While external workers are influenced by others 

how they fit into teams. HR professionals are likely 

We asked external workers, managers, and HR 

professionals parallel questions about the kind 

of external work they primarily do (external 

workers) and the kinds of external workers in their 

organizations (managers and HR). We believe it is 

important to point out the differences in the kinds of 

external work with which each of these groups are 

familiar, as these varied perspectives will no doubt 

stages of the external worker lifecycle. 

around them, their thoughts about external work 

are grounded in their own experiences. Likewise, 

managers who supervise several or many external 

workers will have a perspective from interacting with 

different kinds of external workers and observing 

to have the broadest view of external work in 

organizations, but not all external workers come into 

organizations through HR. In fact, the number of HR 

professionals who reported that their organizations 

bring external workers in through a combination 

of means was nearly as great as the number who 

reported that external workers come through HR 

quarters (77%) of HR professionals reported that 

HR’s role in hiring external workers was appropriate, 

with 20% wishing that HR had a larger role.

These varied experiences lead to some striking 

differences. While temporary workers were one 

of the smallest groups represented in the external 

worker survey, they dominated the external workers 

reported in workplaces by both managers and 

HR. Online task contract work, service delivery 

Different Points of View

Different Points of View 14
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HR, likely reflecting the fact that workers in 

findings that have been shared and conclusions 
the other findings of this study. That being said, 

15  Want Your Business to Thrive? Cultivate Your External Talent

contract work, and on-call contract work were 

all reported more often by managers than by 

these categories are more likely to enter an 

organization through direct manager hires or 

procurement than through a traditional HR 

pathway. We caution the reader to bear in mind 

these different points of view when evaluating 

we undertook this research to investigate the 

full spectrum of organizations’ and workers’ 

experience of external work, so the questions 

we’ve asked are generally applicable across all 

different types of external workers/work, with 

the conclusions drawn being broad in nature. 

Further, where there are notable differences 

based on type of external worker, type of 

external work, or organization, we have noted 

these accordingly. If they aren’t noted, the 

that have been drawn are generally applicable 

to the external workforce and organizations that 

employ them.
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external work (figure 7). 

identified all addressed flexibility—setting one's 

own hours, schedule, or work location (figure 8). As 

For workers looking for increased flexibility, external 

that flexibility is often also crucial to those they are 
employing as external workers (figure 8). 

strategic sense to fill with external workers. We 

concentrated in certain functions (figure 9). 

external workers to fill skills gaps in their internal 

hasn't had difficulty recruiting external workers in 

benefits that an external workforce provides (most or extremely easy to hire external workers (figure 10). 
notably, organizational flexibility) must be aware 

• 
• • 

Each of the groups we talked to during this project 

has a different perspective on the stages of the 

external worker lifecycle, but the stages of the 

lifecycle are important to all of the stakeholders in 

Planning

For an individual, he or she needs to engage in a 

decision-making process about whether to pursue 

internal or external work. When asked to identify the 

factors that made them decide to become an external 

worker, the top three reasons external workers 

evident in the chart below, responses indicating that 

the worker had little choice in becoming an external 

worker were the least endorsed.

work may have greater appeal than an internal 

position, and organizations hoping to reap the 

From the organizational point of view, effective 

organizations plan which kind of work or roles make 

asked HR professionals about how external workers 

were distributed in their organizations and learned 

that, in most organizations, external workers are 

The skills of an organization’s current internal 

workforce and possible external talent pool are 

also key to effective “total workforce” planning. 

About 60% of HR professionals report that they use 

workforce, but 45% of them also feel that there is 

a skills shortage among external workers. Most HR 

professionals (52%) report that their organization 

the last year, and 50% reported that it is somewhat 

The External Worker Lifecycle
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I 

I 

specific functions I 

specific roles across functions 

Difficulty hiring external workers 

extremely difficult 

somewhat difficult neither easy or difficult 

18  Want Your Business to Thrive? Cultivate Your External Talent
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sourcing external workers, in part reflecting the 

to take a specific project or assignment (figure 11). 

they decide to take a specific project or assignment 

Good skill-project fit 

Take all work offered 

The External Worker Lifecycle 19

Sourcing

As external work is, by nature, temporary, the 

sourcing of external workers by organizations and 

sourcing of work by external workers are ongoing 

processes for both constituencies. HR professionals 

report that they use a wide variety of methods for 

diversity of external work roles. The majority of HR 

professionals (59%) report that their organization 

uses several hiring or talent agencies, and nearly a 

third (31%) report that personal connections with 

external workers are important. The use of web 

platforms (e.g., Upwork, Fiverr) was cited by 9% of 

HR professionals. 

In order to evaluate the degree to which external 

workers and those who manage them are aligned in 

understanding the motivations of external workers, 

we asked them about the three most important 

factors that they value (as external workers) or thought 

external workers value (as managers) when deciding 

FIGURE 11
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prioritize fair compensation, a good fit between 

important prerequisites (figure 12). 

20  Want Your Business to Thrive? Cultivate Your External Talent

In general, external workers and their managers are 

fairly well aligned in their perspectives, but there are 

some striking differences. Managers underestimated 

the extent to which location is important to external 

workers. They greatly overestimated the extent 

to which external workers are motivated by the 

chance to do more work at their organization (27% of 

managers versus 17% of external workers) and by the 

chance to become an employee (24% of managers 

versus 11% of external workers). Finally, although 

28% of managers thought that external workers want 

a clear scope of work, only 12% of external workers 

cited this as one of their top three motivations. 

Instead, along with good location, external workers 

their skills and the project, and good timing when 

selecting a role or assignment. 

Onboarding

Even organizations with robust onboarding for new 

internal employees may fall short when it comes to 

orienting and socializing new external workers. Less 

than half of external workers (44%) report that most 

workplaces make a point to make them feel welcome 

when they begin a new assignment or project, 

and 11% report that most workplaces do nothing 

to make them feel welcome. Less than half of HR 

professionals (47%) report that they have a standard 

onboarding process for external workers, and 11% 

report that they have no onboarding. Interestingly, 

among those organizations with external worker 

onboarding, 61% say they provide similar 

onboarding to that used with internal employees. 

Managers and external workers are fairly well 

aligned on what new external workers need to get 

started, both citing “training necessary to help them 

do their work” and “opportunity to get to know 

the people they will be working with” as the most 

FIGURE 12
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not large, are quite striking (figures 13 and 14). 

I 
a special effort to support 

II 
special effort to support 

I 

Working and Engaging

When we look at the extent to which external 

workers, their internal employee colleagues, 

and managers view their treatment by internal 

employees and supervisors, the differences, though 

External workers feel more strongly about their 

treatment, being both more likely to say they are 

treated well and more likely to say they are not 

treated well, as compared to the views of internal 

employees and managers.

The External Worker Lifecycle 21

FIGURE 14
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their teams (figure 15). 

I I 

■ ■ ■ ■ ■ 

22  Want Your Business to Thrive? Cultivate Your External Talent

We asked external workers both how important it 

is for them to feel valued by and connected to the 

company or individual they are working for and how 

often they feel valued and connected. More than 

half (54%) rated it as very important or absolutely 

essential, and although only 14% reported that they 

always feel valued, another 59% reported that they 

feel valued very often or often.

Even those external workers who work with others in 

a company setting have varied levels of interaction 

with the internal employees of the company they 

are working for. About a quarter of external workers 

said they interact sometimes, often, or very often, 

respectively, 19% said always, and only 5% said they 

never interact with internal employees. 

We asked both managers and HR about how 

integrated external workers and internal employees 

are on teams within their organizations, and the 

extent to which they thought complete integration 

was ideal. Endorsement of complete integration was 

high in both groups, though the managers felt more 

strongly that integration is ideal, and also agreed 

more strongly that this is the current situation in 

FIGURE 15
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(figure 16). 

■ ■ 

Internal employees' views on what should be 
made available to external workers vs. what is 

(figure 17). 

The External Worker Lifecycle 23

To understand what motivates external workers, 

we asked those workers and managers about the 

top three things that encourage external workers 

to perform at their best. Both groups cite “being 

recognized for contributions at work” as the most 

motivating factor by a considerable margin, and 

place high priority on “receiving feedback on my 

performance,”  although managers seemed to 

overestimate external workers’  interest in becoming 

employees and being involved in team activities 

FIGURE 16
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made available

Similarly, we asked internal employees which of 

these things they thought should be made available 

to external workers, and which are actually available 

to external workers. In all cases, they believed that 

external workers are being given these things at 

rates equal to or lower than what internal employees 

thought they should get. Although only 28% of 

internal employees thought external employees 

should get bonuses for meeting performance or 

productivity targets (monetary incentives), only 

12% say that external workers do get these bonuses 
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■ ■ 

(6%) had engagement programs specific to external 

workers (figure 18). 

The final element of the external worker experience 

HR professionals if they have "a specific process in 

third party (e.g., staffing agency). A small number face (e.g., conflict management, discrimination)." 

26% refer the problem to a third party (e.g., staffing 

specifically to external workers. A small number 

24  Want Your Business to Thrive? Cultivate Your External Talent

As external workers, managers, and internal 

employees all placed a high priority on external 

workers getting feedback, we wanted to know 

how organizations actually handle performance 

management for external workers. The largest 

group of HR professionals (35%) said that their 

organization leaves performance management 

up to individual managers, while another quarter 

reported that they give performance feedback to a 

(5%) said that their organization has a system just for 

external workers.

We also wondered what HR did for the engagement 

of external workers. This was an area in which there 

was little agreement across organizations. A similar 

number of organizations included external workers 

in engagement programs, excluded them, or left 

engagement up to managers. Only a small number 

concerns when something goes wrong. We asked 

place to handle issues that external workers may 

Again, organizations were rather evenly split: 27% 

use the same policies as for internal employees; 

agency); and 23% have formal policies that apply 

(9%) have no policies or practices to handle external 

worker issues.

FIGURE 17
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• 

financial security. To better understand the financial 

External workers are included in a different 

of responses seems to reflect the wide variety of 

setting pay prior to finding candidates was by far the 

most common response (figure 19). 

• As an external worker, I feel confident that I have 

enough money and financial resources to retire 

The External Worker Lifecycle 25

Paying

Compensation of external workers can be a fraught 

issue for the workers and the organizations where 

they work. First, from the worker perspective, 

external work has the potential to pay more in some 

circumstances but can also come with less job and 

worries of external workers, we asked them to what 

extent they agreed with the following statements:

• As an external worker, money challenges are not a 

concern for me.

comfortably.

• I feel secure about my future as an external 

worker.

No strong picture emerged; respondents were 

roughly evenly divided between agreement, 

disagreement, and a neutral position across the 

three statements, conveying, once again, that 

external workers have very different perceptions 

about their experiences working in this capacity. 

Second, from the organizational perspective, HR 

professionals were asked how their organizations “set 

appropriate pay for external workers.” The diversity 

external workers that organizations engage, although 

While the current regulatory landscape curtails 

the options that organizations have for providing 

compensation beyond just pay, we wanted to know 

what external workers would most value, and what 

organizational representatives believed they would 

most value if all options were open. There were 

some notable differences. 
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Set pay and then find candidates 

i 

I 

Managers and HR thought healthcare benefits 

who become external workers have benefits from 

expressed a greater interest in retirement benefits 

make staffing agencies and host employers jointly 
may find it harder than internal employees to 
find opportunities to develop new skills and 

OSHA's training requirements are fulfilled. We asked 

26  Want Your Business to Thrive? Cultivate Your External Talent

would be more appealing to external workers than 

they conveyed; we hypothesize that many people 

another source. On the other hand, external workers 

than managers or HR expected.

Organizations have opportunities to compensate 

workers in ways other than pay. For example, 

other studies suggest that independent workers 

that opportunities for self-improvement are 

often cited as appealing by external workers. 

We asked HR professionals if their organizations 

“have professional development opportunities 

(e.g., mentoring, stretch assignments) for external 

workers.” Although 65% responded that they don’t 

provide professional development opportunities, 

19% reported providing them for some external 

workers and 8% for all external workers.

Organizations have shied away from providing 

training to external workers due to ambiguity in 

interpretation of the Internal Revenue Service (IRS) 

guidelines stating that periodic or ongoing training 

about procedures and methods is strong evidence 

that the worker is an employee. Yet the Occupational 

Safety and Health Administration (OSHA) rules 

responsible for maintaining a safe work environment 

for temporary workers—including ensuring that 

HR professionals if their organization “provides 

training (e.g., safety, process/procedure) for external 

workers.” Only 11% of HR professionals indicated 

that they didn’t provide training for any external 

workers; 38% provide training for some; and 48% 

provide training for all external workers.

Ú·²¼ ¿ ½¿²¼·¼¿¬» ¿²¼ ¬¸»² 

²»¹±¬·¿¬» °¿§

Ì¸» ¸·®·²¹ ¿¹»²½§ ­»¬­ °¿§
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­»°¿®¿¬»´§

Ì¸·®¼ó°¿®¬§ ±®¹¿²·¦¿¬·±² ­»¬­ °¿§ 

º±® ·²¼·ª·¼«¿´ ©±®µ»®­
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Which one of the following benefits, if provided in addition to pay, do you believe would 

Healthcare benefits 
Pr 

= 

■ 

We asked external workers to reflect on their 

(figure 22). Three-quarters of external workers said 

■ 

perspectives, we once again find managers and 

(figure 21). While the chance at another contract 

The External Worker Lifecycle 27

Exiting

In discussions with HR professionals and business 

leaders, it became clear that few organizations do 

much planning for the end of an external worker 

engagement. Even organizations that have invested 

effort in the employee exit experience have often 

overlooked the external worker’s exit, even though 

an inherent feature of using external workers is 

frequent and planned exits.  

experiences ending their assignments and exiting 

organizations. The chart below shows the three 

statements to which external workers responded 

that all three statements applied at least somewhat, 

and more than a third reported that they applied a 

great deal. Yet, less than a third of HR professionals 

(30%) report that their organization maintains 

contact with previous external workers. This 

suggests that organizations might quickly see value 

in developing systems to allow them to keep track of 

and stay in contact with prior external workers.

When we look at the exit experience of an external 

worker from the organizational and worker 

HR somewhat out of step with external workers 

with the company was one of the two things that 

external workers most value, both managers 

and HR overestimated its importance, and they 

underestimated the importance of a bonus 

(drastically, on the part of HR). And managers did 

É±®µ»®­

Ó¿²¿¹»®­

ØÎ

FIGURE 20
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as much as they actually do (figure 22). 

d
JI 1 I I I I I I I , 
Mil 

■ ■ ■ ■ 

28   Want Your Business to Thrive? Cultivate Your External Talent

not think that external workers value being thanked 

Although external workers don’t say that providing 

feedback to their worksite is a top priority, HR 

professionals have shared anecdotes about how 

valuable the information is that they gain from 

external workers during exit interviews. Yet, only 41% 

of HR professionals indicate that their organizations 

do exit interviews with external workers. For many 

organizations, interviewing departing external 

workers may be a missed opportunity.

FIGURE 21
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had only very small negative sentiments (figure 23). 

■ ■ ■ ■ 

employees find external workers to be a threat. 

The Internal Employee View

We asked internal employees if they have had a 

positive experience working alongside external 

workers, and 58% of them agreed or strongly 

agreed that they had. An additional 36% neither 

agreed nor disagreed. 

We also wanted to know to what extent internal 

Overall, the main theme was that internal employees 

do not think that external workers have changed 

their work experience very much. Many noted 

that working with external workers has made their 

organization’s performance better. There were 

We asked internal employees and managers to 

evaluate whether the use of external workers leads 

to favorable outcomes for their organizations, 

external workers, and internal employees. Managers 

were more strongly positive than internal employees 

but, with the exception of a few concerns among 

internal employees about whether external workers 

lead to favorable outcomes for them, both groups 

Perceptions of Risk/Reward in 
the Use of External Workers

Perceptions of Risk/Reward in the Use of External Workers 31

FIGURE 23
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did internal employees (figure 28). 

find their organizations' use of external workers, 

their external workers, and a third (32%) don't find it 
with each stage of the lifecycle except staffing and 
onboarding. Nearly one in five managers (17%) said 

(figure 25). at all effective at sourcing, defined for managers 

quantity and quality of external workers." One-fifth 

benefits and challenges of using external workers. 

Managers were most pleased with the flexibility or not at all effective at onboarding (figure 29). 

challenges (figures 26 and 27). 

onboarding was the most critical stage (figure 30). 

Perceptions of Risk/Reward in the Use of External Workers 33

The Manager View 

One of our interests with managers was to learn 

how different they found the experience of 

managing external workers from that of managing 

internal employees. We asked them to consider 

the external workers that they’ve been managing 

in the last twelve months and rate their level of 

agreement on a number of statements. While a 

quarter of managers (26%) agree or strongly agree 

that legal requirements limit their ability to manage 

easy to engage and motivate their external workers, 

managers of blended teams generally report 

positive experiences managing external workers 

We also asked managers to select the top three 

and agility that external workers bring to their 

teams, but they also acknowledged that turnover 

and transitions, logistics, and cultural alignment 

of external workers all presented management 

We also asked managers to evaluate the effect 

of external workers on their internal employees 

and organization, much as we asked the internal 

employees themselves. Managers, like internal 

employees, generally saw no difference in the 

experience, but did report greater gains in worker 

productivity and organizational performance than 

To better understand how effective managers 

we had them evaluate each phase of the external 

worker lifecycle. At least half of managers rated 

their organization as very or extremely effective 

that their organization was slightly effective or not 

as “Attracting, sourcing, and selecting the right 

(20%) also felt that their organizations were slightly 

These results are more alarming when paired with 

the information that nearly one-quarter of managers 

(24%) selected sourcing as the most critical stage 

for an organization to have an effective external 

workforce process, and another 14% said that 
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I find it easy to engage and 
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FIGURE 25
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Please select the top three benefits of using external workers 

To fill jobs that are unappealing to 

Ability to staff specific projects 

Perceptions of Risk/Reward in the Use of External Workers 35

FIGURE 26
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FIGURE 27
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Please rate your company's effectiveness with each of the following stages 

an effective external workforce 

Not at all effective 

■ SI ig htlyeffective 

■ Moderatelyeffective 

■ Very effective 

■ Extremelyeffective 
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than a quarter of HR professionals cited staffing 

Perceptions of Risk/Reward in the Use of External Workers 39

The HR View 

Nearly nine in ten HR professionals (88%) agreed 

or strongly agreed that “external workers positively 

contribute to the business productivity of my [their] 

organization.” Yet HR, as a group, is quite worried 

about the legal implications of external work. 

Nearly three-quarters of HR professionals reported 

that they are somewhat concerned, concerned, 

or very concerned about the legal landscape of 

external work, with 11% reporting that they are very 

concerned. While HR is among those responsible 

for making sure that organizations comply with 

external worker employment law, in 84% of 

organizations, this is a shared responsibility. More 

agencies (32%), managers (27%), and legal (25%) 

as responsible, and another 8% felt that external 

workers themselves are among those responsible 

for compliance. When asked what was the biggest 

issue or challenge that they would like to see 

resolved related to external workers, many HR 

professionals cited legal ambiguity regarding the 

use and management of external workers as their 

greatest concern.
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for Your External 
Workforce?
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A profile of who external workers are, including 

work in which flexibility and agility are instrumental 

Are You Ready for Your External Workforce 41

We at SHRM and SAP believe that the external 

workforce is a central part of the future of work. 

As organizations strive to respond to a world of 

for competitiveness, external workers will be a 

key element of their success. Those organizations 

that view their external workforce as an essential 

part of their human capital and plan and prepare 

for the strategic use of external workers will be 

more successful than those whose use of external 

workers falls outside of their strategic objectives 

and HR practices.

Based on the results of the survey research program 

described here, along with focus groups conducted 

with HR professionals across the country and 

interviews with business leaders, SHRM and SAP 

are developing an External workforce management 

toolkit. This toolkit will enable organizations to 

understand the current maturity of their approach to 

external workforce management and engagement, 

and create policies, programs, and practices that 

maximize organizational results while fostering 

positive outcomes for external workers, their internal 

employee colleagues, and their managers.

The toolkit will include:

FOUNDATIONS

The external workforce maturity model 

A framework to help you understand the current 

maturity of your external workforce strategy, and 

which areas to focus on given your current state. 

The external worker experience 

their motives, preferences, and experiences 

inside companies, to dispel stereotypes and help 

organizations understand how they can best 

manage and engage this part of their workforce. 

The business case for investing in your external 

workforce

Suggestions for how to build a business case for 

investing in your external workforce that speaks to 

the unique needs of your organization.

STRATEGY

External workforce strategy and governance

Best practices for creating an external workforce 

philosophy, strategy, and governance model.

Legal facts versus myths about your external 

workforce

How to deal with the complexity and ambiguity of 

law around the external workforce, including how to 

balance rewards and risks effectively.

THE EXTERNAL WORKER LIFECYCLE

Planning

Why organizations hire external workers and tips 

for making that decision-making process more 

strategic and effective. Decision tree for choosing 

an external worker versus an internal employee for 

any given role.

Are You Ready for Your  
External Workforce?
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Sourcing

Best practices for creating an external worker 

employment brand, and how external workers may 

impact your internal employee employment brand. 

Sourcing analytics that companies should utilize for 

their external workforce.

Onboarding

Best practices for onboarding your external 

workforce.

Working and Engaging

Guidance for managers on how best to manage 

a blended workforce. Metrics for measuring and 

managing the work of external workers. Best 

practices for engaging your external workforce.

Paying

Considerations for external worker compensation.

Closing

Best practices for exiting your external workforce.

The “External workforce management toolkit—

Strategies and tactics for optimizing your external 

workforce” will be available at externalworker.com.
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qualified to complete the survey. 

(for example, a contractor company or staffing 

agency) who helps them find assignments or they 

U.S. mail, email, telephone, and field interviewers 

points at the 95% confidence level, including the 

Survey Research Methodology 44

The surveys of managers, external workers, and 

internal employees were conducted by NORC 

at the University of Chicago for the Society for 

Human Resource Management (SHRM) and 

SAP. Data were collected using the AmeriSpeak 

Panel. Supplemental sample was obtained from a 

nonprobability sample source, Lucid. 

The AmeriSpeak Panel is NORC’s probability-

based panel designed to be representative of 

the U.S. household population. During the initial 

recruitment phase of the panel, randomly selected 

U.S. households were sampled with a known, 

non-zero probability of selection from the NORC 

National Sample Frame and then contacted by 

(face-to-face). The panel provides sample coverage 

of approximately 97% of the U.S. household 

population. Those excluded from the sample 

include people with P.O. Box only addresses, some 

addresses not listed in the USPS Delivery Sequence 

File, and some newly constructed dwellings.

This study was offered in English-only and self-

administered on the web. Interviews for this survey 

were conducted between April 9 and April 22, 2019. 

A sample of U.S. adults age 18+ who were either 

currently employed, or not currently employed 

but potentially seeking employment, was selected 

from NORC’s AmeriSpeak Panel for this study. 

Respondents who indicated that they were currently 

employed and met one of the following criteria 

• External workers—workers who complete 

contract-based or temporary assignments for 

companies or other people. These workers are 

often referred to as “contingent workers,” “gig 

workers,” “contractors,” and “temps,” though 

there are many labels for these workers. They 

might be employed by a contracting organization 

might work for themselves. 

• Internal (non-management) employees—

employees who are employed full or part-time 

by one organization on a more permanent 

basis. Employees are paid directly as part of the 

organization’s payroll. 

• Internal (management) employees who have 

managed external workers within the past 12 

months.

In total, NORC collected 1,714 interviews, with 

1,612 from the AmeriSpeak Panel and 102 from 

the Lucid Panel. The screener completion rate is 

23.8%, the weighted recruitment rate is 34.2%, 

the survey completion rate is 46.3%, and the 

weighted household panel retention rate is 85.1%, 

for a cumulative response rate of 3.2%. The overall 

margin of sampling error is +/- 4.2 percentage 

Survey Research Methodology
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margin of error is ± 2.85% at a 95% confidence level. 

45  Want Your Business to Thrive? Cultivate Your External Talent

design effect. The margin of sampling error may be 

higher for subgroups. 

The survey of HR professionals was conducted by 

SHRM. Twenty thousand SHRM members were 

invited to complete the survey and interviews were 

conducted between March 28 and April 28, 2019. 

Interviews were conducted in English on the web, 

and 1,178 HR professionals completed the survey. 

The survey completion rate was 5.9% and the survey 

The data were not weighted.
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engagement across the entire workforce, and join a community defining the future 

About the Partners 47

SHRM, the Society for Human Resource Management, creates better workplaces 

where employers and employees thrive together. As the voice of all things work, 

workers and the workplace, SHRM is the foremost expert, convener, and thought 

leader on issues impacting today’s evolving workplaces. With 300,000+ HR and 

business executive members in 165 countries, SHRM impacts the lives of more than 

115 million workers and families globally. 

The SAP SuccessFactors HCM Suite helps customers deliver exceptional workplace 

experiences at every moment that matters, use intelligence to strengthen 

of work. The industry-leading SAP SuccessFactors solutions help more than 6,700 

customers around the world turn purpose into performance.

About the Partners

© 2019, Society for Human Resource Management and SAP SuccessFactors
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External Workforce Insights 2018: 

The Forces Reshaping 
How Work Gets Done OXFORD 
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could be contracted via staffing agencies, 

as consulting firms, marketing agencies, 
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as essential to improving business performance. Two-thirds(66%)of 
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èò ß½½»­­ ¬± ­§­¬»³­ ¿²¼ ½±²º·¼»²¬·¿´ ·²º±®³¿¬·±²

Ø±© ·²º±®³»¼ ¿®» §±« °»®­±²¿´´§ ¿¾±«¬ ¬¸» º±´´±©·²¹ 

¼»¬¿·´­ ±º ­»®ª·½»­ °®±ª·¼»®­ ¼±·²¹ ©±®µ º±® §±«® 

±®¹¿²·¦¿¬·±²á 

Ð¿½»­»¬¬»®­ ¿®» �¸·¹¸´§ ·²º±®³»¼� ¿¾±«¬ ì ±º ¬¸» é ¿®»¿­ 

·¼»²¬·º·»¼ ¿­ �ª»®§ ·³°±®¬¿²¬� ¾§ ¿¬ ´»¿­¬ ¸¿´º ±º ®»­°±²¼»²¬­æ 

ïò Î»­°±²­·¾·´·¬·»­ 

îò Ý±²¬®¿½¬ ¬»®³­ 

íò Ü«®¿¬·±² ±º ©±®µ

ìò É¸± ·­ ¼±·²¹ ¬¸» ©±®µ

ëò ß½½»­­ ¬± º¿½·´·¬·»­

êò ß½½»­­ ¬± ­§­¬»³­ ¿²¼ ½±²º·¼»²¬·¿´ ·²º±®³¿¬·±²

éò Ý±³°´·¿²½» ©·¬¸ ®»¯«·®»¼ ´·½»²­»­ ¿²¼ 

½»®¬·º·½¿¬·±²­

Ê·­·¾·´·¬§

Ì¸» Ð¿½»­»¬¬»®­ ´»¿¼ ¬¸» °¿½µ
Ì¸» ¶±«®²»§ ¬± ¾»¬¬»® ¾«­·²»­­ ±«¬½±³»­
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I I 

îì ñîê  w îðïè ÍßÐ ÍÛ ±® ¿² ÍßÐ ¿ºº·´·¿¬» ½±³°¿²§ò ß´´ ®·¹¸¬­ ®»­»®ª»¼ò

Ì¸» Ð¿½»­»¬¬»®­ ´»¿¼ ¬¸» °¿½µ

Ø±© ½¸¿´´»²¹·²¹ ¿®» ¬¸» º±´´±©·²¹ ¿­°»½¬­ ±º ³¿²¿¹·²¹ §±«® »¨¬»®²¿´ 

©±®µº±®½»á

Ð¿½»­»¬¬»®­ º·²¼ ¿¬ ´»¿­¬ ë ±º ¬¸»­» è ½¿¬»¹±®·»­ »¿­·»® ¬± ³¿²¿¹» ¬¸¿² ¬¸» ±¬¸»®­ò  

ß µ»§ °±·²¬æ »ª»² Ð¿½»­»¬¬»®­ º·²¼ ­»ª»®¿´ ±º ¬¸»­» ·­­«»­ ¼·ºº·½«´¬ ¬± ³¿²¿¹»ò 

ïò Ú·²¼·²¹ ¸·¹¸ó¯«¿´·¬§ ®»­±«®½»­ ¿¬ ¬¸» ®·¹¸¬ ¬·³»ô ·² ¬¸» ®·¹¸¬ °´¿½»ô ¿¬ ¬¸» 

®·¹¸¬ ®¿¬»

îò Ì®¿½µ·²¹ ®»­±«®½»­ ±® °®±¶»½¬ ¯«¿´·¬§ô ±® ·²½±²­·­¬»²½·»­ ·² ¬¸±­» ¿®»¿­

íò Û²­«®·²¹ ²±²ó»³°´±§»»­ ±® ­«°°´·»®­ ©¸± ¼± ²±¬ °»®º±®³ ©»´´ ¿®» ²±¬ 

®»ó»²¹¿¹»¼

ìò ß¼³·²·­¬®¿¬·ª» ·­­«»­ ø»ò¹òô ±ª»®½¸¿®¹·²¹ñ¼«°´·½¿¬» ½¸¿®¹»­ô ·²ª±·½» 

®»½±²½·´·¿¬·±²ô ½±³°´·½¿¬»¼ °¿§³»²¬ ­¬®«½¬«®»­÷

ëò Ë²¿«¬¸±®·¦»¼ ­°»²¼ ø·ò»òô ­°»²¼ ©·¬¸±«¬ ¿°°®±ª¿´ ±º °®±½«®»³»²¬÷

êò Ý±³°´·¿²½» ©·¬¸ ´±½¿´ ¬¿¨ ´¿©­ô ´¿¾±® ´¿©­ô ®»¹«´¿¬±®§ ®»¯«·®»³»²¬­ô 

½¿²¼·¼¿¬» °®·ª¿½§ ®»¯«·®»³»²¬­ô ¿²¼ ©±®µ»® ½±³°´·¿²½» ·­­«»­ ø»ò¹òô 

´·½»²­»­ ±® ½»®¬·º·½¿¬·±²­ ®»¯«·®»¼ ¬± °»®º±®³ ¬¸»·® ®±´»÷

éò Ô¿½µ ±º ¿¼»¯«¿¬» ¬»½¸²±´±¹§ ¬± ³¿²¿¹» »¨¬»®²¿´ ´¿¾±®

èò Ó¿²¿¹·²¹ °¸§­·½¿´ ­»½«®·¬§ ø»ò¹òô ¿½½»­­ ¬± º¿½·´·¬·»­÷ ¿²¼ ¼·¹·¬¿´ñ

½§¾»®­»½«®·¬§ ø»ò¹òô ¿½½»­­ ¬± ­§­¬»³­ ¿²¼ ½±²º·¼»²¬·¿´ ·²º±®³¿¬·±²÷

Ì± ©¸¿¬ »¨¬»²¬ ¼± §±« ¿¹®»» ©·¬¸ ¬¸» º±´´±©·²¹ ­¬¿¬»³»²¬­ ¿¾±«¬ §±«® 

±®¹¿²·¦¿¬·±²�­ «­» ±º ¿² »¨¬»®²¿´ ©±®µº±®½»á

Ð¿½»­»¬¬»®­ �¿¹®»»� ±® �­¬®±²¹´§ ¿¹®»»� ©·¬¸æ 

ïò Ñ«® »¨¬»®²¿´ ©±®µº±®½» »²¿¾´»­ «­ ¬± ·³°®±ª» ±«® ½±³°¿²§�­ ±ª»®¿´´ 

º·²¿²½·¿´ñ¾«­·²»­­ °»®º±®³¿²½» ¿²¼ñ±®

îò Ñ«® »¨¬»®²¿´ ©±®µº±®½» ¸»´°­ «­ ½±³°»¬» ·² ¿ ¼·¹·¬¿´ ©±®´¼

Ì¸»­» Ð¿½»­»¬¬»® ½®·¬»®·¿ ©»®» «­»¼ ¬± ¿­­·¹² »¿½¸ ®»­°±²¼»²¬ ¬± ¿ °¿®¬·½«´¿® 

¹®±«°ò ß ½±³°¿²§ ³»»¬·²¹ ²±²» ±º ¬¸» ½®·¬»®·¿ ·­ ¿ Þ»¹·²²»®ò Ý±³°¿²·»­ ³»»¬·²¹ 

±²» ±® ¬©± ½®·¬»®·¿ ¿®» ¼»­·¹²¿¬»¼ Ú±´´±©»®­ ¿²¼ Ú¿­¬ Ú±´´±©»®­ô ®»­°»½¬·ª»´§ò ß 

½±³°¿²§ ³»»¬·²¹ ¿´´ ¬¸®»» ½®·¬»®·¿ ·­ ½±²­·¼»®»¼ ¿ Ð¿½»­»¬¬»®ò 

Ûºº»½¬·ª» ³¿²¿¹»³»²¬

Þ«­·²»­­ ·³°¿½¬
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a, OXFORD 
gia ECONOMICS SAP Fieldglass A 

îë ñ îê  w îðïè ÍßÐ ÍÛ ±® ¿² ÍßÐ ¿ºº·´·¿¬» ½±³°¿²§ò ß´´ ®·¹¸¬­ ®»­»®ª»¼ò

ß¾±«¬ ¬¸» ®»­»¿®½¸

ß¾±«¬ ¬¸» ®»­»¿®½¸
Ñ¨º±®¼ Û½±²±³·½­ ½±²¼«½¬»¼ ¿² ·²ó¼»°¬¸ ­«®ª»§ ©·¬¸ èðð ­»²·±® »¨»½«¬·ª»­ º®±³ 

³·¼ó­·¦»¼ ¬± ´¿®¹» ½±³°¿²·»­ ·² ïê ·²¼«­¬®·»­ ¿²¼ ïì ½±«²¬®·»­ °´«­ ¬¸» Ò±®¼·½ 

®»¹·±² ±º Û«®±°» ·² ´¿¬» îðïé ¿²¼ »¿®´§ îðïèò Ì¸» ­«®ª»§ º±½«­»¼ ±² ´¿¾±® ¬®»²¼­ô 

·²½´«¼·²¹ ¬¸» «­» ¿²¼ ³¿²¿¹»³»²¬ ±º ¿² »¨¬»®²¿´ ©±®µº±®½»ô ¬±¼¿§ ¿²¼ ·² ¬¸» 

º«¬«®»ô ¿²¼ ·¬­ ·³°¿½¬ ±² ¾«­·²»­­ ¿²¼ º·²¿²½·¿´ °»®º±®³¿²½»ò

Ê·­·¬ »¨¬»®²¿´©±®µº±®½»òº·»´¼¹´¿­­ò½±³ ¬± ¿½½»­­ ­¸¿®»¿¾´»

½±²¬»²¬ ·²½´«¼·²¹ ¿² Û¨»½«¬·ª» Í«³³¿®§ô Í´·¼»Í¸¿®»

¿²¼ ·²º±¹®¿°¸·½­ò

ß¾±«¬ Ñ¨º±®¼ Û½±²±³·½­

É» ¿®» ¿ ©±®´¼ ´»¿¼»® ·² »½±²±³·½ ¿²¿´§­·­ º±® ¾«­·²»­­ ¿²¼ 

¹±ª»®²³»²¬ò Ú±«²¼»¼ ·² ïçèï ¿­ ¿ ¶±·²¬ ª»²¬«®» ©·¬¸ Ñ¨º±®¼ 

Ë²·ª»®­·¬§�­ ¾«­·²»­­ ½±´´»¹»ô ©» ­°»½·¿´·¦» ·² »ª·¼»²½»ó

¾¿­»¼ ¬¸±«¹¸¬ ´»¿¼»®­¸·°ô º±®»½¿­¬·²¹ô ¿²¼ »½±²±³·½ ·³°¿½¬ 

¿²¿´§­·­ò Ø»¿¼¯«¿®¬»®»¼ ·² Ñ¨º±®¼ô ©·¬¸ ±ºº·½»­ ¿®±«²¼ ¬¸» 

©±®´¼ô ©» »³°´±§ ³±®» ¬¸¿² îëð °»±°´»ô ·²½´«¼·²¹ ±ª»® 

ïëð »½±²±³·­¬­ô ·²¼«­¬®§ »¨°»®¬­ô ¿²¼ ¾«­·²»­­ »¼·¬±®­ò 

Ñ¨º±®¼ Û½±²±³·½­ ¸¿­ ¿ ©±®´¼©·¼» ½´·»²¬ ¾¿­» ±º ±ª»® 

ïôððð ½±®°±®¿¬·±²­ô º·²¿²½·¿´ ·²­¬·¬«¬·±²­ô ¹±ª»®²³»²¬ 

±®¹¿²·¦¿¬·±²­ô °®±º»­­·±²¿´ º·®³­ô ¿²¼ «²·ª»®­·¬·»­ò

ß¾±«¬ ÍßÐ Ú·»´¼¹´¿­­

ÍßÐ Ú·»´¼¹´¿­­ô ¿ ´±²¹­¬¿²¼·²¹ ´»¿¼»® ·² »¨¬»®²¿´ ¬¿´»²¬ 

³¿²¿¹»³»²¬ ¿²¼ ­»®ª·½»­ °®±½«®»³»²¬ô ·­ «­»¼ ¾§ 

±®¹¿²·¦¿¬·±²­ ¿®±«²¼ ¬¸» ©±®´¼ ¬± º·²¼ô »²¹¿¹» ¿²¼ 

³¿²¿¹» ¿´´ ¬§°»­ ±º º´»¨·¾´» ®»­±«®½»­ò Ñ«® ½´±«¼ó¾¿­»¼ô 

±°»² °´¿¬º±®³ ¸¿­ ¾»»² ¼»°´±§»¼ ·² ³±®» ¬¸¿² ïèð 

½±«²¬®·»­ ¿²¼ ¸»´°­ ½±³°¿²·»­ ¬®¿²­º±®³ ¸±© ©±®µ 

¹»¬­ ¼±²»ô ·²½®»¿­» ±°»®¿¬·±²¿´ ¿¹·´·¬§ ¿²¼ ¿½½»´»®¿¬» 

¾«­·²»­­ ±«¬½±³»­ ·² ¬¸» ¼·¹·¬¿´ »½±²±³§ò Þ¿½µ»¼ ¾§ ¬¸» 

®»­±«®½»­ ±º ÍßÐô ±«® ½«­¬±³»®­ ¾»²»º·¬ º®±³ ¿ ®±¿¼³¿° 

¼®·ª»² ¾§ ¿ ½±²¬·²«±«­ ·²ª»­¬³»²¬ ·² ·²²±ª¿¬·±²ò

Í«®ª»§ ¼»³±¹®¿°¸·½­

Ý±«²¬®·»­æ ß«­¬®¿´·¿ô Þ»´¹·«³ô Þ®¿¦·´ô Ý¿²¿¼¿ô 

Ú®¿²½»ô Ù»®³¿²§ô ×¬¿´§ô Ö¿°¿²ô Ó»¨·½±ô ¬¸» 

Ò»¬¸»®´¿²¼­ô ¬¸» Ò±®¼·½­ô ¬¸» Ð¸·´·°°·²»­ô Í°¿·²ô ¬¸» 

Ë²·¬»¼ Õ·²¹¼±³ô ¿²¼ ¬¸» Ë²·¬»¼ Í¬¿¬»­ò

×²¼«­¬®·»­æ ¿»®±­°¿½» ¿²¼ ¼»º»²­»ô ¾¿²µ·²¹ô ½¿°·¬¿´ 

³¿®µ»¬­ô ½±²­¬®«½¬·±²ô ½±²­«³»® °¿½µ¿¹»¼ ¹±±¼­ô 

¸»¿´¬¸½¿®»ô ¸·¹¸ó¬»½¸ô ·²¼«­¬®·¿´ ³¿²«º¿½¬«®·²¹ô 

·²­«®¿²½»ô ´·º» ­½·»²½»­ô ±·´ ¿²¼ ¹¿­ô °®±º»­­·±²¿´ 

­»®ª·½»­ô °«¾´·½ ­»®ª·½»ô ®¿·´ô ®»¬¿·´ô ¿²¼ «¬·´·¬·»­ò  

Û¨»½«¬·ª»­ ·²¬»®ª·»©»¼æ °®±½«®»³»²¬ øëëû÷ô ØÎ

¿²¼ ¬¿´»²¬ ³¿²¿¹»³»²¬ øíðû÷ô ×Ì øïðû÷ô ¿²¼ º·²¿²½» 

øëû÷ò ß ¬¸·®¼ ©»®» Ýó­«·¬» »¨»½«¬·ª»­å ¿ º«®¬¸»® ¬¸·®¼ 

©»®» ¬¸»·® ¼·®»½¬ ®»°±®¬­å ¿²¼ ¬¸» º·²¿´ ¬¸·®¼ ©»®» 

¼·®»½¬±®ó´»ª»´ ´»¿¼»®­ò 

Ý±³°¿²§ ­·¦» øËÍÜ÷æ

üëðð ³·´´·±²�üï ¾·´´·±²æ ïðû

üï ¾·´´·±²�üë ¾·´´·±²æ íëû

üë ¾·´´·±²�üîð ¾·´´·±²æ ìðû   

üîð ¾·´´·±²õæ ïëû 
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SAP Fieldglass A 

îêñ îê

©©©òº·»´¼¹´¿­­ò½±³

w îðïè ÍßÐ ÍÛ ±® ¿² ÍßÐ ¿ºº·´·¿¬» ½±³°¿²§ò ß´´ ®·¹¸¬­ ®»­»®ª»¼ò

Ò± °¿®¬ ±º ¬¸·­ °«¾´·½¿¬·±² ³¿§ ¾» ®»°®±¼«½»¼ ±® ¬®¿²­³·¬¬»¼ ·² ¿²§ º±®³ ±® 

º±® ¿²§ °«®°±­» ©·¬¸±«¬ ¬¸» »¨°®»­­ °»®³·­­·±² ±º ÍßÐ ÍÛ ±® ¿² ÍßÐ ¿ºº·´·¿¬» 

½±³°¿²§ò 

Ì¸» ·²º±®³¿¬·±² ½±²¬¿·²»¼ ¸»®»·² ³¿§ ¾» ½¸¿²¹»¼ ©·¬¸±«¬ °®·±® ²±¬·½»ò 

Í±³» ­±º¬©¿®» °®±¼«½¬­ ³¿®µ»¬»¼ ¾§ ÍßÐ ÍÛ ¿²¼ ·¬­ ¼·­¬®·¾«¬±®­ ½±²¬¿·² 

°®±°®·»¬¿®§ ­±º¬©¿®» ½±³°±²»²¬­ ±º ±¬¸»® ­±º¬©¿®» ª»²¼±®­ò Ò¿¬·±²¿´ 

°®±¼«½¬ ­°»½·º·½¿¬·±²­ ³¿§ ª¿®§ò

Ì¸»­» ³¿¬»®·¿´­ ¿®» °®±ª·¼»¼ ¾§ ÍßÐ ÍÛ ±® ¿² ÍßÐ ¿ºº·´·¿¬» ½±³°¿²§ º±® 

·²º±®³¿¬·±²¿´ °«®°±­»­ ±²´§ô ©·¬¸±«¬ ®»°®»­»²¬¿¬·±² ±® ©¿®®¿²¬§ ±º ¿²§ µ·²¼ô 

¿²¼ ÍßÐ ±® ·¬­ ¿ºº·´·¿¬»¼ ½±³°¿²·»­ ­¸¿´´ ²±¬ ¾» ´·¿¾´» º±® »®®±®­ ±® ±³·­­·±²­ 

©·¬¸ ®»­°»½¬ ¬± ¬¸» ³¿¬»®·¿´­ò Ì¸» ±²´§ ©¿®®¿²¬·»­ º±® ÍßÐ ±® ÍßÐ ¿ºº·´·¿¬» 

½±³°¿²§ °®±¼«½¬­ ¿²¼ ­»®ª·½»­ ¿®» ¬¸±­» ¬¸¿¬ ¿®» ­»¬ º±®¬¸ ·² ¬¸» »¨°®»­­ 

©¿®®¿²¬§ ­¬¿¬»³»²¬­ ¿½½±³°¿²§·²¹ ­«½¸ °®±¼«½¬­ ¿²¼ ­»®ª·½»­ô ·º ¿²§ò 

Ò±¬¸·²¹ ¸»®»·² ­¸±«´¼ ¾» ½±²­¬®«»¼ ¿­ ½±²­¬·¬«¬·²¹ ¿² ¿¼¼·¬·±²¿´ ©¿®®¿²¬§ò

×² °¿®¬·½«´¿®ô ÍßÐ ÍÛ ±® ·¬­ ¿ºº·´·¿¬»¼ ½±³°¿²·»­ ¸¿ª» ²± ±¾´·¹¿¬·±² ¬± °«®­«» 

¿²§ ½±«®­» ±º ¾«­·²»­­ ±«¬´·²»¼ ·² ¬¸·­ ¼±½«³»²¬ ±® ¿²§ ®»´¿¬»¼ °®»­»²¬¿¬·±²ô 

±® ¬± ¼»ª»´±° ±® ®»´»¿­» ¿²§ º«²½¬·±²¿´·¬§ ³»²¬·±²»¼ ¬¸»®»·²ò Ì¸·­ ¼±½«³»²¬ô 

±® ¿²§ ®»´¿¬»¼ °®»­»²¬¿¬·±²ô ¿²¼ ÍßÐ ÍÛ�­ ±® ·¬­ ¿ºº·´·¿¬»¼ ½±³°¿²·»­� ­¬®¿¬»¹§ 

¿²¼ °±­­·¾´» º«¬«®» ¼»ª»´±°³»²¬­ô °®±¼«½¬­ô ¿²¼ñ±® °´¿¬º±®³­ô ¼·®»½¬·±²­ô 

¿²¼ º«²½¬·±²¿´·¬§ ¿®» ¿´´ ­«¾¶»½¬ ¬± ½¸¿²¹» ¿²¼ ³¿§ ¾» ½¸¿²¹»¼ ¾§ ÍßÐ 

ÍÛ ±® ·¬­ ¿ºº·´·¿¬»¼ ½±³°¿²·»­ ¿¬ ¿²§ ¬·³» º±® ¿²§ ®»¿­±² ©·¬¸±«¬ ²±¬·½»ò 

Ì¸» ·²º±®³¿¬·±² ·² ¬¸·­ ¼±½«³»²¬ ·­ ²±¬ ¿ ½±³³·¬³»²¬ô °®±³·­»ô ±® ´»¹¿´ 

±¾´·¹¿¬·±² ¬± ¼»´·ª»® ¿²§ ³¿¬»®·¿´ô ½±¼»ô ±® º«²½¬·±²¿´·¬§ò ß´´ º±®©¿®¼ó´±±µ·²¹ 

­¬¿¬»³»²¬­ ¿®» ­«¾¶»½¬ ¬± ª¿®·±«­ ®·­µ­ ¿²¼ «²½»®¬¿·²¬·»­ ¬¸¿¬ ½±«´¼ ½¿«­» 

¿½¬«¿´ ®»­«´¬­ ¬± ¼·ºº»® ³¿¬»®·¿´´§ º®±³ »¨°»½¬¿¬·±²­ò Î»¿¼»®­ ¿®» ½¿«¬·±²»¼ 

²±¬ ¬± °´¿½» «²¼«» ®»´·¿²½» ±² ¬¸»­» º±®©¿®¼ó´±±µ·²¹ ­¬¿¬»³»²¬­ô ¿²¼ ¬¸»§ 

­¸±«´¼ ²±¬ ¾» ®»´·»¼ «°±² ·² ³¿µ·²¹ °«®½¸¿­·²¹ ¼»½·­·±²­ò

ÍßÐ ¿²¼ ±¬¸»® ÍßÐ °®±¼«½¬­ ¿²¼ ­»®ª·½»­ ³»²¬·±²»¼ ¸»®»·² ¿­ ©»´´ ¿­ ¬¸»·® 

®»­°»½¬·ª» ´±¹±­ ¿®» ¬®¿¼»³¿®µ­ ±® ®»¹·­¬»®»¼ ¬®¿¼»³¿®µ­ ±º ÍßÐ ÍÛ ø±® ¿² 

ÍßÐ ¿ºº·´·¿¬» ½±³°¿²§÷ ·² Ù»®³¿²§ ¿²¼ ±¬¸»® ½±«²¬®·»­ò ß´´ ±¬¸»® °®±¼«½¬ ¿²¼ 

­»®ª·½» ²¿³»­ ³»²¬·±²»¼ ¿®» ¬¸» ¬®¿¼»³¿®µ­ ±º ¬¸»·® ®»­°»½¬·ª» ½±³°¿²·»­ò 

Í»» ©©©ò­¿°ò½±³ñ½±®°±®¿¬»ó»²ñ´»¹¿´ñ½±°§®·¹¸¬ñ·²¼»¨ò»°¨ º±® ¿¼¼·¬·±²¿´ 

¬®¿¼»³¿®µ ·²º±®³¿¬·±² ¿²¼ ²±¬·½»­ò

ï Ì¸» Î·­» ¿²¼ Ò¿¬«®» ±º ß´¬»®²¿¬·ª» É±®µ 

ß®®¿²¹»³»²¬­ ·² ¬¸» Ë²·¬»¼ Í¬¿¬»­ô ïççëó

îðïëå Ô¿©®»²½» Úò Õ¿¬¦ô Ø¿®ª¿®¼ Ë²·ª»®­·¬§ 

¿²¼ ÒÞÛÎô ¿²¼ ß´¿² Þò Õ®«»¹»®ô Ð®·²½»¬±² 

Ë²·ª»®­·¬§ ¿²¼ ÒÞÛÎå Ó¿®½¸ îçô îðïê
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Ì¸» Ù·¹ 

Û½±²±³§ ¿²¼ 

ß´¬»®²¿¬·ª» É±®µ 

ß®®¿²¹»³»²¬­
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ÝÑÐÇÎ×ÙØ Ì ÍÌß ÒÜßÎÜÍ

Ì¸·­ ¼±½«³»²¬ ½±²¬¿·²­ °®±°®·»¬¿®§ ®»­»¿®½¸ô ½±°§®·¹¸¬»¼ ¿²¼ ¬®¿¼»³¿®µ»¼ ³¿¬»®·¿´­ ±º Ù¿´´«°ô 

×²½ò ß½½±®¼·²¹´§ô ·²¬»®²¿¬·±²¿´ ¿²¼ ¼±³»­¬·½ ´¿©­ ¿²¼ °»²¿´¬·»­ ¹«¿®¿²¬»»·²¹ °¿¬»²¬ô ½±°§®·¹¸¬ô 

¬®¿¼»³¿®µ ¿²¼ ¬®¿¼» ­»½®»¬ °®±¬»½¬·±² ­¿º»¹«¿®¼ ¬¸» ·¼»¿­ô ½±²½»°¬­ ¿²¼ ®»½±³³»²¼¿¬·±²­ ®»´¿¬»¼ 

©·¬¸·² ¬¸·­ ¼±½«³»²¬ò 

Ì¸» ³¿¬»®·¿´­ ½±²¬¿·²»¼ ·² ¬¸·­ ¼±½«³»²¬ ¿²¼ñ±® ¬¸» ¼±½«³»²¬ ·¬­»´º ³¿§ ¾» ¼±©²´±¿¼»¼ ¿²¼ñ±® 
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Broadly defined, the gig economy includes multiple types of alternative work 

firm workers, on-call workers and temporary workers. 

Using this broad definition, Gallup estimates that 

full-time workers and half of all part-time workers 

"a tale of two gig economies." 

arrangements, while contingent gig workers (on-call, contract and temp workers) are 
treated more like employees without the benefits, pay and stability that come with 

preferred type of work (71%) 

a quarter of millennials (26%) and Gen Xers (27%) have full-time or 
part-time alternative work arrangements. 

involving worker classification are complex and evolving, 

financial consequences 

fewer relationships 

"check the pulse" 
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flexible income when they need it, whether as a side gig, a job to fill an income gap or a 

finding alternative ways of working by piecing together a "work life" from a variety of income 

typically have greater autonomy and flexibility than traditional workers do, leading to higher 
engagement. Contingent gig workers (on-call and temporary workers, for example) show 
much lower levels of engagement at work. In this, we see "a tale of two gig economies." 

from our organization? How can we effectively deliver on our brand promise and distinctive 
culture with gig workers? What roles or functions are best suited for gig work? 

Is the gig economy good or bad for workers? Does it help or exacerbate long-standing 
economic concerns about access to high-quality work experiences and a sustainable 

how organizations can use alternative workers to be increasingly agile in ever-changing 

What kinds of work arrangements are included in the gig economy? 

Recent media coverage of the gig economy has mostly resulted from the increase in mobile-
or online-based platform work, like Uber or TaskRabbit. However, online platform workers 

of gig workers include independent contractors and those who have conditional or short-

U.S. Bureau of Labor Statistics (BLS) recently published a long-awaited update to its 2005 
Contingent and Alternative Employment Arrangements. The BLS classifies alternative 

workers as those who are independent contractors or freelancers, contract firm workers, on-
call workers, and temporary help agency workers. The BLS also measured multiple definitions 
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The Prevalence and Growth of the Gig Economy 

When the BLS last measured alternative work arrangements in 2005, it found that 11% of 

possible decrease in the gig economy during the 13-year gap between measurements. 
However, several other studies conducted by academics, private research firms and 

compared the results of a RAND survey conducted in 2015 with BLS estimates. 

the 11% found by the BLS in 2005, suggesting a sizable increase. 

Using alternative definitions of gig work, the Federal Reserve's Report on the Economic 

from the IRS of those holding 1099-MISC forms (i.e., those most closely associated with 
freelance workers) indicated an increase, versus a decrease in W-2 forms.5
government data sources would conflict with the recent BLS findings and suggest a rise in 

workforce in 2015 and found that 12% of working-age adults were doing this type of work 

Recent Gallup research finds that 29% of U.S. workers have an alternative work arrangement 
as their primary job — including one in four full-time workers (24%) and half of part-time 

1 U.S. Bureau of Labor Statistics. (2005). Contingent and alternative employment arrangements, February 2005. 

Contingent and alternative employment arrangements, May 2017. 

The rise and nature of alternative work arrangements in the United States, 1995-2015. 

Report on the economic well-being of U.S. households in 2017. 

https://www.federalreserve.gov/publications/files/2017-report-economic-well-being-us-households-201805.pdf. 

5 Dourado, E., & Koopman, C. (2015). Evaluating the growth of the 1099 workforce. 
https://www.mercatus.org/publication/evaluating-growth-1099-workforce 

Independent work: Choice, necessity, and the gig 

economy/Independent-Work-Choice-necessity-and-the-gig-economy-Full-report.ashx. 

Freelancing in America: A national survey of the new workforce. 
https://www.slideshare.net/oDesk/global-freelancer-surveyresearch-38467323/1 

Freelancing in America 2017 
https://www.upwork.com/i/freelancing-in-am erica/2017/. 
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Weighted Estimate of 
Definition 

staffing firm in a hospital 
for a three-month rotation 

under a specific 
who is self-employed and redesigns 

small to mid-sized businesses 

an as-needed basis, not 
ON-CALL different school districts 

work on-call shifts as 

Workers who find short 

short-term work 

temp or staffing agency 

a short-term assignment entering 

LAI 

7 

É±®µ»® Ì§°» Û¨¿³°´» É±®µ»®­� Ð®·³¿®§ Ö±¾

ÝÑÒÌÎßÝÌ Ú×ÎÓ 

ÉÑÎÕÛÎÍ

Û³°´±§»»­ ©¸± ©±®µ º±® 

¿ ½±³°¿²§ ¬¸¿¬ °®±ª·¼»­ 

¬¸»·® ­»®ª·½»­ ¬± ¿²±¬¸»® 

»²¬·¬§ ±² ¿ ½±²¬®¿½¬«¿´ 

±® °®±¶»½¬ ¾¿­·­

ß ¬®¿ª»´·²¹ ²«®­» ©¸± 

·­ ¸·®»¼ ¿²¼ °´¿½»¼ ¾§ ¿ 

¼«®·²¹ ¿ ²«®­·²¹ ­¸±®¬¿¹»

û ±º ÚÌ ©±®µ»®­æ èòë

û ±º ÐÌ ©±®µ»®­æ ïïòí

û ±º ¿´´ ©±®µ»®­æ çòï

×ÒÜÛÐÛÒÜÛÒÌ 

ÝÑÒÌÎßÝÌÑÎÍ

Ð»±°´» ©¸± °®±ª·¼» 

¹±±¼­ ¿²¼ ­»®ª·½»­ 

½±²¬®¿½¬«¿´ ¿¹®»»³»²¬ 

¬± ¿²±¬¸»® »²¬·¬§

ß º®»»´¿²½» ¹®¿°¸·½ ¼»­·¹² ½±²­«´¬¿²¬ 

´±¹±­ ¿²¼ ¿¼ª»®¬·­»³»²¬­ º±® 

û ±º ÚÌ ©±®µ»®­æ ïðòç

û ±º ÐÌ ©±®µ»®­æ íïòï

û ±º ¿´´ ©±®µ»®­æ ïìòé

ÉÑÎÕÛÎÍ

Ì¸±­» ©¸± ±²´§ ©±®µ ±² 

·²½´«¼·²¹ ©±®µ»®­ ©¸± 

°¿®¬ ±º ¬¸»·® ®»¹«´¿® ¶±¾

ß ­«¾­¬·¬«¬» ¬»¿½¸»® 

©¸± ©±®µ­ º±® ­»ª»®¿´ 

¿²¼ ±²´§ ©±®µ­ ©¸»² 

¬¸»®» ·­ ¿² ±°»² 

¬»¿½¸·²¹ ª¿½¿²½§

û ±º ÚÌ ©±®µ»®­æ ìòì

û ±º ÐÌ ©±®µ»®­æ ïìòé

û ±º ¿´´ ©±®µ»®­æ êòì

ÑÒÔ×ÒÛ 

ÐÔßÌÚÑÎÓ 

ÉÑÎÕÛÎÍ

¶±¾­ ¬¸®±«¹¸ ¿ ³±¾·´» ±® 

±²´·²» ³¿®µ»¬°´¿½» ¬¸¿¬ 

½±²²»½¬­ ¬¸»³ ¼·®»½¬´§ 

©·¬¸ ½«­¬±³»®­ô »·¬¸»® 

·² °»®­±² ±® ±²´·²»

ß ¼»´·ª»®§ ¼®·ª»® ©¸± °·½µ­ «° ¼®§ 

½´»¿²·²¹ô ¹®±½»®§ ±® º±±¼ ·¬»³­ ¿²¼ 

¼»´·ª»®­ ¬¸» °®±¼«½¬ ¼·®»½¬´§ ¬± ¬¸» 

½«­¬±³»® ª·¿ ¿ ³±¾·´» °´¿¬º±®³ ®»¯«»­¬

û ±º ÚÌ ©±®µ»®­æ êòè

û ±º ÐÌ ©±®µ»®­æ çòë

û ±º ¿´´ ©±®µ»®­æ éòí

ÌÛÓÐÑÎßÎÇ 

ÉÑÎÕÛÎÍ

É±®µ»®­ ©¸± ¸¿ª» 

¿®®¿²¹»³»²¬­ô ±º¬»² 

¿­­·¹²»¼ ¬± ¬¸»³ ¾§ ¿ 

ß ¼¿¬¿ »²¬®§ ­°»½·¿´·­¬ ©¸± ·­ ¹·ª»² 

³»¼·½¿´ ®»½±®¼­ ·²¬± ¿ 

­§­¬»³ º±® ¿ 

¸»¿´¬¸½¿®» 

±®¹¿²·¦¿¬·±²

û ±º ÚÌ ©±®µ»®­æ ìòë

û ±º ÐÌ ©±®µ»®­æ ïêòê

û ±º ¿´´ ©±®µ»®­æ êòè

ßÔÔ ÉÑÎÕÛÎÍ ÉØÑ ØßÊÛ ßÒÇ ÑÚ ÌØÛ ßÞÑÊÛ ßÔÌÛÎÒßÌ×ÊÛ 

ÉÑÎÕ ßÎÎßÒÙÛÓÛÒÌÍ ßÍ ÌØÛ×Î ÐÎ×ÓßÎÇ ÖÑÞ

û ±º ÚÌ ©±®µ»®­æ îìòì

û ±º ÐÌ ©±®µ»®­æ ìçòì

û ±º ¿´´ ©±®µ»®­æ îçòï

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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36% 

work in these arrangements full time. That difference is 

may be doing part-time gig work. This finding may 
suggest that the gig economy may benefit individuals 

three baby boomers have a full-time or part-time 

full-time or part-time alternative work arrangements. 

transitioning into more flexible work arrangements 
during retirement to supplement fixed incomes. 

Additionally, Gallup finds that millennials in alternative 

contingent types of gig work. These findings indicate 

É¸»² ¿´´ ©±®µ»®­ ©»®» ¿­µ»¼ ¿¾±«¬ ¬¸»·® °®·³¿®§ ¿²¼ ­»½±²¼¿®§ ¶±¾­ �

Ñ²» ¬®¿¼·¬·±²¿´ 

ÚÌ ¶±¾

Ñ²» ¬®¿¼·¬·±²¿´ 

ÐÌ ¶±¾

Ì©± ¬®¿¼·¬·±²¿´ 

¶±¾­

Ñ²» ÚÌ ¹·¹ ¶±¾ Ñ²» ÐÌ ¹·¹ ¶±¾ Ì©± ¹·¹ ¶±¾­ Ì©± ¶±¾­æ Ú·®­¬ 

·­ ¬®¿¼·¬·±²¿´å 

­»½±²¼ ·­ ¹·¹

Ì©± ¶±¾­æ Ú·®­¬ 

·­ ¹·¹å ­»½±²¼ 

·­ ¬®¿¼·¬·±²¿´

Ò±¬»æ ß³±²¹ ®»­°±²¼»²¬­ ©¸± ©±®µ»¼ ¿¬ ´»¿­¬ ±²» ¸±«® ·² ¬¸» °¿­¬ ©»»µå ²ãëôðîë ø©»·¹¸¬»¼ ¬± ¬¸» ËòÍò ©±®µ·²¹ °±°«´¿¬·±²÷

ß²§ ©±®µ ·² 

¹·¹ »½±²±³§

É¸± Ð¿®¬·½·°¿¬»­ ·² ¬¸» Ù·¹ Û½±²±³§á

Ó»² ¿®» ³±®» ´·µ»´§ ¬¸¿² ©±³»² ¬± °¿®¬·½·°¿¬» ·² ¹·¹ 

©±®µ � îçû ±º ³»² ½±³°¿®»¼ ©·¬¸ ïçû ±º ©±³»² 

­´·¹¸¬´§ ­³¿´´»® ©¸»² ©» ½±²­·¼»® ¿´´ ¹·¹ ©±®µ»®­ øíîû 

³»² ª­ò îêû ©±³»²÷ � ·²¼·½¿¬·²¹ ¬¸¿¬ ³±®» ©±³»² 

©¸± ±¬¸»®©·­» ³·¹¸¬ ¾» »¨½´«¼»¼ º®±³ ¬¸» ¬®¿¼·¬·±²¿´ 

©±®µº±®½»ô ­«½¸ ¿­ ©±®µ·²¹ ³±¬¸»®­ò

Þ¿¾§ ¾±±³»®­ °¿®¬·½·°¿¬» ·² ¬¸» ¹·¹ »½±²±³§ ¿¬ ¸·¹¸»® 

®¿¬»­ ¬¸¿² ³·´´»²²·¿´­ ±® Ù»² È»®­ ¼±ò ß¾±«¬ ±²» ·² 

¹·¹ ¶±¾ ¿­ ¬¸»·® °®·³¿®§ ¶±¾ò Ó»¿²©¸·´»ô ±²´§ ¿¾±«¬ ¿ 

¯«¿®¬»® ±º ³·´´»²²·¿´­ øîêû÷ ¿²¼ Ù»² È»®­ øîéû÷ ¸¿ª» 

Ì¸»­» ®»­«´¬­ ·²¼·½¿¬» ¬¸¿¬ ¾¿¾§ ¾±±³»®­ ³¿§ ¾» 

©±®µ ¿®®¿²¹»³»²¬­ øììû÷ ¿®» ³«½¸ ´»­­ ´·µ»´§ ¬± ­¿§ 

¬¸»§ ¿®» ¼±·²¹ ¬¸»·® °®»º»®®»¼ ¬§°» ±º ©±®µ ½±³°¿®»¼ 

©·¬¸ ¬¸»·® ½±«²¬»®°¿®¬­ ·² ¬®¿¼·¬·±²¿´ ¶±¾­ øêìû÷ò 

Ø±©»ª»®ô ¬¸·­ ¹»²»®¿¬·±²¿´ ¹¿° ·­ ´»­­ ´·µ»´§ ¬± »¨·­¬ 

¿³±²¹ ¾±¬¸ Ù»² È»®­ øéðû ±º ¹·¹ ©±®µ»®­ ª­ò éïû 

±º ¬®¿¼·¬·±²¿´ ©±®µ»®­÷ ¿²¼ ¾¿¾§ ¾±±³»®­ øéçû ±º ¹·¹ 

©±®µ»®­ ª­ò èíû ±º ¬®¿¼·¬·±²¿´ ©±®µ»®­÷ò Ì¸·­ ¬®»²¼ 

·­ ¹»²»®¿´´§ ½±²­·­¬»²¬ º±® ¾±¬¸ ·²¼»°»²¼»²¬ ¿²¼ 

¬¸¿¬ §±«²¹»® ©±®µ»®­ ³¿§ ¾» ¬«®²·²¹ ¬± ¿´¬»®²¿¬·ª» ¶±¾­ 

¾¿­»¼ ³±®» ±² ²»½»­­·¬§ ¬¸¿² °®»º»®»²½»ò

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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qb. 

Ç±«²¹»® ©±®µ»®­ ³¿§ 
¾» »¨°»®·³»²¬·²¹ ·² 

¬¸» ¹·¹ »½±²±³§ ³±®» 
±«¬ ±º ²»½»­­·¬§ ¬¸¿² 
½¸±·½» � º±® ±´¼»® 
©±®µ»®­ô ¹·¹ ©±®µ ·­ 

¬¸»·® °®»º»®»²½»ò

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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ß®» Ù·¹ É±®µ»®­ 

Ø¿°°§ ±® 

Ü»­°»®¿¬»á
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I already work at least 30 hours/week. 

organizational effectiveness and workers' rights. 

50% 
40-hour, 9-to-5 positions to gain more flexibility 

taxes and employee benefits. 

n=5,025 (weighted to the U.S. working population) 

If working less, do you want more hours? 

Only half 
have full-time employment. 

J 
. No, I do not want to work more than 30 hours/week 

. Yes, I want to work more than 30 hours/week 

É¸¿¬ Ù·¹ É±®µ»®­ É¿²¬

Ý±²¬®±ª»®­§ ±ª»® ¬¸» ¹·¹ »½±²±³§ ´¿®¹»´§ ½»²¬»®­ 

±² ©¸¿¬ ¬¸»­» ¬®»²¼­ ³»¿² º±® ¬¸» ËòÍò ´¿¾±® ³¿®µ»¬ô 

ß®» ¹·¹ ©±®µ»®­ ¬¿µ·²¹ ±² °·»½»³»¿´ ©±®µ ±«¬ ±º 

²»½»­­·¬§ô ¼±·²¹ ©¸¿¬»ª»® ·¬ ¬¿µ»­ ¬± ³¿µ» »²¼­ 

³»»¬á Ñ® ¿®» ¬¸»§ ½±²­½·±«­´§ ±°¬·²¹ ±«¬ ±º ¬®¿¼·¬·±²¿´ 

¿²¼ ¿«¬±²±³§á

Ñ°¬·³·­¬­ ½´¿·³ ¬¸»­» ½¸¿²¹·²¹ ©±®µ ®»´¿¬·±²­¸·°­ 

®»°®»­»²¬ ¿ ³±ª»³»²¬ ¬±©¿®¼ ·²½®»¿­»¼ 

»²¬®»°®»²»«®­¸·° ¿²¼ ©±®µ»® »³°±©»®³»²¬ò Ý®·¬·½­ 

½±«²¬»® ¬¸¿¬ ¬¸·­ ¬®»²¼ ½±«´¼ ­·¹²¿´ ¬¸» ¼»¬»®·±®¿¬·±² 

±º ¬¸» ­±½·¿´ ½±²¬®¿½¬ ¾»¬©»»² »³°´±§»»­ ¿²¼ 

»³°´±§»®­ô ¿­ ­±³» ±®¹¿²·¦¿¬·±²­ »³°´±§ ³±®» 

½±²¬·²¹»²¬ ©±®µ»®­ ¬± ½«¬ ´·¿¾·´·¬·»­ ¿²¼ ½±­¬­ô ­«½¸ ¿­ 

Ð®»º»®®»¼ Ò«³¾»® ±º Ø±«®­ò ß½½±®¼·²¹ ¬± Ù¿´´«° 

®»­»¿®½¸ô ¹·¹ ©±®µ»®­ ¿®» ³±®» ´·µ»´§ ¬± ©±®µ ´»­­ ¬¸¿² 

º«´´ ¬·³» ø´»­­ ¬¸¿² íð ¸±«®­ °»® ©»»µ÷ ½±³°¿®»¼ ©·¬¸ 

¬®¿¼·¬·±²¿´ ©±®µ»®­ò Ø±©»ª»®ô ¿³±²¹ ¬¸±­» ©¸± ¿®» 

©±®µ·²¹ ´»­­ ¬¸¿² º«´´ ¬·³»ô ¿¾±«¬ ­·¨ ·² ïð ¼± ²±¬ ©¿²¬ 

¬± ©±®µ ³±®» ¬¸¿² íð ¸±«®­ ¿ ©»»µô ©¸·´» º±«® ·² ïð ¿®» 

´±±µ·²¹ º±® ³±®» ¸±«®­ò Ì¸·­ ¼»³±²­¬®¿¬»­ ¿ ¼·ª·¼» ·² 

¬¸» ¹·¹ »½±²±³§ � ­±³» ©±®µ»®­ ¿®» ¹»¬¬·²¹ ¬¸» ®·¹¸¬ 

¿³±«²¬ ±º ¸±«®­ º±® ¬¸»·® ´·º» ­·¬«¿¬·±²ô ©¸·´» ±¬¸»®­ ¿®» 

­¬®·ª·²¹ º±® ³±®»ò

±º ¿´´ ¹·¹ ©±®µ»®­ 

Ñº ¬¸» ¹·¹ ©±®µ»®­ ©¸± ©±®µ 

´»­­ ¬¸¿² º«´´ ¬·³»ô ¿ ³¿¶±®·¬§ 

¼±²�¬ ©¿²¬ ¬± ©±®µ ³±®» ¸±«®­ò

éîû
Ì®¿¼·¬·±²¿´ ©±®µ»®

Ù·¹ ©±®µ»®

Ò±¬»æ ß³±²¹ ®»­°±²¼»²¬­ ©¸± ©±®µ»¼ ¿¬ ´»¿­¬ ±²» ¸±«® ·² ¬¸» °¿­¬ ©»»µå 

ëîû

ìèû

Ì®¿¼·¬·±²¿´ ©±®µ»®

Ù·¹ ©±®µ»®

ìíû

ëéû

Ò±¬»æ ß³±²¹ ®»­°±²¼»²¬­ ©¸± ©±®µ ´»­­ ¬¸¿² íð ¸±«®­ °»® ©»»µ

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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— with a high of 66% of independent contractors and a low of 54% of temporary workers. 

Do you prefer doing this type of work? 

I am doing my preferred type of work I would prefer to do another type of work 

Contract firm workers 

On-call workers 

Note: Among respondents who worked at least one hour in the past week; n=5,025 (weighted to the U.S. working population) 

long-term career. Gig workers are less likely to say they are in their long-term career (68%) 
and more likely to say they are actively looking for a different or additional job. These 
findings show that while alternative workers are less likely than traditional workers to see 
their job as a permanent vocation, a majority still consider it their long-term career. 

varies by role. Some workers are satisfied with their situation, and others are not. However, 

preferred type of work and less likely to see their job as a long-term career, a clear majority 

Ð®»º»®®»¼ Ì§°» ±º É±®µò Ñª»®¿´´ô ¬®¿¼·¬·±²¿´ »³°´±§»»­ ¿®» ³±®» ´·µ»´§ ¬± ­¿§ ¬¸»§ ¿®» 

¼±·²¹ ¬¸»·® °®»º»®®»¼ ¬§°» ±º ©±®µ øéïû÷ ¬¸¿² ¬¸±­» ·² ¹·¹ ©±®µ ¿®®¿²¹»³»²¬­ øêìû÷ò 

Ø±©»ª»®ô ¿ ³¿¶±®·¬§ ±º ¹·¹ ©±®µ»®­ ­¬·´´ ®»°±®¬ °®»º»®»²½» º±® ¬¸» ¬§°» ±º ©±®µ ¬¸»§ ¿®» ¼±·²¹ 

Ì¿µ»² ¬±¹»¬¸»®ô ¬¸»­» ®»­«´¬­ ­¸±© ¬¸¿¬ ¿´¬¸±«¹¸ ¹·¹ ©±®µ»®­ ¿®» ´»­­ ´·µ»´§ ¬¸¿² ¬®¿¼·¬·±²¿´ 

©±®µ»®­ ¬± ­¿§ ¬¸»§ ¿®» ¼±·²¹ ¬¸»·® °®»º»®®»¼ ¬§°» ±º ©±®µô ¿ ³¿¶±®·¬§ ©·¬¸·² »¿½¸ ¿´¬»®²¿¬·ª» 

¿®®¿²¹»³»²¬ ¿®» ©±®µ·²¹ ¬¸» ©¿§ ¬¸»§ ©¿²¬ ¬±ò

Ì®¿¼·¬·±²¿´ ©±®µ»®­ éïû îçû

ß²§ ¹·¹ ©±®µ»®­ êìû íêû

ëëû ìëû

×²¼»°»²¼»²¬ ½±²¬®¿½¬±®­ êêû íìû

êïû íçû

Ñ²´·²» °´¿¬º±®³ ©±®µ»®­ êðû ìðû

Ì»³°±®¿®§ ©±®µ»®­ ëìû ìêû

Ô±²¹óÌ»®³ Ý¿®»»®ò Û·¹¸¬§ °»®½»²¬ ±º ¬®¿¼·¬·±²¿´ ©±®µ»®­ ½±²­·¼»® ¬¸»·® ½«®®»²¬ ¶±¾ ¿­ ¿ 

ß­ ©» ©·´´ ­»» ©·¬¸ ±¬¸»® ¿­°»½¬­ ±º ¬¸» ¹·¹ »½±²±³§ »¨°»®·»²½»ô ­¿¬·­º¿½¬·±² ©·¬¸ ¹·¹ ©±®µ 

©¸·´» ¹·¹ ©±®µ»®­ ±ª»®¿´´ ¿®» ´»­­ ´·µ»´§ ¬¸¿² ¬®¿¼·¬·±²¿´ ©±®µ»®­ ¬± ­¿§ ¬¸»§�®» ¼±·²¹ ¬¸»·® 

±º ¹·¹ ©±®µ»®­ ­¬·´´ ½¸±±­» ¬± »²¹¿¹» ·² ¬¸·­ ¬§°» ±º ©±®µ ¿²¼ °´¿² ¬± ¼± ­± ¿­ ¬¸»·® ½¿®»»®ò

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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% 
±º ¬®¿¼·¬·±²¿´ ©±®µ»®­ ­¿§ ¬¸»§ 

¿®» ¼±·²¹ ¬¸»·® °®»º»®®»¼ ¬§°» ±º 

©±®µô ½±³°¿®»¼ ©·¬¸ êìû ±º ¹·¹ 

©±®µ»®­ � ¾«¬ ¿ ³¿¶±®·¬§ ­¬·´´ ­¿§ 

¹·¹ ©±®µ ·­ ¬¸»·® °®»º»®»²½»ò

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­
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and Benefits 

É±®µ»®­� 

Ð»®­°»½¬·ª»æ 

Ì¸» Ý±­¬­ 

±º Ù·¹ É±®µ
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The Psychology of Gig Work 

The desire for a "good job" is a nearly universal human desire. 

beyond, and find what they do meaningful and rewarding. This matters for organizational 

workers in turn drive higher productivity, performance and profit. 

productivity, performance, retention, safety and profitability among individuals, teams and 
organizations. Although the workplace is constantly changing, Gallup's meta-analyses 

However, there are some stark differences within these alternative work arrangements. 

(27%). But only 19% of contingent gig workers — contract firm, on-call and temp 

Online platform workers 

Contract firm workers 

Temporary workers 

Ø¿ª·²¹ ¿ ¶±¾ ·­ ¿¾±«¬ ³«½¸ ³±®» ¬¸¿² ¹»¬¬·²¹ ¿ °¿§½¸»½µô »ª»² º±® ¹·¹ ©±®µ»®­ò É¸»² 

­±³»±²» ·­ »²¹¿¹»¼ ¿¬ ©±®µô ¬¸»§ ¿®» »¨½·¬»¼ ¬± ­¸±© «°ô ¿®» ©·´´·²¹ ¬± ¹± ¿¾±ª» ¿²¼ 

­«½½»­­ � º±® ©¸»² »³°´±§»®­ ³»»¬ ¬¸» °­§½¸±´±¹·½¿´ ²»»¼­ ±º ¬¸»·® ©±®µ»®­ô ¬¸±­» 

Ù¿´´«° ³»¿­«®»­ ïî ¿­°»½¬­ ±º ¬¸» »³°´±§»» »¨°»®·»²½» ¬¸¿¬ ¿®» ®»´·¿¾´§ °®»¼·½¬·ª» ±º 

¸¿ª» ­¸±©² ¬¸¿¬ ¬¸»­» »³°´±§»» »²¹¿¹»³»²¬ ·¬»³­ � ¬±¹»¬¸»®ô ¬¸» Ïïî � ®»³¿·² ±²» ±º 

¬¸» ¾»­¬ °®»¼·½¬±®­ ±º ·²¼·ª·¼«¿´ ¿²¼ ¬»¿³ °»®º±®³¿²½»ò

Í± ¸±© »²¹¿¹»¼ ¿®» ¿´¬»®²¿¬·ª» ©±®µ»®­ ½±³°¿®»¼ ©·¬¸ ¬¸»·® 

¬®¿¼·¬·±²¿´ ½±«²¬»®°¿®¬­á

Ñ² ¬¸» ­«®º¿½»ô ¹·¹ ©±®µ»®­ ©±«´¼ ­»»³ ¬± ¸¿ª» ­·³·´¿® »²¹¿¹»³»²¬ ´»ª»´­ ¿­ ¬®¿¼·¬·±²¿´ 
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A Tale of Two Gig Economies: Independent vs. Contingent Work 

creativity, flexibility, feedback, metrics and pay. 

However, when we look closely at the kinds of work being done, there is a significant 

workers) and contingent gig workers (those who have on-call, temporary or contractual 

independent gig workers enjoy much higher levels of flexibility, creativity, autonomy and 

By contrast, temporary workers and on-call workers report receiving less feedback about 
their work and less freedom to innovate in their role. Only one in five say their performance 

workers are treated more like employees without the benefits, pay and stability that come 
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Performance Management in the Gig Economy 

The gig economy offers unique challenges to 

be complicated by the risk of worker misclassification if gig workers are treated similarly 

There are meaningful differences between 

a manager, compared with 77% of contingent gig workers and 52% of independent gig 

of contingent gig workers and 58% of independent gig workers. In short, nontraditional 

move in and out of projects. Because these workers are not true employees, it is difficult 

performance management. Organizations have little control over these workers' on-the-

might need additional training to help them inspire workers who may have very different 
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Legal challenges involving worker classification 

contract workers can result in serious financial 

they can tell a painter to finish the job by 

may be subject to benefits associated 

on-call, temporary or contract firm workers are 

"by contract." They may even work side by 

the contract firm and the hiring entity —often 

Managers should be trained to effortlessly 
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a fast-paced and competitive marketplace. 

Perhaps the greatest benefit of using nontraditional 

"as-needed" or on-call workers to keep pace with patient volume or mitigate the costs 

being filled in this way as well. For instance, when building a new technology system, 

Additionally, there are often one-time projects, trainings or 
technical tasks that require specific expertise. Organizations 
can use independent contractors or other contract firm 

maintain those personnel on their balance sheets year-round. 

Organizations may also be able to use the "gig" concept to 

their job description and solve long-standing pain points in 

OPPORTUNITIES 

• more flexible and agile workforce 

• project-based work 

• more accommodating workforce 

• experts on demand 

• avoiding bad hires 

• legal ambiguity of 
worker classifications 

• less control over workers 

• managing gig performance 

• less team cohesion 

• less financial certainty for workers 
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A flexible 

leadership. The legal waters of job classification 
can be difficult to navigate. Meanwhile, technology 

topics of worker classification, while some in the United 

roles are best filled with gig workers — and which 
positions are business-critical from an operational, 

need done on an as-needed basis? Leaders who 
depend on a gig talent pool must constantly "check 
the pulse" of their alternative workers and proactively 

to report feelings of flexibility 

I ARE SMALL-BUSINESS OWNERS 
THREATENED BY ONLINE PLATFORMS? 

In a recent Wells Fargo/Gallup Small Business 
Index survey, we asked small-business owners 
if they thought online platforms like Uber 
and Fiverr were a threat or a benefit to their 
small business. A quarter of small-business 
owners say that these online platforms are a 
benefit (26%) versus a threat (15%) to their 
small-business operations.9

Many of the small-business owners we polled 
report using these online platforms for their 
business. The B2B side of the gig economy 
can provide delivery drivers for high-volume 
sales periods or expert freelancers for a 
specific, one-time project. Certainly, these B2B 
relationships have been a staple of the small-
business American economy for decades —
but these technology platforms make it easier 
than ever for owners to conduct their business 
and find the right people for the right task. 

9 McFeely, S. (2017). Is the growing Uber-
economy a threat to small businesses? Retrieved 
from https://news.gallup.com/opinion/gallup/211739/ 
growing-uber-economy-threat-small-businesses.aspx. 

temporary and contract firm workers. 

Define a clear acquisition, retention and 
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Are You Ready for the Gig Economy? 

Gallup offers practical analytics and advice to help leaders adapt to the changing world of work. We can help your 
organization better understand your part-time, contract and temporary workers to drive stronger partnerships and 

understand the local-level conditions for your gig workers. 

What are the different kinds of work arrangements in 

to staff special projects and agile teams with 
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First 

, many of the temporary, seasonal and task-based work is by its nature transient and 
short-term and difficult to measure on an annual basis — meaning, some workers might only 

Finally, there is not broad agreement on the operational definition of the gig economy. Some gig 
estimates include only self-employed gig workers such as online platform workers or freelancers; 

in the sharing economy by renting out their property. These inclusion criteria affect gig 

Gallup has maintained a broad definition of the gig economy to measure multiple types of 
alternative workers and their differing work experiences. Given their longitudinal track record, we 

For Gallup estimates, we included all independent contractors, contract firm workers, on-call workers, 

and a hiring entity. However, some workers are only "hired" by a firm when there is a contract in 
place, and therefore their financial security depends on securing that next short-term contract. 

We purposely used a broad definition and did not intend to replicate previously determined 
inclusion criteria. Additionally, there are substantial mode differences that could impact the 
comparability of estimates (e.g., web survey vs. in-person or phone interviews). Therefore, these 
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These results are based on a Gallup Panel web study completed by 5,025 working adults, 
aged 18 and older, conducted in October 2017. The Gallup Panel is a probability-based 
longitudinal panel of U.S. adults whom Gallup selects using random-digit-dial phone 
interviews covering landline and cellular telephones. Gallup also uses address-based 
sampling methods to recruit Panel members. The Gallup Panel is not an opt-in panel, 

Current Population Survey figures. For results based on this sample, one can say that 
the maximum margin of sampling error is ±1 percentage point at the 95% confidence 

wording and practical difficulties in conducting surveys can introduce error and bias into 
the findings of public opinion polls. The questions below were derived from the Bureau of 

Last week, were you working as an independent contractor, 

is, someone who has to find customers either online or in 
person to provide a product or service? 

Online platform workers said yes to either of these 

Some people select short ONLINE tasks or projects 

through an app or a website. These tasks are done entirely 

work. Does this describe any of the work you did in the last 
seven days? 

Some people find short IN-PERSON tasks or jobs through 

using a website or mobile app. These companies also 
coordinate payment for the service through the app or 
website. For example, using your own car to drive people 
from one place or another, delivering something, or doing 
someone's household tasks or errands. Does this describe 
any of the work you did in the last seven days? 

Ó»¬¸±¼±´±¹§

¿²¼ ³»³¾»®­ ¼± ²±¬ ®»½»·ª» ·²½»²¬·ª»­ º±® °¿®¬·½·°¿¬·²¹ò Ì¸» ­¿³°´» º±® ¬¸·­ ­¬«¼§ ©¿­ 

©»·¹¸¬»¼ ¬± ¾» ¼»³±¹®¿°¸·½¿´´§ ®»°®»­»²¬¿¬·ª» ±º ¬¸» ËòÍò ¿¼«´¬ °±°«´¿¬·±²ô «­·²¹ îðïé 

´»ª»´ò Ó¿®¹·²­ ±º »®®±® ¿®» ¸·¹¸»® º±® ­«¾­¿³°´»­ò ×² ¿¼¼·¬·±² ¬± ­¿³°´·²¹ »®®±®ô ¯«»­¬·±² 

Ô¿¾±® Í¬¿¬·­¬·½­ò

×²¼»°»²¼»²¬ ½±²¬®¿½¬±®­ ­¿·¼ §»­ ¬± ¬¸·­ ¯«»­¬·±²æ

¿² ·²¼»°»²¼»²¬ ½±²­«´¬¿²¬ ±® ¿ º®»»´¿²½» ©±®µ»®á Ì¸¿¬ 

¬©± ¯«»­¬·±²­æ

¬¸®±«¹¸ ½±³°¿²·»­ ¬¸¿¬ ³¿·²¬¿·² ´·­¬­ ¬¸¿¬ ¿®» ¿½½»­­»¼ 

±²´·²» ¿²¼ ¬¸» ½±³°¿²·»­ ½±±®¼·²¿¬» °¿§³»²¬ º±® ¬¸» 

½±³°¿²·»­ ¬¸¿¬ ½±²²»½¬ ¬¸»³ ¼·®»½¬´§ ©·¬¸ ½«­¬±³»®­ 

Ù¿´´«°�­ Ð»®­°»½¬·ª» ±² Ì¸» Ù·¹ Û½±²±³§ ¿²¼ ß´¬»®²¿¬·ª» É±®µ ß®®¿²¹»³»²¬­

Ý±°§®·¹¸¬ w îðïè Ù¿´´«°ô ×²½ò ß´´ ®·¹¸¬­ ®»­»®ª»¼ò

Case 1:21-cv-00130-MAC   Document 60-4   Filed 04/30/24   Page 30 of 33 PageID #:  1342



to work as needed, although they can be scheduled for 
several days or weeks in a row, for example, substitute 
teachers and construction workers supplied by a union 

workers. Were you an on-call worker in the last seven 

of their regularjob — for example, doctors — are not 

Contract firm workers said yes to this question: 

Some companies provide employees or their services 
to others under contract. A few examples of services 
that can be contracted out include security, landscaping 
or computer programming. In the past seven days, 

your services? 

Temporary workers said yes to either of these 

Some people are in temporaryjobs that last only for a 
limited time or until the completion of a project. Is your 
primaryjob temporary? 

Are you paid by a temporary help agency? 

Ñ²ó½¿´´ ©±®µ»®­ ­¿·¼ §»­ ¬± ¬¸·­ ¯«»­¬·±²æ
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METHODOLOGY 

This poll was conducted between September 23-September 

28, 2022 among a sample of 1251 App-Based Workers. The 

interviews were conducted online and the data were weighted 

to approximate a target sample of App-Based Workers based 

on gender, age, race, educational attainment, and region. 

Results from the full survey have a margin of error of plus or 

minus 3 percentage points. 

2 
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App-Based Workers 

Veterans 

Parents 

Not Parents 

Gender: Male 

Gender: Female 

Age: 18-34 

Age: 35-44 

Age: 45-64 

Age: 65+ 

Ethnicity: White 

Ethnicity: Hispanic 

Ethnicity: Black 

Ethnicity: Other 

S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

Do you support or oppose maintaining the current classification of app-based platform 
workers (i.e., rideshare drivers, grocery delivery couriers, food delivery couriers, or package 
delivery couriers) as independent contractors? Total 

Support 

77% 

88% 

86% 

69% 

78% 

74% 

76% 

81% 

■Strongly support • Somewhat support ■ Don't know/No opinion • Somewhat oppose ■Strongly oppose 

61% 

50% 

33% 

44% 

51% 

fl
42% 

41% 

30% 

36% 

38% 

34% 

9% 3% il 

4% 

6% EA 

millE= III 

3% 5% 

10% 4% 

37% 

38% 

36% 

34% 

35% 

10% 3% 

IIIIIPP 7% 3% 

42% 12% 

15%

9% 3% 

IllE:=11 

9% 

41.12= 

12% -•IIM:= 

9% 3% 

34% 19% 12% 5% 
Total Support = Strongly support + Somewhat support 

75% 

70% 

78% 

71% 

76% 

64% 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

How many hours per week do you typically use app-based platforms (i.e., Uber, Lyft, 
DoorDash, GrubHub, etc.) for work? 

0 - 5 hours per week 

6 —10 hours per week 

11 - 15 hours per week 

16 - 20 hours per week 

21 - 25 hours per week 

26 — 30 hours per week 

31 - 35 hours per week 

36 — 40 hours per week 

More than 40 hours per 
week 

43% 

18% 

AM 
10% 

7% 

5% 

3% 

2% 

2% 
■ 
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S4 MORNING CONSULT.
ATTITUDES OF APP-BASED WORKERS 

Do you use more than one app-based platform (i.e., Uber, Lyft, DoorDash, GrubHub, etc.) for 
work on a given day, week, or month? 

Yes No 
100% 

81% 

75% 

53% 

50% 47% 

25% 

0% 

19% 

66% 

34% 

58% 59% 

42% 41% 

55% 56% 

45% 44% 

60% 

40% 

55% 

45% 

24° 

76% 

54% 

46% 

58% 58% 

42% 

49 
51% 

2% 

App-Based Veterans Parents Not Gender: Gender: Age: 18-34 Age: 35-44 Age: 45-64 Age: 65+ Ethnicity: Ethnicity: Ethnicity: Ethnicity: 
Workers Parents Male Female White Hispanic Black Other 

5 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

How easy is it, if at all, to switch between different app-based platforms (i.e., Uber, Lyft, 
DoorDash, GrubHub, etc.) for work? 

App-Based Workers 

Veterans 

Parents 

Not Parents 

Gender: Male 

Gender: Female 

Age: 18-34 

Age: 35-44 

Age: 45-64 

Age: 65+ 

Ethnicity: White 

Ethnicity: Hispanic 

Ethnicity: Black 

Ethnicity: Other 

N Very easy • Somewhat easy • Not too easy 

61% 

53% 

63% 

57% 

63% 

63% 

52% 

63% 

65% 

49% 

• Not easy at all 

40% 

38% 

34% 

M IMI

30% Ill ir I 

33% 

37% 

41% 

32% 

34% 

5% 

4% 

71 
10% 

30%

27%

51Yi ll 

Total 
Easy 

95% 

100% 

97% 

93% 

96% 

94% 

95% 

97% 

95% 

90% 

96% 

95% 

90% 

100% 

Total Easy = Very easy + Somewhat easy 
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St MORNING CONSULT' 

ATTITUDES OF APP-BASED WORKERS 

What are the reasons you choose to use app-based platforms (i.e., Uber, 
Lyft, DoorDash, 

GrubHub, etc.) for work? Please select all that apply. 

% Selected 

Ability to choose the number of work hours 

Ability to choose when to work 

Ability to have more than one source of income 

Best type of work for me 

For fun or for something to do in spare time 

Providing services to my community 

Skills development 

Want to be my own boss 

None of these 

Other, please specify 

App-Based 
Workers 

35% 

42% 

41% 

28% 

28% 

24% 

18% 

33% 

12% 

0% 

Veterans 

41% 

48% 

49% 

38% 

43% 

Parental Status 

Parents 
Not 

Parents 

Gender 

Gender: 
Male 

Age 

Gender: 
Female 

Age: 18-
34 

Age: 35-
44 

Age: 45-
64 

Age: 65+ 

41% 29% 36% 32% 38% 36% 29% 24% 

48% 

47% 

31% 

33% 

49% 

35% 

38% 

4% 

0% 

33% 

25% 

39% 

6% 

0% 

37% 44% 39% 45% 

35% 44% 36% 48% 

25% 33% 19% 30% 

23% 30% 24% 32% 

16% 

13% 

27% 

17% 

1% 

29% 

21% 

36% 

8% 

16% 

13% 

26% 

45% 

37% 

34% 

31% 

26% 

36% 

33% 

18% 

15% 

19% 

Ethnicity 

Ethnicity: 
White 

37% 

Ethnicity: 
Hispanic 

Ethnicity: 
Black 

41% 28% 

Ethnicity: 
Other 

35% 

24% 42% 46% 45% 36% 

17% 40% 49% 42% 42% 

14% 29% 28% 27% 23% 

19% 29% 30% 24% 31% 

11% 25% 24% 21% 25% 

27% 

19% 

22% 18% 

38% 35% 

7% 

0% 1% 0% 

Data reflects % selected among respondents of each demographic group, the darker the shading the higher % selected 

7% 

0% 

11% 

22% 

25% 

3% 19% 21% 13% 23% 

10% 30% 36% 41% 32% 

37% 13% 12% 11% 8% 

2% 0% 0% 1% 0% 3% 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

In a few words, please explain why this is your top priority. 

EXTRA INCOME 

"It's always great to be 
able to make some extra 
money. And difficult times 

having extra money to 
pay. Bills is important. This 
is why I feel it's important 
to have other options than 

just a full-time job." 

CC 
"The economy is very 
rocky, a new election 

coming up, we are going 
into a recession, it's 
always nice to have 

extra income to keep up 
GDP, as well as save for 

a house." 

FLEXIBILITY 

"So I can spend time 
with my kids, have the 
flexibility to work while 

visiting family and being 
able to volunteer at my 

kids school when 
needed." 

C 
"I work a full-time job 

already, so being able to 
choose when to work is 
a benefit as I can work 
on days off or not work 

at all that week if lye had 
a hectic week." 

'C 

OWN BOSS 

"I love being my own 
boss being able to 

control my own hours for 
work." 

"Being your own boss is 
terrific. The ability to 
come and go is really 

important to me." 

DISABLED 

"I have a disability that is 
not severe enough to 

qualify for paid disability 
but standing for long hours 
is extremely painful. With 
Uber I can decide when I 

am able to work, how 
many hours I can work 

and when I need to stop." 

"Because I suffer from 
chronic migraines that 
disable me at any time. 

Doing DoorDash allows me 
flexibility to work around 

these issues. Also provides 
me with an income since the 

migraines make me 
unemployable at other jobs." 

Case 1:21-cv-00130-MAC   Document 60-5   Filed 04/30/24   Page 9 of 19 PageID #:  1354



S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

What is your top financial priority when using app-based platforms (i.e., Uber, Lyft, 
DoorDash, GrubHub, etc.) for work? 

Income for day-to-day expenses 

Additional spending money 

Saving money for a long-term goal 

Saving money to build up wealth 

Additional income to pursue a new business 

34% 

23% 

16% 

Other, please specify 1% 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

Approximately what percentage of your income comes from using app-based platforms (i.e., 
Uber, Lyft, DoorDash, GrubHub, etc.) for work? 

0%-10% 

11%-20% 

21%-30% 

31%-40% 

41%-50% 

51%-60% 

61%-70% 

71%-80% 

28% 

19% 

4% 

81%-90%

91%-100% 

7% 

10 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

How satisfied or unsatisfied are you with using app-based platforms (i.e., Uber, Lyft, 
DoorDash, GrubHub, etc.) for work? 

N Very satisfied • Somewhat satisfied Don't know/No opinion • Somewhat unsatisfied •Very unsatisfied 

App-Based Workers 

Veterans 

Parents 

Not Parents 

Gender: Male 

Gender: Female 

Age: 18-34 

Age: 35-44 

Age: 45-64 

Age: 65+ 

Ethnicity: White 

Ethnicity: Hispanic 

Ethnicity: Black 

Ethnicity: Other 

48% 

72% 

42% 

37% 

37% 

54% 

50% 

60% 

37% 40% 

50% 

49% 

39% 

36% 

4% 

6% 3% 

5% 3% 

6% 

1-9 :12Z3 
--M Ul'EMEI 

33% 

35% 

36% 

51% 

17% 

El= 

4% 7% 

Total 
Satisfied 

84% 

92% 

90% 

79% 

89% 

76% 

87% 

88% 

77% 

73% 

83% 

83% 

85% 

90% 

Total Satisfied = Very satisfied + Somewhat satisfied 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

Why are you satisfied with using app-based platforms (i.e., Uber, Lyft, DoorDash, GrubHub, 
etc.) for work? 

EASY TO USE 

44 — 

"Easy to navigate and 
nice to meet people." 

cc — 

I 

"It is easy to use when I 
have some free time." 

COMMUNITY 

4 4 

"Because they provide 
flexible hours. They are 
instant payout [and] they 

are servicing the 
community." 

4 4 

"Not only helps my 
income, but helps my 
community as well." 

44 

44 

EXTRA INCOME 

"It is the best way for me 
to make extra money on 

my own time." 

"Because these jobs 
always help me to catch 

up bills that other careers 
take it forever for 

paycheck but this career 
easy to have money 

payday same day when I 
need for emergency 

money in case." 

FLEXIBILITY 

4 4 

"They offer me flexible 
options for work that 

works around my health 
issues." 

6 4 

"It gives me the flexibility 
that I need and the extra 

income to accomplish 
some short term goals." 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

Which of the following best describes you, even if none are exactly correct? 

I used to be a full-time W-2 employee but have now 
switched exclusively to app-based platforms for work. 

I used to be a part-time W-2 employee but have now 
switched exclusively to app-based platforms for work. 

I am currently a full-time W-2 employee and 
also use app-based platforms for work. 

I am currently a part-time W-2 employee and 
also use app-based platforms for work. 

I have never been a full-time W-2 employee and 
exclusively use app-based platforms for work. 

I have never been a part-time W-2 employee and 
exclusively use app-based platforms for work. 

None of these 

19% 

12% 

7% 

5% 

16% 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

Based on your experience using app-based platforms (i.e., Uber, Lyft, DoorDash, GrubHub, 
etc.) for work, how fair or unfair do you believe the companies that run the app-based 
platforms have been for each of the following? 

Total 

Flexibility of schedule 

Work-life balance 

Opportunities to work 

Skills gained 

Pay to workers 

■Very fair • Somewhat fair ■ Don't know/No opinion ■ Somewhat unfair ■Very unfair Fair 

55% 30% 6% 

4i 
46% 37% 

I 
7% Pi 

45% 37% 8% 

Fir 
36% 40% 12% 

34% 

 = 11
39% 8% 7% 

Total Fair = Very fair + Somewhat fair 

85% 

83% 

82% 

76% 

73% 
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S4 MORNING CONSULT' 
ATTITUDES OF APP-BASED WORKERS 

How likely or unlikely are you to continue using app-based platforms (i.e., Uber, Lyft, 
DoorDash, GrubHub, etc.) for work in the next 12 months? 

App-Based Workers 

Veterans 

Parents 

Not Parents 

Gender: Male 

Gender: Female 

Age: 18-34 

Age: 35-44 

Age: 45-64 

Age: 65+ 

Ethnicity: White 

Ethnicity: Hispanic 

Ethnicity: Black 

Ethnicity: Other 

■ Very likely ■ Somewhat likely 

44% 

61% 

55% 

33% 

49% 

34% 

4M 

46% 

53% 

liTi lliii= ..

45% 

42% 

:11 IF 
Ill io

■ Somewhat unlikely ■Very unlikely 
Total 
Likely 

83% 

92% 

88% 

10% 8% 

I 

44% 12% 11% 77% 

9% 5% 86% 

42% 13% 11% 76% 

38% 10% 5% 84% 

34% 87% 

45% 12% 13% 76% 

23% 65% 

35% 10% 9% 80% 

44% 86% 

42% 10% 5% 85% 

52% 87% 

Total Likely = Very likely + Somewhat likely 
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Sid MORNING CONSULT.
ATTITUDES OF APP-BASED WORKERS 

Breakdown of demographics of app-based worker sample. 

100% 

75% 

68% 

50% 

25% 

14% 

0% 
Veterans 

48% 
52% 

63% 

37% 

27% 

21% 

11% 

57% 

27% 

15% 

Parents Not Gender: Gender: Ethnicity: Ethnicity: Ethnicity: Ethnicity: Educ: < Educ: Educ: Post-
Parents Male Female White Hispanic Black Other College Bachelors grad 

16 
Data reflects % of app-based workers who identify as each demographic type, percentages calculated as N size out of total respondents (N = 1,251) 
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ATTITUDES OF APP-BASED WORKERS 

Breakdown of demographics of app-based worker sample. 

COMMUNITY TYPE 

15% 

39% 

I 

46% 

Urban ■ Suburban Rural 

AGE 

‘ 1
24% 

■ Age: 18-34 

■ Age: 45-64 

■ Age: 35-44 

■ Age: 65+ 

Data reflects % of app-based workers who identify as each demographic type, percentages calculated as N size out of total respondents (N = 1,251) 

S4 MORNING CONSULT' 

POLITICAL PARTY 

27% 

47% 

■ Democrat Republican Independent 

17 

Case 1:21-cv-00130-MAC   Document 60-5   Filed 04/30/24   Page 18 of 19 PageID #:  1363



C
O

N
S

U
L

T
. 

w 
z 
z 
ix 
0 
2 

Case 1:21-cv-00130-MAC   Document 60-5   Filed 04/30/24   Page 19 of 19 PageID #:  1364




