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ABSTRACT

In the current industrial and organizational psychology literature, predominantly salaried, paid, permanent and full-time
workers in a given workplace and in a given time period are represented. However, in recent years, it has been observed
that new forms of self-employment have emerged on digital labor platforms and their numbers have increased gradually.

This article explores the push/pull motivations for working in the gig economy, drawing on previous research on
entrepreneurial motivation, a field associated with self-employment. In this study, mixed method was used as data collection
technique. In the quantitative stage of the research, a questionnaire was conducted with 117 people, and in the qualitative
stage, semi-structured interviews were conducted with 12 people. Survey data in the SPSS 20.0 program, qualitative data
were analyzed descriptively. As a result, it was understood that the most prominent motivation factors of freelancers are
independence, success motivation and flexibility. The gig economy offers workers the opportunity to work flexibly by
allowing them to organize their own work schedules and control their labor processes, as opposed to optimistic portrayals
of a flexible economy. In addition, it is seen that freelancers feel free from friendship relations and feel excluded and isolated

from other people.
Keywords: Gig Economy, Motivation, Freelance Work.

JEL Classification Codes: L14;186; 26

INTRODUCTION

While most of the research published in the industrial
and organizational psychology literature consists of paid,
salaried, core workforce, highly educated, highly skilled,
professional workers and managers (Dobre, 2013; Ramlall,
2004), with the rise of the gig economy in recent years (De
stefano, 2015), it is seen that publications on alternative
work arrangements have started to take place in the

literature.

In the last decade of the 20th century, alternative, non-
traditional, contract, freelance, conditional, single-use,
temporary, non-standard and telework have become
increasingly common. Standard workers who go to the
location of a company at certain hours with long career
prospects are added to many non-standard workers who
accept different jobs, connect to companies differently
and make careers with a different appearance (Gonnelly
and Gallagher, 2004). Labour markets are undergoing a
dramatic transformation, with temporary jobs mediated
by online platforms replacing standard employment
(Kassi and Lehdonvirta, 2018). As the world of work
changes, so do theories. Because existing theories run the
risk of becoming much less practical as the world of work
changes. Barley (2016) states that today bureaucracies
are decreasing and organizations are transforming into
new forms, and these new forms are not suitable to

be explained with old theories. Thus, while traditional
theories are successful in understanding average general
levels of employee motivation and interpersonal changes
in different contexts, they fail to provide sufficient
explanation for understanding the motivation process
and change in a single individual. In the organizational
context, it focuses on the behaviors that are at the center
of the task of organizing (Ashford, Caza and Raid, 2018).
Because psychological work experience theories have
been developed by considering them in a different period.
Many of them are based on the experience of traditional
1950s employees who travel to where their companies are
located on a daily basis to fully meet their expectations
to pursue a career at a specific time each day. However,
an important working class of today is not included in
this way of working (Ashford, George and Blatt, 2007). To
develop individual-centered motivation theories in the
gig economy, it is necessary to correctly analyze individual
behaviors and experiences by explaining the structural
conditions of such studies.

According to the English dictionary, freelancer is defined
as a person who does not work for a fixed employer.
Freelance work is accepted as a self-employed form
(Fudge, 2003). This article focusing on the motivational
factors of freelancers in the gig economy draws on
previous research (see: Callahan, Shumpert and Mast,
2002; Sapienza, Korsgaard and Forbes, 2003; Burke, 2011;
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Burtch, Garnahan and Greenwood, 2018; Clinton, Totterdell
and Wood, 2006), a field associated with self-employment.
Although the types of self-employment vary (Pedersini
and Coletti, 2009), certain self-employment groups and
specifically defined perspectives are positioned within
the entrepreneurship paradigm (Szaban, 2018; Ohlsson,
2004; Parker, 2004). There is also an entrepreneurship
literature where self-employed are not classified as
workers, but rather as owner managers who are not
employed because they are self-employed (Burke, 2011: 2;
Bogenhold, Klinglmair and Kandutsch, 2017). It can take
many forms from self-employed entrepreneurs and “one-
person” business owners to consultants and contractors in
industries. New technology is changing the nature of work
in many industries, fueling the growth of the gig economy.
The distinctive features of the gig economy are that
there are many different ways of working and business
models in the gig economy. What most have in common
is that they rely on intermediary digital platforms or apps
to connect the self-employed with the business. Gig
economy companies often operate in industries that have
historically been based on self-employed entrepreneurial
workforces (Abraham, Haltiwanger, Sandusky and Spletzer,
2019; House of Commons Work and Pensions Committee,
2016).

The gig economy includes both jobs that are traded via
platforms but delivered locally and therefore require the
employee to be physically at the place where the job is
performed, as well as jobs that are processed and delivered
remotely via platforms. Local gig jobs include food
delivery, courier, shipping and manual labor. In contrast,
in remote gig work, the freelancer and the employer
usually contract for a short-term job through digital
platforms such as Amazon Mechanical Turk (MTurk), Fiverr,
Freelancer.com, and Upwork. These jobs consist of the
remote provision of a wide variety of digital services, from
data entry to software programming. (Huws, Spencer and
Joyce, 2016; Lepanjuuri et al,, 2018). In Turkey, there are
also very successful local examples: For example, people
can find many independent painters, repairmen, cleaners,
plumbers, etc. on Armut.com. In addition to independent
sellers who make a difference to large e-commerce
companies by selling on GittiGidiyor, we should not forget
the independent graphic designers who do business
on Idemama.com. Bionluk.com is a community-driven
libertarian work platform where talented freelancers
meet with businesses and startups that suit them. All this
is a strong economy of freelancers (Ahi, 2016). Freelance
employees come together through various platforms and
create a culture of solidarity among themselves. “Diinyada
Mekan” is a solidarity space for white-collar freelancers in
our country (https://dunyadamekan.wordpress.com/).

In entrepreneurship literature, freelancers are often
categorized as a small, underperforming version of the
entrepreneurial self-employed because in the modern
dynamic economy, forms of work such as portfolio work,
temporary and conditional employment contracts, self-
employment and outsourcing are closely related to

freelance work (For example, see Handy (1984) but they
tend to appear miniature in research (Ucbasaran et al,,
2001; Zahra, 2007 and Welter, 2011).

Typically, low-skilled freelancers are pushed into self-
employment. It would not be wrong to say that they
are forced into entrepreneurship under bad conditions.
On the other hand, entrepreneurial opportunities for
skilled workers are attractive and people are pulled to
entrepreneurship (Mkubukeli and Cronje, 2018). While one
group of researchers explains that people are forced into
the gig economy due to unemployment or their inability
to find suitable jobs for their qualifications (Dawson,
Henley and Latreille, 2009; Nies and Pedersini, 2003), the
other group argues that this is not true. Entrepreneurship
is particularly attractive to the younger generation.
Entrepreneurship is highly advantageous for individuals
who value flexibility, entrepreneurship and control over
the business (CIPD, 2017).

The research problem that forms the basis of this
study explores which motivational factors are the most
distinguishing for freelancers to work in the gig economy.
Research on freelancing in the literature is usually based
on a case study methodology in which semi-structured
interviews with freelance employees are made (Karsson
and Wranne, 2019). But in this article, mixed method
research design was used as a data collection technique.
It is aimed to provide a deeper and holistic perspective
on the research question by using qualitative and
quantitative techniques together (Baki and Gokgek,
2012: 2; Sandelowski, 2000: 246). This method has been
chosen considering that only quantitative and qualitative
methods will not be sufficient to reveal the professional
reality of freelance work in Turkey. This method provides
an opportunity to verify that the results are consistent by
comparing the findings from both different methods. It
provides the opportunity to see the illuminating aspect
of both approaches by using qualitative and quantitative
research methods (Bryman, 20: 9).

The article includes the findings of a survey conducted
from online platforms with 117 freelancers working
in the gig economy and the findings of face-to-face
interviews with 12 freelancers. In the quantitative phase,
the characteristics of freelancers and the most prominent
motivational factors that attract/push to work in the gig
economy were investigated. At the qualitative stage, semi-
structured interviews were conducted with freelancers
and their motivational experiences for working in the
gig economy were analyzed in depth. Because self-
employment is considered type of self-employment,
previous research on the closely related field of
entrepreneurial motivation contributed to the study.

As a result, it is understood that the most prominent
motivation factors of freelance workers are freedom,
success motivation and flexibility. On the other hand, it has
been observed that working in isolation at home isolates
the individual.
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Table 1. Structural Dimensions of Difference

Financial instability and Job Insecurity
Autonomy

Uncertainty in Career Processes

Work Transitions

Physical Division and Relational Challenges

Traditional Work Gig Work
Low High
Low High
Low High
Low High
Low High

Source: Ashford, S. J,, Caza, B. B. and Reid, E. M. (2018). From surviving to thriving in the gig
economy: A Research Agenda for Individuals in the New World of Work. Research in Organizational

Behavior, 38, p.27
CONCEPTUAL FRAMEWORK

The nature of work is changing. Today, as technology
and automation eliminate or change many jobs, the
labor market is transforming in parallel (Worldbank,
2018). The recent rise of the gig economy has created a
series of opportunities for freelancers to find short-term
jobs, which they define as gigs, and for employers to find
workers on demand (Kuhn, 2016). However, Spreitzer et
al. (2017:480) state that we should not expect temporary
jobs in the gig economy to be experienced like other
contract jobs.

The gig economy is a model that enables money
exchange between freelancer and companies through
digital labour platforms that facilitate the effective use
of short-term and task-based payment method between
service providers and customers. In the gig economy,
freelancer serve multiple clients at varying hours from
their home or co-working spaces, rather than working
full-time in a single employer’s workplace (Kuhn, 2016).

The psychological experience of the work and the life
experience of individuals are shaped differently in the gig
economy. Ashford, Caza, and Reid (2018) discuss these
structural differences from five angles. The first of these
is the issue of financial instability and job insecurity. The
second structural difference was handled on the basis of
freedom and autonomy. Then, the differences in career
processes were examined and the issue of job transitions
and physical division/relational difficulties was discussed.

These five structural characteristics reflect the ultimate
and important vital reality for gig economy workers as
well. The issue of financial instability and job insecurity
for workers in the gig economy already stems from the
nature of freelancing (see: Burchell, Ladipo and Wilkinson,
2002). Because, in the nature of a typical freelance work,
there are jobs that are carried out in discontinuous
and intermittent periods instead of permanent and
continuous jobs (Burke et al. 2008). The defining feature
of freelance work is short-term contracts for which the
employer is not responsible (Burke, 2011). Therefore, this
is the most important feature of self-employment.

One of the other structural differences is the approach
to the concepts of freedom and autonomy. In the studies
reviewed in the literature, concepts such as autonomy,

independence, control over working conditions, and
being your own boss are frequently used in defining
freelance work (Stanworth and Stanworth, 1995; Clinton,
Totterdell and Wood, 2006). On the other hand, in studies
based on precariousness approach, it is emphasized that
autonomy is only a showpiece, portfolio employees feel
obliged to workin line with the instructions of customers /
employers (Stanworth and Stanworth, 1995). In the study
conducted by Hunter (2015), all freelance journalists have
a similar view on autonomy and state that they do not
have full autonomy in business processes. In addition,
freelance journalists have stated that they will have to
adjust or change their reports in any way when they have
a special instruction from the funders.

There is no guarantee of long-term employment in a
single organization in the gig economy. It is often based
on short-term contracts which guarantee employment
in temporary jobs or project-based but leave future jobs
and relationships uncertain. Instead of being dependent
on a particular employer, workers work for a variety of
clients. There is a transition and mobility between jobs
(Broughton et al., 2018).

While the gig economy enables a system that allows
people to earn money from various interests (Lepanjuuri
et al., 2018), it is also the source of the birth of a self-
directed workforce (Arthur 1994). While working in
multiple jobs becomes the “new normal” (Waldorf, 2016),
many gig workers have multiple job identities rather
than focusing on a single job or role.

And also; The transition from organizational work
to gig work begins with an anxious period. Because
career success needs to be redefined with the transition
to portfolio career. Since all the different jobs done for
different employers in the portfolio career add success
to one’s career, it is necessary to develop professional
networks and to create a safety net that will provide
financial support (Clinton, Peter and Wood, 2006).
Because during the portfolio career process, individuals
work independently from an employer (Mallon, 1998),
undertake different tasks and do jobs for different
customers (Handy, 1994). Gig employees have to create
a business activity portfolio for themselves and transfer
their skills and knowledge to various individuals and
organizations (Platman, 2004).
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Finally, doing the job alone in the gig economy
and working separately from those who work in
this way physically cause the gig workers to feel like
strangers (Kunda et al., 2002). As a workforce that is
decentralized, lacking in regular human relations, and
without permanent employment, gig economy workers
experience a psychological experience in stark contrast
to the optimistic portrayals of a resilient economy that
empowers them to control their own destinies. They seem
to suffer compared to traditional workers. Gig workers
feel unfriendly, excluded, and isolated from other people
(Glavin, Bierman and Schieman, 2019).

LITERATURE REVIEW

Entrepreneurial motivations are often defined as
fitting into “push” or “pull” categories (Dawson and
Henley, 2012, Amit and Muller, 1995, Ojiaku, Nkamnebe
& Nwaizugbo,2018). Push motivation is based on the
individual’s choice by being forced or pushed due to
the surrounding conditions. The pull motivation model
focuses on the motivation sources that arise from the
person’s environment and attract the person (Kirkwood,
2009). The pull side of the theory of motivation will
attract and encourage entrepreneurial activity. Push
motivation refers to the internal aspects and emotional
characteristics of the individual. Pull motivation is related
to external factors arising from the subjective perception
of the situation (Noskovéd and Peracek, 2019).

The individual motivation plays a key role in
recognizing and creating an opportunity. However,
the expectations of individuals are the most important

Tablo 1: Pull Factors of Entrepreneurial Motivation

factor that determines the entrepreneurial motivation
factors (Prokopenko et.all, 2020). When we examine the
literature on entrepreneurial motivation, firstly, the desire
for independence is cited as the number one motivating
factor for most people to become an entrepreneur.
Especially desire for independence is primarily classified
as a pull factor (Hughes, 2003; Eijdenberg and Masurel,
2013; Shane, Locke and Collins, 2003; Naffziger, Hornsby
and Kuratko,1994; Marlow, 1997; Stephan, hard and
Drews, 2015). . Entrepreneurial tendencies of individuals
with motivation to be successful can be high. The need
for achievement expresses a strong desire to do things
better (Prokopenko et all, 2020). The literature particularly
emphasizes the importance of internal control. That is,
believing in one’s actions means giving less importance
to chance. Entrepreneurs believe that their actions will
have animpact on the final result (Gerry, Dan, Jerry, 2005).

Few studies have asked why individuals choose to be
self-employed. The results of the research are based on
the findings that individuals prefer self-employment
voluntarily for reasons such as independence, job
satisfaction and/or higher income expectation, and
are pushed to be self-employed because there is no
other attractive profession. The motivations behind the
decision to become self-employed largely provide the
opportunity to explore entrepreneurial opportunities.

The pull motivation factors in the studies on
entrepreneurship motivation in the literature are shown
in table1.

Drews, C., Stephan, U., Hart, M., & Mickiewicz, T. (2015).

Business Innovation & Skills

Understanding Motivations for Entrepreneurship: A Review
of Recent Research Evidence (No. 212). Department for

« Achievement, challenge & learning
« Independence & autonomy

« Income security & financial success
« Recognition & status

« Family & Roles

« Dissatisfaction

« Community & social motivations

257-279

Shane, S., Locke, E. A., & Collins, C. J. (2003). Entrepreneurial
motivation. Human Resource Management Review, 13(2),

- Need for achievement, |
- locus of control

- Desire for indepence

- egoistic passion

« Drive

- Goal Setting

- self-efficacy

of pull and push factors. TEM J. Technol. Educ. Manag.
Inform, 10, 334-342.

Godany, Z,, Machovi, R, Mura, L., & Zsigmond, T. (2021).
Entrepreneurship motivation in the 21st century in terms

Greatest motivation factor is;

- the desire for independence,

« self-realization and,

- utilization of own skills and abilities

Business Venturing 15:411-432.

Krueger, N.F, Reilly, M.D., and Carsrud, A.L. (2000), Com-
peting models of entrepreneurial intentions. Journal of

- Self-expression,
+Independence,
- Status or material advantage.
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A Canadian survey shows that the majority of
individuals prefer self-employment with the desire to
work independently. Only a small minority have turned
to self-employment due to barriers in the labor market.
According to the Canadian Statistical Institute’s 1995
Employment Regulations Survey (Statistics Canada, 1997:
35-6) which asked respondents ‘the main reason’ for self-
employment the top three reasons for turning to work
were the desire for independence (41.8% of answers),
involvement in a family business (17.1% of answers), and
lack of other suitable jobs (12.0%).

They conducted a study aimed at determining what
are the most distinguishing motivational factors to work
in the gig economy in the IT and Business consulting
industry. The study shows that the most prominent
motivational factors driving work in the gig economy
are independence and development. And also; it has
been found that monetary rewards are not motivating in
themselves, but are a necessity for working. Motivational
factors seem to arise from intrinsic motivations such as
high need for achievement, desire for independence,
internal locus of control and high self-efficacy (Karlsson
and Wranne, 2019).

According to the findings obtained from the result
of the survey conducted with 300 freelance journalists
in Turkey by Cigdem (2020:219) with 300 freelance
journalists in Turkey, more than half of the participants
state that they prefer to work freelance because it
provides freedom and autonomy. Especially, 61% of
them emphasize the entrepreneurial features and
emphasized that freelancing provides the opportunity to
turn opportunities into money.

The concept of freelance, by its nature, becomes
widespread in parallel with the development of the
idea of “enterprise”. In fact, comments on the ‘status’ of
freelance work are the product of social and individual
comments (Cohen and Mallon, 1999:330). The increase
in the tendency to evaluate the concepts such as
“entrepreneurship” or “entrepreneurship”is accepted as a
direct result of the dominance of contemporary discourse
(Du Gay, Salaman and Rees, 1996: 268). Thus, while
‘portfolio work’ has positive connotations, ‘temporary’ is
full of negative connotations. Therefore, comments on
new work statuses such as‘freelance’also carry aspects of
social identity (Storey, Salaman and Platman, 2005: 1034).

On the other hand, according to the ‘push’ hypothesis,
the expected returns from entrepreneurship become
more attractive as rising unemployment levels reduce
the probability of finding paid employment and push
people to become self-employed. As a matter of fact,
self-employment can be seen as a kind of informal
employment activity in many developing economies
(Dawson, Henley and Latreille, 2009: 1).

Another literature in economics focuses on the
importance of demographic factors in the background
of self-employment decision. For example, the study by

Rees and Shah (1986) deals with whether the preference
for freelance work is affected by the expected income
difference between self-employment and employment.
The article reveals that earnings have a positive effect
on employees’ choices towards self-employment. At the
same time, it is seen that the variables of education and
age are the determining factors in the choice of self-
employment (Rees and Shah, 1986:95).

However, almost all cross-sectional studies reveal
that positive factors are of paramount importance in
self-employment motivation. Dawson, Henley, and
Latreille (2009:28) found little direct evidence for ‘forced’
entrepreneurship in their research; The vast majority
choose to freelance for positive reasons.

Research reveals that more skilled workers with
higher levels of social capital are able to leverage
entrepreneurial skills to create voluntary and desirable
work arrangements (Spreitzer et al, 2017). On the
other hand, we see that low-skilled workers are pushed
into temporary work arrangements due to economic
conditions or the inability to find a full-time job (Keith,
Harms and Tay, 2019: 289).

[find these studies useful to understand the motivations
of individuals to participate in the gig economy. Burke et
al. (2008) state that typical self-employment jobs consist
of discontinuous short-term rather than permanent
jobs. This model also reflects the contingent nature of
freelancing.

In recent years, new flexible working forms, under the
guise of “entrepreneurship”, have been embellished with
the concepts of autonomy and freedom, making them
attractive. Freelancing is one of them. In the studies
examined in the literature, it is seen that concepts such
as autonomy, independence, and control over working
conditions are frequently emphasized as the factors
that attract the individual to freelance work, while in
some studies it is stated that the factor that pushes the
individual to freelance work is unemployment (Mallon,
1998; Cohen and Mallon, 1999; Stanworth and Stanworth,
1995; Clinton, Totterdell and Wood, 2006).

METHODOLOGY
Research Questions and Method

This article seeks answers to the following research
question:

What are motivation factors that push/pull freelancers to
work in the gig economy?

The research is built on previous research on
entrepreneurial motivation, a field closely related to
self-employment. Since entrepreneurs and freelancers
are seen as a form of self-employment, push and pull
motivation factors serve as a model for understanding
freelance work motivation factors.

Sequential explanatory mixed method design
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was used as data collection technique in the study
(Ilvankova, Creswell and Stick, 2006). This method
was choosen because it is considered that only the
quantitative and qualitative methods are not enough
to analyze the motivational factors and processes of gig
economy employees in Turkey. This method provides
the opportunity to verify the consistency of the results
by comparing the findings of both different methods
(Leech and Onwuegbuzie, 2009). In the quantitative
stage, a situation analysis was made and a general data
was obtained about the status of gig employees. In the
qualitative phase to be carried out afterwards, interviews
were conducted with semi-structured questions that
give the participants the freedom to express their views
and experiences. Qualitative data were collected to
reproduce quantitative data and to obtain richer data
within the framework of the findings obtained at the
quantitative stage.

Quantitative Data Stage

Survey method was used to collect data in the
quantitative phase of the study. During the preparation
of the questionnaire questions to be used for data
collection within the scope of the research, the literature
on gig economy and entrepreneurial motivation was
examined in depth. At the same time, the data obtained
by the author from previous studies on gig economy were
re-analyzed, compiling the responses of the participants
on motivation and contributing to the preparation of the
questionnaire.

Since it was not possible to determine the main mass,
the “Snowball Sampling” method, one of the unlikely
sampling methods, was preferred to reach gig workers.
Snowball Sampling is one of the frequently used
methods when it is not possible to determine the main
mass (Fellegi, 2010). The people interviewed with the
snowball sampling became the source person for the next
interviews (Yazicioglu and Erdogan, 2004). The snowball
sampling method is extensively used where a population

Table 2: Characteristics of Participants

is unknown. It also helps to enter environments where it
is difficult for conventional approaches to be successful
(Atkinson and Flint, 2001:2). Snowball sampling is useful,
especially when a frame is not available or impossible to
create. For example; when a research is desired on drug
users in a region, it is not possible to find a list of drug
users in that region. In this method, the sampling process
starts with the random selection of an individual in the
defined population. This determined individual is the first
unit included in the sampling. It is investigated whether
there is an individual that is known in the same universe
definition as that individual. If available, that individual
is reached. Thus, the second unit to be included in the
sample is determined. This process is continued until an
arbitrarily determined large sample is created (Ozmen et
all, 2019:16).

Snowball sampling method does not aim to generalize
the results obtained from a particular sample to
the population (Griffiths et al., 1993:16199). It is an
appropriate approach for scattered and small groups
(Ritchie, Lewis and Elam, 2006).

| explore two distinctions that may be helpful when
examining workers in the gig economy: viewing gig
work as one’s primary income (or not) and viewing gig
work as a job (or not). Such distinctions highlight the
heterogeneous nature of the gig economy and can guide
future theory and research on the gig economy.

With the snowball sampling method, new participants
were reached through their acquaintances or their
network. Various communities established for freelancers
on social networks such as Linkedin, Facebook, Instagram,
etc. were followed, suitable people were examined and
a questionnaire sample was sent to these people by
contacting them. And also; A questionnaire link was
also sent to the people contacted through the “Ofissizler
Platform” established for freelance employees. Survey
questions were turned into an online survey via google
form and the prepared questionnaire was sent via e-mail.

Code Task Interview Time Gender / Age
G1 Web Designer 02/03/2020 Male /37
G2 Project Manager 02/03/2020 Men /21

G3 Author 27/02/2020 Male / 41
G4 Advisor 25/02/2020 Women /38
G5 Graphicer 19/02/2020 Male /19
G6 Journalist 19/02/2020 Male / 25
G7 Translator 15/02/2020 Women /36
G8 Software programmer 15/02/2020 Male / 26
G9 Photographer 15/02/2020 Male / 29
G10 Editor 07/02/2020 Women /32
G11 Life Coach 07/02/2020 Women /39
G12 Journalist 19/01/2020 Women/28
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The survey process started in November 2019 and ended
in March 2020. The collection of data with the survey was
completed in 5 months. Questionnaires were applied
to 117 people. SPSS package program was used in the
analysis of the data obtained and the data were analyzed
with frequency and percentage techniques.

Qualitative Data Stage

The interviewed participants consist of people working
freelance in various fields in the gig economy. In the
interviews, a semi-structured interview approach was
used in order to obtain sufficient data. The interview
questions were formed based on the data obtained from
the literature review and the quantitative phase. At the
same time, the interviewees were given the opportunity
to talk freely about their experience and thoughts.
Some of the interviews that took place under favorable
conditions were recorded to facilitate future analysis.

Descriptive analysis method was used to analyze the 12
interviews conducted by the researcher. In order to make
the data set more visual, a framework for data analysis
based on the research questions and the conceptual
framework of the research was created. According to this
framework, it was determined under themes which the
data would be organized and presented. Each interview
was read many times and the data were used as an
excerpt under previously determined themes (Yildirim
and Simsek, 2013). The data were coded conceptually,
taking into account the themes created before the
interviews. Then, themes based on the common points
between the concepts were determined. The codes
under the determined themes are explained and
interpreted in relation to each other. In order to reveal
the original thoughts of the participants on the subject,
direct quotations were included.

FINDINGS

This section includes data collection tools and
quantitative and qualitative research results of data
obtained from data sources.

Quantitative Findings

In the quantitative stage, a situation analysis of the
demographic characteristics and motivation factors of
gig employees was made.

Demographic Features

The survey process was completed successfully with
117 participants. 53.8% of the participants are women
and 46.2% are men. 82% of them are between the ages
of 18-35, while 15.4% are between the ages of 36-45.
The rate of participants over the age of 45 is 2.6%. 43.6%
of the participants have a bachelor’s degree, 40% have
an associate degree, and 5.1% have a graduate degree.
11.3% of them have high school and below education
level. 76.9% of them are single, 23.1% are married.

Freelance Employment Situations

While 84.6% of the participants define themselves as
freelancers, 3.7% do not see them as freelancers. 11.7%
of them partially accept that they are freelancers. While
83.8% of the participants use digital labor platforms to
find gig jobs, 16.2% stated that they do not use digital
labor platforms. Bionluk.com is the most preferred
platform among digital labor platforms (33.3%). In
second place, freelancer.com is the most used platform
with 29.6%. Participants can find jobs using different
labor platforms at the same time. While 42% of the
participants are engaged in graphic design, 17% are
freelance photographers those who work as translators
also have a ratio of 11%. While 33.3% of freelancers have
been in the gig economy for less than 12 months, the rate
of those working for 1-3 years is 43.6%. The rate of those
who have 10 years or more freelance experience is low
at 7.7%. Participants were asked where they work. 61.5%
of the participants answered this question as “at home”.
While 15% marked the option where the job required,
12.8% stated that they worked in a cafe. Gig jobs can be
done online or offline.

Motivation Situations

First of all, 79.5% of the respondents stated that they
were happy at working freelance, while 20.5% were
indecisive. This result is consistent with the question of
whether working in the gig economy is a choice or a
necessity. Because it was determined that 74.4% of the
participants voluntarily preferred to work gig, while 5.1%
were found to work freelance out of necessity. 20.5% of
them were undecided.

Participants were asked a question to measure what
their motivation to enter the gig economy was. In this
question, they were asked to mark the 3 strongest options
among the reasons for preferring gig work. According
to the answers given by the participants; Freedom
(56.4%), flexible working program (51.3%), desire to
learn and develop continuously (56.4%), motivation
to be successful (38.2) factors have a significant share
in the motivation to enter the gig economy. While it is
understood that the high-income factor does not have
a large share in entering the gig economy, it has been
observed that unemployment, which is one of the
driving motivation factors, has a very small effect. It was
determined that attractive motivation factors rather than
driving factors played an active role in the entry of the
participants to the gig economy.

And also; participants were asked the question, “Do
you really feel independent when doing gig jobs?" While
82.4% of the participants answered yes to this question,
14.7% stated that they were undecided. To the question of
“would you quit freelance work if you found a permanent
job", 60% of the participants answered no, 28.6% maybe.
11.4% stated that they would leave.
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Finally, the participants were asked what their
emotional and psychological difficulties they faced while
working in the gig economy were. 30% of the participants
stated that there is a lack of social interaction and the
feeling of loneliness it creates. One of the difficulties
faced by gig workers is uncertainty and the related
feeling of stress (29.4%). Insecurity (26.5%) and the need
for financial support (23%) are also the difficulties that
the participants frequently experience.

Qualitative Findings

In this section, the data obtained from the interviews
were analyzed with the descriptive analysis technique.

ilk 6nce gérismelerden kaydedilen veriler yaziya
dokildu. Gorisme kaydedilmemisse, gortsme ile es
zamanlh olarak notlar alinmis ve goériismeden hemen
sonra notlar genisletilmistir. Analiz, arastirmacinin
transkriptleri veya notlari bagimsiz olarak ve tekrar
tekrar okumasiyla ve eszamanl olarak notlar alarak ve
ilging kelimeleri veya cumleleri vurgulayarak bagladi.
Veriler bundan boyle birlikte analiz edildi. Bundan sonra
veriler, verilerin farkli kategorilere ayrildigi tematik bir
yaklagim kullanilarak birlikte analiz edildi. Kategoriler
analizle eszamanli ve tlimevarimsal olarak {retildi,
toplanan verilerden kategorilerin ve temalarin ortaya
citkmasina izin verilirken, literatlir taramasinda tartisilan
motivasyon faktorleri de g6z 6niinde bulunduruldu. Her
kategori icin ilgi cekici alintilar, sonuclarin cikarilmasini
ve dogrulanmasini kolaylastiran ayri bir tabloda toplandi.
Bu temalar, analizin yapilandiriimasina yardimci oldu.
Analizin timdengelim unsuru, literatlir taramasinda
sunulan faktorleri inceleyen 6nceki arastirmalardan
ilham alinarak gerceklestirilmistir. Ayrica, dlrist ve
dogru konusma tesviklerini artirmak icin goértismecilerin
anonimligi saglanmistir.

They are discussed under two subtitles as push and
pull motivation factors.

Pull Motivation Factors

The reasons for freelancing of the interviewees are
explained mainly under the titles of autonomy and
flexibility, desire for success and self-development,
relationships with financial freedom, and networking.

Indepence and Flexibility

The gig economy, in particular, provides flexibility to
workers, giving them freedom in how to spend every
hour and minute of the day. The gig workers interviewed
were asked why they made this choice and to what
extent it was a voluntary choice. In the interviews,
all participants, without exception, emphasized the
importance of independent work and frequently referred
to the concepts of flexibility and freedom. It is in line with
the entrepreneurial values and behaviors explained on
entrepreneurial motivation by Shane, Locle and Collins
(2003:270). For them, independence entails taking
responsibility for using one’s own judgment rather than

blindly following the claims of others. It also includes
taking responsibility for one’s own life rather than living
on the efforts of others.

From the aspect of independence for interviewed gig
workers; It is emphasized that the free and active lifestyle
is adopted in business life and there is no obligation to
wake up early in the morning and go to work, and one
can decide which job, when, how and where to do it and
the wage rate. Although the interviewees underline the
concepts of flexibility and indepence, they express this
in different ways. While some interviewees (G6, G8, G11)
underline that they do not have to do the job they do not
want to do and that they choose the projects they will
do, some (G1, G3G, G4) say that they set their working
time and hours according to their own preferences.
Some state that their decisions are effective in the whole
process (G9, G12, G7). The statement made by one of the
interviewees for independence summarizes all opinions:

G9: “We can say that freelance work is a way of life for
me. | don't see this as working. It is a part of my life and
I manage it the way | want it. | do the job with love, not
because | feel obliged. Because | manage the business
and | work when | want, | don’t work when | don't. This is
more important than anything else. Even than money.”

One of the potential benefits of self-employment is
beingthe bossof yourownbusiness.This offersindividuals
the opportunity to work independently. In corporate
organizations, what job the worker will do, where, how
and when he will do it depend on the instructions of
certain managers. However, self-employment offers
opportunities for individuals to create and organize their
own study program and to set their own agendas. The
work schedule is organized according to the decisions of
the employees and the demands of the customers. The
worker does not have to accept a job that he does not
like if his conditions are suitable (Conen et al., 2016).

Often, freedom is cited as a reason to work in the gig
economy. Because this is the main determinant of how
the work is experienced. The interviewees consider
themselves responsible for the eventual success or
failure of all jobs and careers. Taking an active role in the
entire process, from design to delivery, can create a sense
of ownership.

On the other hand, being independent and
autonomous does not always reflect a real situation. It
appears that most gig employees have a dependent
employment relationship that is hidden or misclassified.
In the interviews, it was understood that some of the
participants work more independently than many,
but the fact that the majority of them are free and
autonomous is merely an illusion. Depending on the
circumstances, the instructions of customers/employers
can have a significant impact on the business processes
of gig employees. At the same time, although the
participants indicate that they are not controlled by
a manager, it is possible to create a digital control
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mechanism for high-level monitoring and measurement
of the work performed on digital platforms thanks to the
many features of ICTs.

The interviewees stated that freelancing offers a free
working environment in many ways, but they could not
bypass the customer’s demands and special instructions.
(G7) explained the reason for this as,” .... Because they
evaluate and score me in return for my work. This affects
my next customer portfolio”. And (G12) stated that, “We
are scored by the client after completing the job. This is
important for us. Because if it makes a negative score, it
decreases my probability of getting work on the platforms.
That's why the customer’s wishes are very important.”

In the gig economy, a particularly significant share of
digital control appears to be in the form of ‘algorithmic
management’ determined by platform-based rating
and reputation systems. Algorithmic management is
an extension of ‘customer management’ strategies that
enable to position customers as an agent. In this system,
customers, rather than managers, are people who should
be satisfied, and their comments or ratings on digital
platforms leave an impression of gig workers and become
an element of pressure for them (Fuller and Smith, 1991).

Gig workers are scored by their clients after tasks are
completed. Employees with the best scores and the most
experience tend to get more jobs due to the algorithmic
ranking of the customers in the search results because
workers with high scores rank high in searches on
platforms (Rosenblat and Stark, 2016). Digital platforms
create opportunities to remotely control workers by
establishing new monitoring systems. Because it is now
possible to observe the labor process by establishing
monitoring and control mechanisms. For example, the
frequency of keyboard touches and mouse movements
of the workers are monitored and snapshots are made
from their screens (Rosenblat and Stark, 2016). Therefore,
capitalism, faced with any threat, does not refrain from
developing new forms of production and appropriate
control mechanisms in order to survive.

G2: “When you work freelance, you feel freedom at first.
This was very attractive to me. But over time | realized
that we were not completely free. First of all, we feel the
pressure to prepare content suitable for their demands
in order to find customers. While doing online business
on digital platforms, we may have to work non-stop.
Because the system follows you instantly. It takes a
picture of the screen and it’s hard to explain if you're not
there at the moment. Because there is no person in front
of you that you can tell your problem at that moment. “

And also; from time to time, gig workers have to
compromise themselves in order to agree on a project
with customers on digital platforms. There has been a
tremendous increase in the gig economy in recent years.
The increase in the number of workers seeking work in
digital labor platforms triggers competition. It is not easy
for a gig worker to get projects that meet all his wishes.

The projects he wants may not arrive on time, or he may
come while the gig worker has other projects on hand. In
some cases, gig workers may have to undertake projects
that are not suitable for their qualifications in order to
support themselves and their families. Therefore, the
freedom to make decisions about the projects a gig
worker will work seems to be more of a perception than
a practical reality. However, this can still be seen as a
motivating factor.

As a result, we cannot deny that gig workers are in
many ways more independent than corporate workers,
although there are many obstacles that limit the free
working environment of gig economy workers. Gig
workers are up to their individual decisions on which
digital platforms and what kind of projects they will
work on. Although some control systems have been
established regarding working hours, they determine
the time they will sit in front of the computer. Although
there is a partial adherence to customers’ instructions
and wishes, procedures and rules dictated by a single
manager are not included in the gig economy. These
features inherent in freelancing are the most important
motivational factors for gig workers. Because having
the opportunity to choose offers them an experience of
freedom.

Desire for Success and Continuous Learning

Gig economy is a dynamic market. It is extremely
important for people to improve themselves and learn
new things in order to find a job in the gig economy.
Many gig workers seem to enjoy learning new things in
order to keep abreast of new developments and decide
on their own career path.

The entrepreneurial motivation theory explains that
people who need high success are constantly looking
for improvements and ways to do things better. Here,
the person has a high motivation to be successful and
an internal locus of control (Williams and Curtis, 2007).
People with an internal locus of control believe that the
results of their lives stem from their own efforts (Spillan
and Brazier, 2003).

Interviewees (G2) and (G5) stated that they enjoyed
doing research and learning new things. (G2) “..Because
it is necessary to learn new techniques anyway. Everything
is changing very quickly. When I get a project, | want to do
it in the best way as possible. it is your label at the same
time’; (G5), “..In this way | get easier projects in the market.
Because | offer new techniques and it attracts the customer”.

It can be said that gig workers also have an internal
locus of control. They believe their future is determined
by the choices they make. Someone with an internal
locus of control sees himself the source of your failures
and successes. Hence, he forces himself more and more
to achieve success in life. The gig worker is motivated
because he will be at the center of the praise that comes
from a successful job.
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It has been understood that one of the factors that
motivate the interviewees is that they receive the reward
of their success individually because the interviewees
stated that while they were working in a full-time
institution, her/his job was not seen. (G3) stated that”...
While my works were applauded, even my name did not
pass. However, the good works | do by working freelance
are written to my portfolio. Why should | let other people
use this? If you do your job well, you are not looking for a
job anyway. Customers find you “. Similarly (G6) and (G9)
stated that they worked hard to do their best. Because,
according to (G6) “When there is good work, there are
customers anyway. | also receive the awards for my work
myself. This motivates me more. | want to do better and be
the best in the market “.

Gig workers want to be proud of their work and to be
recognized for their achievements. This is one of the most
important factors that motivate them. They don't need
someone to force them to be efficient and productive. So
they have a strong need not only for financial gain but
also for success. They set difficult goals for themselves
and take the time to try it out. At the same time, they
have a strong desire to achieve these goals and solve
problems on their own, are enthusiastic, passionate,
forward-looking and seek self-improvement.

These people with a high need for success are generally
entrepreneurially motivated and have relatively high
success rates (Littunen 2000). As a province, McClelland
(1961) linked the need for success to entrepreneurial
behavior. This need creates a strong desire to do things
well or better than others. People who need success are
likely to plan ahead, enjoy taking personal responsibility,
and prefer fast and specific feedback about their
actions (Barbara- Sanchez and Atienza-Sahuquillo,
2012). Therefore, we understand that gig employees
also have entrepreneurial motivation. Almost all of
the interviewees stated that they use their talents for
themselves rather than for an institution. Often what
drives their own development is in the business itself.
Therefore, they stated that by doing the work as they
want, they have opportunities to do better and that the
motivation to do the best job creates a dynamic process.
Because gig workers find that doing the same thing is
boring, they experience the feeling of success at a higher
level of undertaking challenging and variable projects.

Financial Instruments

Financial freedom can be considered as one of the
factors affecting people’s motivation to enter the gig
economy; However, it has been understood that this
is not seen as an important motivation tool. Because
all of the interviewees emphasized the flexibility and
autonomy provided by gig work, while financial issues
differed among the interviewees.

According to the literature, while financial motivation
tools are secondary to the tendency of individuals to
tend towards the gig economy, desire to succeed and

autonomy are the leading factors that motivate gig
workers (Williams and Curtis, 2007). This is a result that
also occurs within the scope of the present study. It is
observed that women and young gig workersinterviewed
tend to work freelance in order to earn income. However,
the reasons why these people also enter the gig economy
lie behind the flexible working opportunities and free
working environment provided by gig work.

G12:".. my wife's earnings provide our livelihood. But
| work freelance to earn additional income. | can work
because the working hours are flexible. Otherwise | could
not work. My daughter is 2 years old “

GI1: “It is nice not to be dependent on a person’s
salary. | can do projects for various clients at the same
time, and when one of them ends up | don't lose all my
income. That's why you're less addicted. In fact, there is
no addiction. This makes me feel better”.

Autonomy requires gig workers to perform the work,
establish routines, and apply these routines when no
one is held responsible for doing it (Ashford et al., 2007).
This also means that he will bear the consequences of his
choices. Thus, gig workers are solely responsible for their
own short and long term economic survival. However,
employees’ exposure to high responsibility is not always
beneficial for welfare (Schmitt, Hartog and Belschak,
2015). Gig workers’ wage experiences; The type of job
depends on anumber of factors such as how experienced
the experienced people are, how well their online profiles
are developing, and whether they are dependent on this
income as their main source of income. If the income that
gig workers earn is only from such jobs, that is, people
who have no other income than the income from gig
jobs to survive are experiencing tension. However, gig
workers have been found to be more comfortable if gig
jobs are not the only resource workers have to rely on to
survive. The effects of uncertainty are low, especially for
those who have multiple sources of income, both online
and offline. Because even though there is no money to
come from a project in the gig economy, income from
other jobs reduces anxiety.

And also; If the gig economy creates alternative working
environments and income-generating opportunities
for freelance workers, it seems that the wage earned in
the gig economy is not satisfactory enough (Berg, et al.,
2018). Most of the interviewees (G1, G2, G3, G7, G8, G9,
G10, G12) stated that it would be difficult to make the
payments required for living on time if they earn their
main income from gig jobs. For example, (G3) stated that..
“I make my whole life by working freelance. Sometimes |
worry about whether | will be able to pay my bills. Because
the payments for my work may not be on time. Or the client
does not like the job and may not pay at all. In particular,
some interviewees (G8, G10, G5) emphasized that the
income they earned by working freelance was not
enough to plan their future.
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G8: “Wages are low in this market. | work for more
than one client at the same time. But this does not mean
that | earn a lot. Because | can not get my fee on time.
Uncertainty sometimes causes me to do many things in
my life on time.”

However, in the gig economy, this continuity and
routine are fragmented. The routine has been replaced by
unpredictability and uncertainty. This process, defined as
flexibility, experiences the worker as insecurity. Therefore,
he experiences tension (Cerkezoglu and Goztepe, 2010).
The indication of this tension and fear in the relationship
experienced is precariousness and uncertainty.

G7: “l cannot afford to live on income only from what
I get from gig jobs. Either you will get a lot of projects -
which is not easy - or you will also work on some jobs
offline. | have to pay my bills on time. However, | do not
have regular income from gig jobs.”

G2: I can't always find a project. There are too many
people in this market now. The work we do has also
become cheaper. So it’s not easy to live with just gig jobs. |
lived while | was single, but now | have a child. Sometimes
I can't get a job for weeks. I'm investing time and money
on internet connectivity, electricity, and more. | need to
check if there is a job for me on digital platforms. I'm
always online ”.

In short, it is unclear for gig workers whether monetary
elements are perceived as a motivation, or whether they
are highly valued. Therefore, it may be misleading to say
that financial freedom is a motivational tool by evaluating
only these expressions. Although gig workers do not see
the financial side as a motivational tool in itself, it is clear
that money is still an important part of the job. Thus, we
can say that money is a factor that workers value, but
is not a motivation in itself. This is also in line with the
entrepreneurial motivation literature where financial
incentives are considered to be of secondary importance
only (Amit et al., 2001).

Relationships and Connections

Relationships shape individuals’ work experiences.
Interpersonal relationships in the workplace are
particularly important for the well-being of employees
(Haar et al., 2009). While workers who are working in
traditional organizations probably have a stable set of
relationships, gig workers build relationships fluently by
forming a social network, including other gig workers
with similar skills, potential customers, supporters, and
employers (Petriglieri, Ashford and Wrzesniewski, 2018).

The changing nature of the gig economy, and unstable
emotions it causes make it necessary to have the
ability to create a social support system that can both
meet the demand of the workplace and provide stable
feelings of personal connection (Petriglieri, Ashford
and Wrzesniewski, 2018). Interpersonal relationships in
offices help employees manage their negative emotions
and concerns. Office environments have interpersonal

or group-based relationships that enable employees
to manage situations that trigger anxiety (Kahn, 2001).
Because organizations are often the source of people’s
emotional work experiences. However, in the gig
economy, it is not easy to manage these processes for
home workers. First of all, having a specific work identity
is problematic, especially for organizations with coded
roles and for freelancers operating outside of established
professions. Gig economy is a business world where
“workplace”is no longer synonymous with office building
or factory floor (Barley, 2016).

While the absence of an organization is seen as a major
advantage for self-employment for gig workers, many
overlook the benefits of organizational employment.
Because the participants unconsciously drew attention
to the lack of organizational orientation and support
while explaining their gig work experiences. Some of
the interviewees (G3, G11, G7, G9, G11) stated that
not having someone to tell them what to do led to an
increase in their stress levels. For example (G3) stated
that “.... Sometimes | get confused about where to start. |
want to get an opinion from someone about things. And
(G11) stated that “... if | get the start wrong, | waste a lot of
time. | feel the need to ask someone. Most of the time, | call
my friends on the phone and get their opinions” Another
interviewee explained her views on this issue as follows:

G7: “Working at home has both good and bad sides.
There are people in an office where | can exchange
information and have a coffee after leaving the office.
Working at home alone overwhelms me. There is no one
you can get an opinion on. Or there is no one you can
chat with between work. Sometimes | work in pajamas
all day. | stay home for days.”

Physical distance between gig workers creates
relational difficulties for workers as they often lack
career counselors or role models and therefore miss
opportunities for practical skills development (Grugulis
and Stoyanova, 2011). And also; Because of its autonomy,
temporality, and financial instability, workers in the
gig economy can feel the feeling of loneliness more
intensely by experiencing a deep sense of isolation.
These conditions disrupt the formation and continuity of
personal and family relationships (Rowlands and Handy,
2012). At the same time, these workers risk losing their
sense of professional identity. Such employees may
question their identities as they enter and leave different
roles at home and work in isolation at home with
homewear. This can lead to problems while managing
their relationships.

G11:"Sometimes | work without taking off my pajamas.
I make my conversations on the phone. It is not easy to be
a life coach in pajamas. “

G8: “Sometimes | feel so lazy at home. Sometimes it
feels like it's not very positive that his bed and job are in
the same place. | can choose to postpone my work and
sleep.
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G5:“ldon’thaveacolleague. Out-of-homerelationships
are also important. Employees in the office can establish
different bonds with each other. After work, they sit
down, have coffee and can discuss different topics.”

On the other hand, the gig economy also makes it
possible to establish strong connections and become
known in the market and create an effective portfolio. It
is extremely important for all independent workers in the
gig economy to expand their personal social network and
build strong connections. Because in order to find a job in
the gig economy, the gig worker himself has to manage
the relations with the customers. Therefore, since strong
relationships and connections established in the gig
economy are important, gig workers have to make extra
effort to stabilize their relationships by establishing direct
relationships with customers. This is not only limited to
the relationship between customers and the gig worker,
but also includes relationships between various platforms,
institutions, other gig workers. The frequency, quality and
stability of relationships that gig workers establish with
customers also affect their recognition in the market. In
order to find new jobs, it is necessary to be in constant
contact with prestigious and reputable customers /
institutions and to ensure customer satisfaction. It is
deemed necessary for the customer to be satisfied
as it depends on his orientation. In the gig economy,
individuals are on the scene and have to get ahead of
other gig workers and gain prestigious customers in order
to develop a positive brand image of themselves. Gig
worker motivates himself to become an entrepreneur.
Acting like a micro cosmic business; It should develop a
strategy, market itself, develop “products’, position itself as
a brand, and understand the market for itself. Individuals
develop self-discipline to support their personal strategies
(Knights and Morgan, 1991).

Almost all of the interviewees emphasized that the
people they work with are references for their future
work.

G10: “The people | do business with are a reference for
my future work. Their comments about me will make
me permanent in this market. | do business with the
awareness of this. “

G5: “Every client | work with has sent someone else to
me. Work comes to you for your effort anyway.. “

In addition, it is seen that the interviewees also make
special efforts to ensure the stability of business relations
in the sector.

G10: “.. Managing relationships also takes a lot of
effort”

G7: “Sometimes the effort | put to satisfying customers
outweighs the effort | put into the business. The stronger
and more stable relationships you build in this market,
the more money you will earn. It does not mean that | sit
at home, just do business. You have to make your social
networks strong”.

In the gig economy, the constant change of jobs, and
therefore customers, adds dynamism to the relational
processes of gig workers, while they are aware of being
observed by others because they are in front of the stage.
That's why gig workers often feel pressured to create
their own brands.

Gig workers need to quickly and effectively manage
relationships  with customers, ensure continuity
of relationships, and make an effort to build new
relationships. Most of the interviewees emphasized the
necessity of networking both through online platforms
and by participating in various activities taking place
in offline environments. He also stated that they follow
the developments in the sector in order to continuously
add new people to their networks and maintain their
existing relationships, and that they are in contact with
the authorities working in their fields.

Push Motivation Factors

Push factors in entrepreneurial motivation are
seen as “necessity” factors. It is negative motivations
that push a person to work for their own account.
Unemployment is the key factor driving individuals to
prepare an entrepreneurial career (Cobb-Clark, 2015).
Self-employment has become an economic policy
that increases employment, which is supported by
governments, especially as women, elderly and young
people are more involved in the labor market (Startiené,
Remeikiené and Dumciuvienég, 2010). Hessels et al. (2008)
defined this type of entrepreneurship as “compulsory
entrepreneurship”’, while Thurik et al. (2008) uses the term
“refugee entrepreneurship”.

Unemployment

While only three of the interviewees (G4, G11, G12)
consider unemployment as one of their reasons to
enter the gig economy, it is seen that the majority
voluntarily enter the gig economy. Interviewees stated
that it is more motivating to take care of themselves
rather than working in jobs that are not suitable for their
qualifications in the market. And also, many of them
prefer to work as a freelancer to work in a job they do
not want. Some interviewees (G3, G5, G7, G8) stated
that they were confident in their qualifications and they
could find a permanent job if they wanted, but they
didn't want to waste their energy doing jobs they didn't
like. So freelancing work in society is seen as equivalent
to unemployment by some segments. However, the
interviewees do not agree with this view (G2, G6, G9). For
example, (G9) stated that “when they ask what | do, I say
I'm working freelance. So they say | am unemployed. | say
no, | have my own business. | do not accept the definition of
unemployed”.

The lack of employment opportunities and career
prospectsis one of the mostimportant factors fora person
to turn to self-employment. At the point where a person
becomes unemployed, the options are to find another
job or work for his own account. On the other hand,

514



Motivation of Freelance Employees in the Gig Economy in Turkey

when the worker feels unhappy with the current job,
company, position or job role, they tend to control their
lives on their own (Cromie and Hayes 1991). Although
the interviewees refer to the issue of unemployment at
certain points, they argue that freelance work is a new
way of working. They are willing to work full time if they
find a satisfactory job; but they reject job opportunities
that offer them a work environment that is below their
potential.

CONCLUSION AND EVALUATION

Thisarticlehasfocused onfreelancerinthegigeconomy,
and purpose has been to obtain an understanding of
motivationalfactors of gig workers. Survey was conducted
with 117 freelancers and they were asked what are the
reasons that push/pull freelance work. When we look at
the demographic characteristics of the sample group, we
see thatwomen (53.8) are predominantly in the 18-35 age
range (82%). 43.6% of the participants have a bachelor’s
degree, 40% have an associate degree, 76.9% are single
and 84.6% define themselves as freelancers. Therefore,
the participants constitute a young and educated
sample group that adopts the freelance working culture.
79.5% of the respondents stated that they were happy
at working freelance. This result is consistent with the
question of whether working in the gig economy is a
choice or a necessity. It was determined that 74.4% of the
participants voluntarily preferred to work gig. Freedom
(56.4%), flexible working program (51.3%), desire to
learn and develop continuously (56.4%), motivation to
be successful (38.2) factors have a significant share in the
motivation to enter the gig economy.

In the qualitative phase of the research, although
there are apparently differences in motivation among
individual participants, motivational factors such as
“desire to succeed, desire to be one's own boss and
avoidance of control were mentioned by most of the
participants.

Freedom and flexibility motivation factors correspond
to the gig economy employees to choose their job and
manage their working time individually. Gig workers
do not have a supervisor that gives instructions on how
to do the job. Therefore, the self-motivation tendency
of the gig worker coincides with the entrepreneurial
motivation, since no one else will be responsible for
the actions of a self-employed person. According to
the results obtained from the interviews, although gig
workers emphasize their independence in many issues,
it has been observed that there are some factors that
limit the independence of gig workers. In particular, the
evaluations made by customers on digital platforms for
gig workers and the online control mechanisms that
make workers dependent on the screen for online work
are factors that prevent their independence from being
completely under control. However, the fact that the
gig worker is in a decisive position on work preferences
proves the existence of a sense of independence. It is
difficult to deny the importance of this for gig workers.

Because independence in choosing projects highly
affects the perception that they work independently.

The motivation for success and development meet the
need to learn new things, constantly improve skills and
take on challenges. Lifelong learning is necessary not
only in entrepreneurial activities, but also in all activities
in the rapidly changing world. The ability to plan and
organize is one of the key elements for workers to be
successful in the gig economy.

The motivation to network and build relationships is
an important part of being a gig worker and is often a
mandatory need. All of the participants drew attention
to the importance of establishing stable relationships
in doing business in the gig economy. Because the
quality of the work done by the gig worker and customer
satisfaction affect the quality and continuity of the
next jobs. In addition, it is observed that gig workers
are isolated and lonely due to the fact that gig work is
performed alone on the computer. Therefore, gig workers
need to make a special effort outside of work to establish
connections and establish solid relationships. However, it
is difficult to determine if gig workers are motivated on
their own. Different variables are involved in the process.

The financial situation has been found to be a
requirement for work, not motivation per se. Motivation
factors stemmed from natural motivations such as the
high need for success and the desire for independence.

The interviewees only mentioned the unemployment
situation as the “push factor”. Unemployment is one of
the major factors driving workers into the gig economy.
Participants indicate that there are alternative job
opportunities; however, he stated that he did not satisfy
them. Therefore, they pointed out that freelance work is
more motivating than working in such jobs.

The gig economy has grown and insecure work has
indeed become the new normal. This represents a major
power shift in favor of employers in terms of reducing
labor costs through flexibility. The arguments that
are part of a precariat defined by precarious work are
substantial. Since this study deals with freelance work
by making use of the entrepreneurship literature, the
dimension of insecurity is not given much space.

LIMITATIONS OF RESEARCH

Due to the characteristics of the gig economy and
freelance work, the research has some limitations.
Freelancing is a form of self-employment that inherently
contains the characteristics of freedom and insecurity.
Studies that deal with the subject of freelance work in
terms of employment relations generally emphasize that
freelance workers are exposed to negative conditions
while those that deal with entrepreneurship approach
see them as entrepreneurs. In this study, while we analyze
the motivation factors of freelancers, the entrepreneurial
motivation literature was used. Since the sample of
this research consists of well-educated and qualified
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freelancers, we can say that individuals see freelancing
as an opportunity rather than a necessity and participate
in the gig economy voluntarily. Most of the interviewees
generally emphasize the attractive aspects of freelancing,
such as being independent. Entrepreneurship is
becoming attractive among freelancers worldwide.
Therefore, when the motivation factors of freelancers
are analyzed based on the entrepreneurship motivation
theory, it can be said that the sample group serves the
purpose of the research correctly. The findings seems
to be consistent with the entrepreneurial motivation
literature. Research on the gig economy is rather limited.
Therefore, a starting point is needed as research on
the motivational factors of freelancers is also limited.
While the entrepreneur and the self-employed enter
the field of self-employment with many similarities,
the entrepreneurial motivation literature has been
recognized as a suitable start for research in the field of
motivation in the gig economy. But the gig economy is
growing and insecurity is becoming the new normal.
This represents a major power shift in favor of employers
in terms of reducing labor costs through flexibility.
The arguments that are part of a precariat defined by
precarious work are substantial. However, since this study
prioritizes the entrepreneurial aspect of freelance work, it
does not include the insecurity dimension.

Another limiting factor is sample size. It is quite difficult
to reach such employees as they are not registered
anywhere and are self-employed. A much larger sample
could have further strengthened the findings, but this
was not possible due to time constraints. In-depth
research from different perspectives is needed to develop
in this field. | hope this research inspires further research.
| believe this article is only the first but important step
towards a new research trajectory focused on the
entrepreneurial motivations of freelancers.
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