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Executive Summary
THE GIG ECONOMY, characterized by a 

flexible, project-based workforce, is experi-

encing significant growth and is poised to 

be one of the most transformative economic 

shifts in recent decades. By the end of 2023, 

gross volume of the Gig Economy was es-

timated at $455.2 billion1 or 1.6 percent of 

the total U.S. economy, up from $204 billion 

in 2018. 

This growth is driven by several factors, 

including the instability of the conventional 

business model and the rise of productiv-

ity applications, including artificial intelli-

gence (AI)2.

The conventional business model is 

being challenged by economic volatility 

and the rapid advancement of technolo-

gy. Businesses are increasingly ‘gigifying’ 

their models, adopting more flexible, proj-

ect-based approaches to work. This allows 

them to tap into a vast pool of on-demand 

resources, reduce fixed labor costs, and in-

crease their agility to respond to market de-

mands3,4.

For individuals, the Gig Economy pres-

ents an opportunity to diversify income 

streams and achieve greater work-life bal-

ance. Engaging in ‘side hustles’ allows for 

the exploration of new professional ave-

nues, the development of additional skills, 

and the potential for increased financial 

security5,6.

Delivering sharp-edged news and 
insights to leaders and decision-makers 
who are changing the economic and 
business world. This annual Strategic Strategic 
Economic AnalysisEconomic Analysis navigates global 
markets, distilling complex trends, and 
providing strategic insights for the year 
ahead.
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Case Study:  
Khemaridh Hy
IN 2015, Khemaridh Hy was living the life7. 

As managing director at a top Wall Street 

firm, he was pulling in a salary of $2.3 

million and had the kind of prestige that 

most can only dream of. It was what the 

second-generation American had always 

aspired to in his career. But, after 15 years 

in the industry, he did the unthinkable. He 

quit his cush job and started a podcast to 

focus on his passion.

Not many would be able to compre-

hend Hy’s choice, let alone do something 

similar. As a content creator, Hy makes a 

fraction of what he did on Wall Street, but 

he loves what he does and he has more time 

to spend with his family, two factors which 

he considers priceless.

Working 12-hour days, he felt “com-

fortably numb” as he put it. “You’re not 

unhappy, but you’re definitely not happy,” 

Hy said.

On vacation one year, he started a 

newsletter that covered topics related to 

workplace psychology and philosophy. He 

would organize meetups and networking 

events for like-minded professionals and 

discovered that was really where his heart 

and mind were.

“Those things lit me up. I realized that 

5 percent of my activities were bringing 

me 99 percent of my happiness,” he said. 

“Imagine if you could do that all day.”

Then, when he and his wife had a baby, 

he decided he would take the leap—quit-

ting his finance job and going all in on the 

creator business. 

Fortunately for him it worked out. He 

quickly became one of the most popular 

commentators in the industry with many 

of his articles reaching over 200 thousand 

views. From his various channels, Hy takes 

in about $250,000 per year, a modicum of his 

Wall Street income, but more than enough 

to maintain the life he wants to live.

Source:https://radreads.co
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The Rise of the Gig
HY IS A PART of a growing movement 

known as the ‘Gig Economy’, and he’s help-

ing to transform the way we work.

The Gig Economy is based on ‘gigs’, or 

short-term, contractual, or freelance jobs 

rather than full-time work with benefits. 

The IRS describes the Gig Economy as “ac-

tivity where people earn income providing 

on-demand work, services or goods”. It in-

cludes traditional work like freelance web 

design or contractual consulting, but also 

new services such as rideshare and delivery 

gigs and, as it is with Hy, content creation 

on social media sites like TikTok, Instagram,  

YouTube, and LinkedIn.

Spurred by several forces, gig work 

has burgeoned in recent years. McKinsey 

estimates that gig workers now make up 

some 36 percent of the workforce, up from 

27 percent in 20168. Data from payroll plat-

form Gusto indicate that the ratio of con-

tractors has jumped 63 percent since 2019 

to one contractor for every five employees9. 

With dour hiring and layoff news10 in the 

new year, and exponential growth in the AI 

space, we anticipate the Gig Economy to 

continue to grow, marking one of the most 

significant economic changes in decades. 

The rise in the Gig Economy has been 

bolstered by Pandemic-related changes in 

the last three years, especially the wide-

spread work-from-home arrangements 

made in 2020 and maintained in subsequent 

years, the record number of job quits during 

the Great Resignation of 2021, the supply 

chain crisis 2021-23, the surge in inflation 

2021-23, and the large-scale layoffs of 2022-

23. But, while the Pandemic triggered many 

changes, the push toward the Gig Economy 

can be seen as the result of economic forc-

es that have been brewing for decades. We 

take these forces to be: (1) The increasing 

costs of the conventional employee-worker 

paradigm, and (2) the widespread prolifer-

ation of advanced productivity applications 

including remote conferencing and AI. This 

paper will provide an examination of both 

of these and conclude with recommenda-

tions for employers, employees, and gig 

workers alike.

Source: https://www.mckinsey.com/featured-insights/sustainable-in-
clusive-growth/future-of-america/freelance-side-hustles-and-gigs-ma-
ny-more-americans-have-become-independent-workers
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Covid 
Catalyst
WHILE IT CANNOT be said that the 

Covid-19 pandemic has been the main driv-

er of the rise of the Gig Economy, it was un-

doubtedly the catalyst that accelerated the 

two main drivers.

The WFH Migration

The Covid-19 pandemic significantly 

reshaped the traditional work environment, 

leading to a widespread adoption of remote 

work arrangements. According to a survey 

conducted by the Pew Research Center 

in 202111, around 71 percent of employed 

adults in the United States were working 

from home all or most of the time. This shift 

has had a profound impact on the employ-

ee-employer relationship. Many workers, 

especially those with jobs that can be done 

remotely, express a desire to continue work-

ing from home even after the pandemic. For 

instance, 78 percent of those currently work-

ing from home all or most of the time said 

they would like to continue to do so after 

the pandemic, up from 64 percent in 202012. 

The pandemic has also accelerated existing 

trends in remote work, e-commerce, and 

automation, leading to a fundamental re-
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shaping of work arrangements13.

This increase in remote work has impli-

cations for the employee-employer relation-

ship. It has provided greater flexibility for 

employees, with many expressing a desire 

to continue working from home. However, 

it has also raised concerns about the impact 

on company culture, collaboration, and 

career advancement. Employers are now 

faced with the challenge of redefining work 

policies and practices to accommodate 

these changing preferences and to maintain 

a strong organizational culture and cohe-

sive team dynamics. The long-term effects 

of this shift on productivity, innovation, 

and employee well-being are areas that will 

require ongoing attention and study.

The statistics and trends indicate a sig-

nificant and lasting impact of the Covid-19 

pandemic on work arrangements and the 

employee-employer relationship. As busi-

nesses navigate this new landscape, they 

will need to carefully consider the implica-

tions for their workforce, workplace poli-

cies, and overall business strategy.

The Great Resignation

The “Great Resignation” phenomenon, 

characterized by record rates of job quitting 

during the Covid-19 pandemic, has led to 

a significant shift in the employee mindset, 

fostering a more independent approach to 

work. Factors such as return-to-office man-

dates, attractive job offers, and a desire for 

better work-life balance have contributed to 

this trend14. The pandemic also brought to 

light mental health concerns, which preced-

ed many resignations, indicating a priori-

tization of personal well-being and fulfill-

ment15. While the “Great Resignation” was 

initially driven by the unique circumstances 

of the pandemic, it has accelerated a long-

term trend of rising quit rates, reflecting a 

broader shift towards individuals reeval-

uating their career choices and seeking 

greater autonomy and satisfaction in their 

work16. The majority of workers who quit 

their jobs in 2021 cited reasons such as low 

pay, lack of opportunities for advancement, 

and feeling disrespected, underscoring 

a growing emphasis on individual ful-

fillment and professional growth17. This 

trend has implications for employers, who 

are now tasked with reimagining work ar-

rangements and addressing the evolving 

78%
prefer working from working from 

homehome  even after 
pandemic arrangements
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expectations of their workforce to foster a 

more sustainable and mutually beneficial 

employee-employer relationship.

The Supply Chain Crisis  
of 2021-23

The disruption in global supply chains, 

elevated shipping costs, and ongoing logis-

tic disruptions have prompted initiatives to 

diversify suppliers and simplify shipping 

requirements18. This has led to a trend to-

ward ‘reshoring’ and ‘nearshoring’, with 

some of the world’s 

largest tech man-

ufacturers shifting 

a significant share 

of their production 

to different coun-

tries19. As a result, 

the strain on glob-

al supply chains 

has created a per-

sistent issue, affecting several sectors and 

prompting a need for more flexible and 

agile workforce arrangements. In response 

to these challenges, many workers have 

turned to independent gig work, seeking 

more control over their work arrangements 

and embracing the flexibility offered by 

such roles20. The pandemic has accelerated 

existing trends in remote work and automa-

tion, leading to a broader reshaping of work 

arrangements and a growing emphasis on 

alternative forms of employment, including 

gig work21.

The Inflation Surge  
of 2021-23

The inflation surge of 2021-23, influ-

enced by factors such as rising oil prices, 

loose monetary policy, and supply chain dis-

ruptions, has significantly impacted work 

dynamics. As the 

labor market tight-

ened during this 

period, core infla-

tion rose as the ra-

tio of job vacancies 

to unemployment 

increased, leading 

to wage pressures 

that passed through 

to the prices for goods and services22. The 

strain on global supply chains and elevat-

ed shipping costs prompted a trend toward 

reshoring and nearshoring, driving workers 

to seek more flexible and agile workforce 

arrangements, including independent gig 

work23. Additionally, the inflationary en-

vironment has led to a reevaluation of tra-

Source: https://www.usinflationcalculator.com/inflation/current-infla-
tion-rates/
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ditional employment benefits and stability, 

prompting workers to pursue independent 

gig work as a way to gain more control over 

their earnings and work schedules24. These 

dynamics have underscored the broader 

shift towards independent work in response 

to economic challenges and changing work 

dynamics, as individuals seek more imme-

diate and flexible income-earning potential 

in the face of inflationary pressures.

The Great Layoff  
of 2022-23

The layoff trend of 2022-23, particular-

ly in the tech sector, has contributed to the 

growth of the Gig Economy. The tech in-

dustry saw over 240,000 jobs lost in 2023, 

a 50 percent increase from the previous 

year, with major companies such as Goo-

gle, Amazon, Microsoft, Meta, and Zoom 

driving mass workforce reductions25. The 

layoffs have created intense competition for 

job candidates, leading to a “big reset” as 

economic headwinds and concerns about a 

potential recession have cast a specter over 

the industry26. 

In such a climate, individuals affected 

by layoffs have turned to the Gig Economy 

as a means of finding alternative sources of 

income and employment, given the flexi-

bility and immediate income-earning po-

tential it offers27. The layoffs have reshaped 

work dynamics, creating a climate of uncer-

tainty and increased competition for avail-

able positions, leading many individuals 

to seek opportunities in the Gig Economy 

as a more viable and flexible employment 

option28.

240,000
jobs lost in the tech tech 

industryindustry in 2023
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Unstable 
Conventional 
Model

THE ECONOMIC tremors felt with the sup-

ply chain crisis, inflation, and layoff woes 

were not signs of regular business as usual 

but rather indicators of systemic problems 

in the conventional business model.

Layoff Canary

The layoff trend of 2022-23 was not 

simply a result of a typical hiring cycle, but 

rather a sign of a larger systemic problem in 

the conventional employee/employer par-

adigm. In 2021 and 2022, layoffs were his-

torically low following the high layoffs in 

2020, indicating a deviation from the typical 

cyclical pattern29. The newsworthiness of 

these layoffs stemmed from their impact on 

individuals who are not typically affected, 

such as those in the tech, director, and VP 

positions30. This suggests that the layoffs 

were not just a part of the regular business 

cycle, but rather a reflection of a more pro-

found issue within the employee/employer 

model. As tech leader Brandon Southern 

suggested, the layoffs may be indicative of 

poor management31. The significant num-
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ber of layoffs, particularly in the tech sector, 

and their impact on high-level positions, 

point to an unsustainable business model 

rather than a typical hiring cycle32.

The layoff 

trend of 2022-23, 

especially in the 

tech and biophar-

ma sectors, indi-

cates a shift away 

from the typical 

hiring cycle to-

wards a more 

systemic issue. 

According to data 

from Layoffs.fyi, 

the total number of tech layoffs in 2023 ex-

ceeded the total for 2022, with over 224,503 

layoffs reported33. Similarly, biopharma 

layoffs rose by 57 percent in 2023 compared 

to 2022, with 187 industry workforce reduc-

tions34. These statistics highlight the atypi-

cal nature of the layoffs and their broader 

impact on the workforce, supporting the 

argument that they are not simply part of 

a regular hiring cycle but rather a symptom 

of a larger problem within the employee/

employer paradigm.

The Great Layoff 2022-23, particular-

ly in the tech sector, has raised concerns 

about the sustainability of the conventional 

employee/employer business model. The 

extensive media coverage and the unprec-

edented number of layoffs, including those 

affecting high-level positions, indicate a de-

parture from the typical hiring cycle35. The 

over-hiring during the pandemic followed 

by mass layoffs suggests an imbalance in 

the employee count and potential unsus-

tainability in the current economic situa-

tion36. 

Bloated Businesses

The conventional business model has 

grown unsustainable due to various factors. 

The competition for the best hires has led 

to the provision of intricate and expansive 

benefits, contributing to the increasing cost 

of the conventional employee/employer 

model. According to a systematic review of 

sustainable business models, convention-

Source: U.S. Bureau of Labor Statistics

United States Labor Force Participation Rate 1945 - 2023
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al business models focus mainly on eco-

nomic aspects, while sustainable business 

models include environmental and social 

aspects37. This emphasis on economic as-

pects has led to an inefficient workplace 

characterized by bureaucracy, filler, and 

waste, further adding to the cost burden. 

One study recently found that on average 

workers are only productive for three hours 

of any given workday38. As argued in the 

Tim Ferriss bestseller, The 4-Hour Workweek, 

the traditional 40-hour workweek is being 

challenged by the notion that most full-

time jobs in America 

don’t require 40 hours 

and can be done in 

significantly less time, 

leading to a reevalua-

tion of the conventional 

employee/employer 

model.

At the same time, the rise of Environ-

mental, Social, and Governance (ESG) con-

siderations has led to a shift in corporate 

focus, with many companies no longer pay-

ing attention to customers and stockhold-

ers. Instead, they are increasingly prioritiz-

ing sustainability and social responsibility. 

This shift is highlighted in a review of sus-

tainable business models, which emphasiz-

es that sustainable business models allow 

for a holistic view of how business should 

operate, incorporating social and environ-

mental aspects into their values39. As a re-

sult, the conventional business model is 

facing pressure to adapt to these changing 

priorities, which is further contributing to 

its unsustainability.

Regulatory Rouse

The regulatory landscape surrounding 

hiring practices has significantly impacted 

the recruitment process. In 2024, laws and 

regulations related to jobs and work are still 

changing and develop-

ing globally, emphasiz-

ing fair practices, data 

privacy, and anti-dis-

crimination measures40. 

Compliance with re-

cruitment regulations 

is crucial for businesses 

to operate ethically and legally, with specif-

ic laws varying by country and state41. 

In the United States, the Equal Employ-

ment Opportunity Commission (EEOC) 

and the Office of Federal Contract Compli-

ance Programs (OFCCP) are the main gov-

erning bodies regulating recruitment com-

pliance42. These regulations aim to ensure 

fair and nondiscriminatory hiring prac-

tices, as well as the protection of workers’ 

rights43,44.

3 hours
Average workers are 
productiveproductive for only

of the workday
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The stringent regulatory environment 

has led to extraordinary hiring practices, 

such as a high number of rounds of inter-

views, to ensure compliance with the law 

and minimize legal risks45,46. Companies 

need to be cautious and ensure adherence 

to the latest norms and regulations to avoid 

lawsuits, large fines, and damage to their 

brand47. As a result, the onboarding costs 

and severance pay associated with hiring 

have increased, contributing to the overall 

complexity and expense of the recruitment 

process48.

The need for compliance with employ-

ment laws and regulations has resulted 

in a more intricate and prolonged hiring 

process, often involving 9 or 10 rounds of 

interviews, even for highly qualified can-

didates. This is a direct consequence of the 

regulatory system’s emphasis on protect-

ing workers and ensuring fair and ethical 

hiring practices. As a result, businesses are 

navigating the complexities of recruitment 

compliance to attract top talent while mit-

igating legal risks and upholding ethical 

standards49,50.

RTO Foxtrot

The Covid-19 pandemic has undeni-

ably reshaped the world of work, forcing 

a mass shift to remote work. This was not 
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a mere experiment but a necessity, and it 

proved that remote work could be facili-

tated effectively with the right productiv-

ity tools. Initially, productivity spiked as 

employees adapted to the new work-from-

home model, but over time, it began to taper 

off51. Now, concerns of low productivity are 

causing leaders to draw workers back into 

the office in repeated return to office (RTO) 

efforts, and, in some 

cases, target remote 

workers for layoffs to 

reconcile the produc-

tivity deficiencies52.

The benefits of 

remote work for em-

ployees are undeniable. 

The elimination of commutes, which could 

sometimes last for hours, has been a signif-

icant advantage. What seemed tolerable be-

fore the pandemic, such as long commutes 

and rigid office hours, now seems laughable 

in the face of the flexibility and convenience 

offered by remote work. According to a re-

cent study, being around productive people 

in the office can increase productivity by 

15 percent, but being around unproductive 

people can decrease productivity by 30 per-

cent53.

Before the pandemic, a study by Nikil 

Saval found that 93 percent of people who 

work in modern cubicles wanted some oth-

er arrangement54. This desire for flexibili-

ty and autonomy has only been amplified 

by the pandemic and the shift to remote 

work55. However, the transition has not been 

smooth for all companies. Many attempted 

return-to-office (RTO) schemes multiple 

times, only to renege due to various chal-

lenges, including employee resistance and 

ongoing health concerns56.

The failure of RTO 

schemes has caused 

significant distrust 

among employees. For 

instance, Meta’s new 

return-to-office man-

date, which includes 

three in-office days per 

week and requires workers to display their 

physical locations at all times, has been criti-

cized for causing a “huge amount of distrust 

in leadership and the institution”57. This 

distrust, coupled with the benefits of remote 

work, has made many employees resistant 

to returning to the office.

The shift to remote work has also had sig-

nificant implications for urban landscapes. 

Downtown areas, once bustling with office 

workers, have become eerily empty. In Min-

neapolis, for example, downtown streets 

that were once crowded with office workers 

are now largely deserted, with many office 

buildings standing empty58.

88%
of employees are not not 

passionatepassionate about their 
work
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Personality Mishmash: 
Managers’ Search for 

Meaning

The old corporate world’s ideal employ-

ee is specialized, neat, orderly, practical, 

good at following instructions, detail-ori-

ented, and has lots of experience doing the 

particular job. However, there is also a big 

push for innovation, passion, and meaning 

in what they do. The combination of these 

traits is rare, creating a paradox in the hiring 

process. Companies are trying to find some-

one who is both specialized and passionate 

about their work, a combination that is hard 

to find59,60.

This paradox is illustrated by Stanford 

Professor Bret Waters’s fascinating thought 

experiment: Would you hire Steve Jobs?61 

Most people would say yes, but when 

you look at their requirements for jobs, he 

wouldn’t make the cut. Not to mention his 

personality wouldn’t be a good fit. Steve 

Jobs, like many other successful entrepre-

neurs, did not fit the conventional business 

personality type. He was innovative, pas-

sionate, and not afraid to challenge the sta-

tus quo62.

Despite the lip service given to wanting 

innovators and people who are passionate, 

most leaders and hiring managers actually 

want employees that will fit in as a cog in 

their machine. This is the opposite of pas-

sionate innovation. In fact, research finds 

that managers tend to reward passion — 

even if it’s not correlated with results63. This 

creates a disconnect between what compa-

nies say they want and the type of employ-

ees they actually hire and reward.

The reason for this disconnect is that 

large corporations have an equation for the 

kind of employee they’re looking for based 

on their size and the regulatory landscape. 

This equation often favors the conventional 

personality type. In a 2014 report, Deloitte 

found that 88 percent of employees aren’t 

passionate about work and don’t contribute 

as much as they could64. This suggests that 

the conventional business world’s prefer-

ence for a certain personality type may be 

limiting its potential for innovation and pro-

ductivity.
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Enter AI
THE INSTABILITY of the conventional 

business model has opened the door to a 

new paradigm of worker/employee rela-

tionships. The development of sophisticat-

ed productivity apps and AI has enabled 

individuals and ‘solopreneurs’ to thrive in 

this new paradigm. 

Business Rock, Paper, 
Scissors

In the metaphorical business landscape 

described by Evernote founder Phil Libin, 

businesses are likened to the elements of 

the game rock, paper, scissors. Start-ups 

are represented as scissors, being agile and 

sharp, capable of cutting through the ineffi-

ciencies of larger, slower companies. These 

larger corporations are represented as pa-

per, often bureaucratic and slow to adapt 

to changes. Mid-sized companies are rep-

resented as rocks, hard and bulky, capable 

of crushing smaller start-ups. Independent 

freelancers and contractors are seen as the 

ultimate scissors, being highly adaptable 

and capable of cutting through bureaucrat-

ic red tape65,66,67.

In this metaphor, each type of business 

has its strengths and weaknesses, creating a 

balanced cycle of competition. Start-ups, or 
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“scissors”, are characterized by their sharp 

focus and ability to carve out a niche in the 

market dominated by larger companies. As 

these start-ups grow and become success-

ful, they transition into “rock” companies, 

medium-sized organizations with more 

brands and less focus. These “rock” com-

panies thrive by overpowering the smaller 

“scissors” companies. As these “rock” com-

panies continue to grow, they can become 

“paper” companies, large corporations that 

are often slow to respond to changes in the 

market68.

This metaphor provides a useful frame-

work for understanding the dynamics of 

the business landscape. It highlights the 

importance of agili-

ty and adaptability in 

start-ups, the strength 

and momentum of 

mid-sized companies, 

and the potential vul-

nerabilities of large 

corporations. It also underscores the role of 

independent freelancers and contractors in 

this ecosystem, who can bring a high degree 

of flexibility and innovation to their work.

In terms of statistics, the global paper 

industry, representing large corporations 

in this metaphor, is a billion-dollar indus-

try with companies like International Paper 

leading with a revenue of more than 19 bil-

lion U.S. dollars69. Start-ups, represented as 

scissors, are burgeoning across various sec-

tors, with companies like Scissors & Scotch 

demonstrating significant growth70. Mid-

sized companies, represented as rocks, also 

play a significant role in the economy, with 

companies like Evernote boasting over 100 

million paying users71.

Leveling the Field

The Internet and artificial intelligence 

(AI) have significantly leveled the play-

ing field for small independent companies 

competing against large corporate rivals. 

The proliferation of digital platforms, mo-

bile apps, and social 

media has particularly 

favored small business-

es, enabling them to 

reach wide audiences 

and operate with great-

er agility72,73. 

Services like Insperity provide small 

businesses with the benefits typically re-

served for larger businesses, such as HR 

services, payroll, and employee benefits, al-

lowing them to operate more efficiently and 

attract talent74.

AI and productivity tools have made 

administrative tasks easier and more 

cost-effective for small businesses. Accord-

41%
of small businesses use AI 
to increase productivityincrease productivity
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ing to a survey by the Small Business and 

Entrepreneurship Council (SBEC), nearly 

half of small businesses have started using 

AI tools, with 41 percent redirecting their 

time to higher-value work and 39 percent 

investing in innovative solutions for cus-

tomer engagement and retention75. This 

has allowed small businesses to focus on 

growth and innovation rather than getting 

bogged down by routine tasks.

While large corporations benefit from 

diverse perspectives and talents due to their 

size, individuals in small businesses often 

find themselves wearing multiple hats. AI 

is helping to narrow this gap by providing 

independents with more resources. AI can 

automate business processes, gain insights 

through data analysis, and engage with 

customers and employees, as found in a 

study by Harvard Business Review76. This 

enables small businesses to operate with 

a level of efficiency and customer engage-

ment that was previously only possible for 

larger companies.

The use of AI in small businesses is not 

just theoretical; it’s backed by data showing 

tangible benefits. For example, 91 percent 

of small businesses using AI reported that 

it has helped them save time, which can 

be devoted to more strategic initiatives77. 

Furthermore, AI is enabling new capabili-

ties and business model expansion, with 87 

percent of organizations believing AI will 

help them grow revenue, boost operational 

efficiency, and improve customer experi-

ences78.
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Recommendations 

Conventional Businesses
THE GIG ECONOMY, characterized by 

short-term contracts and freelance work, 

has revolutionized the labor market, with 

over 70 million freelancers in the U.S. as of 

202279. This shift has prompted changes in 

business strategies, as organizations seek to 

remain competitive when recruiting and re-

taining talent80. As the traditional model of 

full-time, long-term employment encoun-

ters new challenges, a unique phenomenon 

has emerged—”The rise of Fractional C-lev-

el Executives”81. The Gig Economy is here to 

stay, and mastering leadership in this realm 

is essential for future success82.

To remain competitive in the face of the 

growing Gig Economy, large corporation 

leaders and hiring managers should consid-

er the following recommendations:

Embrace Flexibility: Large corpora-

tions should adopt a more flexible approach 

to talent management, leveraging the ben-

efits of the Gig Economy to access special-

ized skills and expertise on a project basis83.

Leverage Fractional Executives: Con-

sider the benefits of engaging fractional 

C-level executives to fill leadership gaps or 

leverage external experience in a new phase 

of growth. These professionals offer their 

expertise as part-time leaders, providing 

fresh perspectives and remaining agile84.

Focus on Camaraderie and Fulfillment: 

While the Gig Economy offers indepen-

dence, it doesn’t always provide the same 

kind of camaraderie and fulfillment as be-

longing to a team with a shared mission. 

Employers can tap into their existing work-

force and drive employee referrals to attract 

talent85.

Provide Training and Onboarding: 

Given the fresh entry of freelancers into the 

company, large corporations should pro-

vide intensive training and onboarding to 

ensure that freelancers are equipped with 

the necessary knowledge and skills to con-

tribute effectively86. 

Foster Loyalty and Engagement: While 

the Gig Economy offers flexibility, it also 

raises new questions about how organiza-

tions can foster loyalty and engagement. 

Large corporations should focus on creat-

ing an environment that promotes employ-

ee well-being, engagement, and a sense of 

belonging87.

By implementing these strategies, large 
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corporations can effectively compete in 

the evolving labor market and leverage 

the benefits of the Gig Economy to access 

specialized skills, drive innovation, and 

achieve business objectives.

Gigifying Your Company

The Gig Economy, characterized by 

short-term contracts and freelance work, 

has been on an unprecedented rise, chal-

lenging traditional norms and demanding 

innovative organizational responses88. As a 

leader in a large company, you can ‘gigify’ 

or make your organization more gig-orient-

ed by embracing flexibility, adopting a hy-

brid workplace model, and rethinking your 

organizational structure.

Adopt a Hybrid Workplace Mod-

el: A hybrid workplace model combines 

in-person and remote work, allowing em-

ployees to work from wherever they are 

comfortable. Almost 

three-quarters of US 

companies (74 percent) 

are using or plan to use 

a permanent hybrid 

workplace according to 

a 2022 Zippia survey89. 

This model not only 

provides flexibility to employees but also 

helps organizations to trim costs by cutting 

down on office space and equipment90.

Rethink Organizational Structure: 

The traditional manager/employee hierar-

chy is being replaced by a more freelance/

contractual approach where individual 

contributors are able to collaborate and pro-

duce on their own terms91. This shift to proj-

ect-based and short-term internal sourcing 

makes perfect sense as it aligns the interests 

of both employer and employee92.

For instance, Uber’s business model, 

known as a multi-sided platform business 

model, connects drivers (offer) and passen-

gers (demand), offering cheaper transporta-

tion and an additional source of income93. 

This model can be adapted to other indus-

tries, creating an “Uber for work functions” 

scenario where individual contributors are 

matched with tasks that suit their skills and 

availability.

Develop an Internal Talent Market-

place: This involves moving the Gig Econ-

omy in-house. While 

project-based work has 

traditionally been re-

served for contingent 

workers, consultants, 

and independent con-

tractors, successful 

talent mobility in our 

post-pandemic digital age will come to be 

defined by a multi-stage approach to proj-

74%
of companies plan to make 

hybrid arrangementshybrid arrangements 
permanent
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ect-based work94.

Foster Autonomy and Self-Deter-

mination: Central to the Gig Economy 

is the individual’s pursuit of autonomy, 

mastery, and purpose95. Leaders should 

create an environment that supports 

these values.

Leverage Technology: Technology 

plays a crucial role in the Gig Economy. 

Uber, for instance, has built its platform 

in such a way that it is easy for it to ex-

pand to new markets and serve a vari-

ety of needs96. Similarly, companies can 

leverage technology to connect with and 

manage their gig workforce.

Revamp Systems and Practices: 

Systems and practices in a company are 

often oriented towards the permanent 

workforce. To make the workplace more 

conducive towards the development of 

gig workers, these will have to be re-

vamped97.

Prepare for Legal and Social Im-

plications: Due diligence on the legal 

and social context of gig-based operat-

ing models is essential. Companies will 

want to prepare by thinking through the 

implications of such a shift98.

By embracing the Gig Economy, 

large corporations can become more 

flexible, adaptable, and competitive in 

the modern labor market. 
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Recommendations 

The Gig Worker’s 
Playbook
THE GIG ECONOMY requires a signif-

icant change in mindset for individuals 

looking to thrive in this professional land-

scape. Embracing the Gig Economy entails 

finding and seizing opportunities, being 

willing to forgo the traditional benefits 

and security offered by large companies, 

and transitioning from vertical to horizon-

tal thinking. This shift involves a focus on 

flexibility, personal branding, continuous 

learning, and the ability to adapt to diverse 

roles and projects99,100,101. According to Har-

vard Business Review, individuals with a 

“gig mindset” prioritize constant learning, 

self-management, and the ability to influ-

ence people, which are essential qualities 

for success in the Gig Economy102. Forbes 

also emphasizes the need for individuals 

to make a confident transition from being 

an employee to an entrepreneur, requiring 

thoughtful planning, patience, and dedica-

tion103. Therefore, to excel in the Gig Econ-

omy, individuals must cultivate a mindset 

that embraces flexibility, continuous learn-

ing, and a proactive approach to personal 

and professional development.
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Is the Gig Economy  
Right for You?

The first step in discerning 

a jump to the Gig Economy is 

to figure out if the approach 

is right for you. It is crucial to 

consider the following pros 

and cons. First a list of the pros:

Flexibility: Gig workers 

enjoy the freedom to set their 

own schedules and choose when and where 

they work, allowing for a better work-life 

balance.

Diverse Income Streams: Independent 

workers can engage in multiple gigs or 

projects simultaneously, diversifying their 

income sources and potentially earning 

more than in a traditional role.

Autonomy: Gig workers have great-

er control over the type of work they un-

dertake, enabling them to pursue projects 

aligned with their skills, interests, and val-

ues.

Adaptability: Independent workers can 

quickly adapt to market changes and cap-

italize on emerging opportunities without 

being tied to a specific employer’s con-

straints.

Potential for Higher Earnings: Success-

ful gig workers, especially in high-demand 

fields, may have the potential to earn more 

than their counterparts in traditional em-

ployment.

And the cons:

Income Volatility: Gig workers may 

face irregular income, with fluctuations 

based on project availability, market de-

mand, and other factors.

Lack of Job Security: Independent 

workers lack the job security associated 

with traditional employment, as they are 

subject to the uncertainties of the Gig Econ-

omy.

Limited Benefits: Gig workers typically 

do not receive traditional employee benefits 

such as health insurance, retirement plans, 

or paid time off, placing the burden of these 

costs on the individual.

Isolation: Working independently can 

lead to feelings of isolation, as gig workers 

often lack the social interaction and cama-

raderie found in traditional office settings.

Self-Employment Challenges: Gig 

Gig Work

ProsPros ConsCons

Flexibility Income Volatility

Diverse Income Streams Lack of Job Security

Autonomy Limited Benefits

Adaptability Isolation
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workers must manage administrative tasks, 

such as taxes, invoicing, and marketing, 

which can be time-consuming and detract 

from billable work hours.

The Gig Economy, characterized by 

short-term contracts or freelance work as 

opposed to permanent jobs, is expanding at 

a rapid pace. It is growing three times fast-

er than the total US workforce104. In 2023, 

the projected gross volume of the Gig Econ-

omy is expected to have reached $455.2 

billion105. The number of gig workers is es-

timated to have reached 78 million by the 

end of 2023106. By 2027, the Gig Economy is 

projected to include 50 percent of the U.S. 

workforce107.

Personality Fit

Success in the Gig Economy requires a 

specific set of personality traits. Here are 

some key characteristics that are often as-

sociated with successful gig workers or sol-

opreneurs:

Risk-Taking and Adventurous: Gig 

workers often thrive in environments char-

acterized by risk, change, and uncertainty. 

They enjoy challenges and are not deterred 

by the possibility of failure108.

Self-Awareness: Successful solopre-

neurs have a clear understanding of their 

strengths and weaknesses. They are able to 

recognize how others perceive them and 

can articulate their own capabilities109,110.

Resourcefulness: Being resourceful en-

capsulates many important characteristics 

for solopreneurs, such as determination, 

focus, intelligence, flexibility, and clarity. It 

involves finding quick and clever ways to 

overcome difficulties111,112.

Creativity: This trait is crucial for gig 

workers as they often need to come up 
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with innovative solutions to problems and 

unique ways to market their services113,114,115.

Determination and Grit: Solopreneurs 

need to have a strong will and determi-

nation to succeed. They must be able to 

persevere through challenges and set-

backs116,117,118.

Flexibility: Gig workers need to be 

adaptable and versatile, as they often have 

to wear many hats and adjust to changing 

circumstances119,120,121.

Passion: Successful solopreneurs are 

often deeply passionate about their work. 

This passion drives them to put in the nec-

essary effort and overcome obstacles122,123.

Confidence: Confidence is key in the 

Gig Economy. Solopreneurs need to believe 

in their abilities and the value of their ser-

vices124.

People Skills: Building a brand and a 

community around it is a very important 

part of becoming and staying a successful 

solopreneur. Good people skills are essen-

tial for networking and building relation-

ships with clients125.

Self-Reliance: Being a solopreneur 

means being a problem solver, because it 

really is all on you. This requires a high de-

gree of self-reliance126.

These traits, combined with a vision 

for what you want to accomplish, are par-

amount to your success as a solopreneur127. 

However, it’s important to remember that 

everyone is unique, and there is no one-

size-fits-all personality for success in the 

Gig Economy. Understanding your own 

strengths and weaknesses can help you 

navigate the challenges and opportunities 

of gig work more effectively.

Mindset Shift

Transitioning into the Gig Economy re-

quires a significant change in mindset. Gig 

workers need to identify and fill gaps in the 

market, which requires a shift from vertical 

to horizontal thinking128. This means mov-

ing away from performing a single task 

within specific boundaries, as is common 

in traditional employment, to a more flex-

ible approach where you may need to wear 

multiple hats and perform various tasks129.

Gig workers also need to be willing to 

forego the plush benefits, or “golden hand-

cuffs,” that come with traditional employ-

ment. While gig work can offer flexibility 

and independence, it often lacks the stabili-

ty and benefits of a traditional 9-5 job130.

Consumers also need to be willing to 

take a chance on unknown commodities. In 

the Gig Economy, reputation and reviews 

can make or break a gig worker’s success. 

Therefore, building a strong personal brand 

is crucial131.
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How Do You Know  
You’re Ready?

Knowing when to make the leap into 

the Gig Economy can be challenging. One 

indicator might be your answer to the cock-

tail party question, “What do you do?” If 

you find it hard to say you do what you do 

at a big corporation, 

you might be ready to 

take the leap132.

Another indica-

tor is when your side 

hustle starts bringing 

in more than your 

conventional job. 

It’s advisable to save 

while working at a conventional job, then 

when you’ve saved enough for at least six 

months, make your move133.

Financial Strategies for 
Transitioning to the Gig 

Economy

Transitioning to the Gig Economy can 

be financially rewarding, but it requires 

careful planning and strategic financial 

management. Here are some key strategies 

to consider:

Side Hustle: Start with a side hustle 

while you’re still employed in your conven-

tional job. This allows you to test the wa-

ters, build your client base, and start gener-

ating additional income without giving up 

the security of your full-time job.

Multiple Streams of Income: Don’t rely 

on a single source of income. Successful 

gig workers often have multiple projects or 

gigs running simultaneously. This diversi-

fication can provide 

financial stability and 

reduce the risk associ-

ated with the fluctuat-

ing demand for your 

services.

Passive Income: 

Develop sources of 

passive income, such 

as rental properties, dividend stocks, or 

online businesses that require little ongo-

ing effort to maintain. As Warren Buffett 

famously said, “If you don’t find a way 

to make money while you sleep, you will 

work until you die.” Passive income can 

provide financial security and free up time 

to focus on growing your gig business.

Income Comparison: Monitor your side 

hustle income closely. When it consistently 

exceeds what you earn from your conven-

tional job, it may be a sign that you’re ready 

to transition fully into the Gig Economy.

Savings Buffer: Before taking the leap, 

save enough money to cover at least six 

6 months

Confidently move to the 
Gig Economy once you 
have  saved enoughsaved enough for
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months of living expenses. This financial 

cushion will give you peace of mind and 

allow you to focus on building your gig 

business without the immediate pressure of 

generating income. Following the advice of 

Lorne Michaels, “build a bridge and walk 

across,” suggests a strategic approach to 

transitioning. Ensure that you have a solid 

plan and foundation in place before making 

the full switch to gig work.

Conclusion
The Gig Economy has emerged as one 

of the most transformative economic move-

ments in recent decades, reshaping the 

labor market and the way we think about 

work. With over 70 million freelancers in 

the U.S. as of 2022, the Gig Economy is not 

just growing; it’s thriving. 

This surge is driven by the instability 

of the conventional business model, which 

is being challenged by economic volatility 

and the rapid advancement of productivi-

ty applications, including artificial intelli-

gence.

Businesses, recognizing the shift, are 

increasingly ‘gigifying’ their models. 

This means adopting more flexible, proj-

ect-based approaches to work, akin to the 

Gig Economy’s ethos. By doing so, they can 

tap into a vast pool of on-demand talent, 

reduce fixed labor costs, and increase their 

agility to respond to market demands.

For individuals, the Gig Economy pres-

ents an opportunity to diversify income 

streams and achieve greater work-life bal-

ance. Engaging in side hustles allows for 

the exploration of new professional ave-

nues, the development of additional skills, 

and the potential for increased financial 

security.

In conclusion, the Gig Economy is not 

a fleeting trend but a fundamental shift in 

the global workforce. Both businesses and 

individuals stand to gain from embracing 

this change. Companies can become more 

resilient and innovative by integrating gig 

principles into their operations, while indi-

viduals can secure their financial futures by 

leveraging the flexibility and opportunities 

the Gig Economy offers. As we look ahead, 

the Gig Economy’s role in shaping the fu-

ture of work seems not only significant but 

also inevitable. /
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