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Abstract   
This paper examines algorithmic management within digital labor platforms 
and the gig economy, focusing on how automated allocation, evaluation, and 
enforcement shape worker autonomy and wellbeing. The synthesis clarifies 
dehumanization as a process in which workers are treated as data points, rated 
objects, and replaceable inputs rather than deliberating agents. Algorithmic 
control operates through opaque scoring, dynamic pricing, surveillance by 
apps, and incentive structures that steer behavior while limiting meaningful 
voice. These mechanisms can narrow discretion, intensify time pressure, and 
shift operational risks to workers through variable demand and unilateral rule 
changes. The paper discusses how information asymmetry, restricted 
contestability of decisions, and constant performance visibility foster stress, 
self monitoring, and reputational insecurity. It also outlines conditions that 
may temper harmful outcomes, including transparent criteria, accessible 
appeal channels, collective representation, and human oversight tied to 
procedural fairness. The paper concludes that platform governance should be 
assessed as a labor regulation regime, where technological design choices 
materially shape dignity, autonomy, and social protection for contingent 
workers. It recommends framing autonomy as negotiated discretion and 
wellbeing as sustained capacity, linking them to accountability, explainability, 
and enforceable rights at work. 
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Introduction 
Digital platform-based labor has become increasingly prominent as a form 
of work organization that connects supply and demand through software 
applications. Within this structure, coordination no longer relies on face -
to-face supervision, but rather on an automated system that regulates task 
assignment, scheduling, and evaluation. Workers receive tasks via push 
notifications, follow system-determined routes or instructions, and are 
evaluated through customer ratings and internal performance metrics. 
This architecture converts the work experience into a rapid sequence of 
decisions guided by performance indicators. Within this transformed 
employment landscape, Putra et al. (2022) emphasize that the employee 
experience within the digital workplace demands a profound redefinition 
from a human resource management perspective to ensure that the core 
essence of humanity is preserved. Across various sectors, this pattern 
fosters the perception that platform labor is inherently flexible; however, 
flexibility frequently translates into a state of continuous readiness to 
respond to fluctuating demand. Workers must constantly calculate when 
to log into the system, which orders to accept, and how to maintain their 
scores to secure uninterrupted access to labor opportunities. 
Consequently, employment relationships on platforms entail a deep 
dependency on rules embedded directly within the software (Lamers et al., 
2022). These rules rarely manifest as human commands, yet they exert 
control through immediate consequences such as reduced access to tasks, 
tariff adjustments, or account suspensions. 

Algorithmic management shifts managerial functions directly into the 
design of information systems. Task distribution is dictated by automated 
rankings, proximity coordinates, and performance histories. Price setting 
dynamically shifts according to customer demand, service provider density, 
and corporate promotional policies. Performance appraisal is systematically 
aggregated from indicators such as response speed, order acceptance rates, 
cancellation frequencies, and customer reviews. As these indicators become 
the core of labor management, workers learn to interpret the algorithm as 
an authoritative entity. This authority differs from a human supervisor 
because it provides no explicit rationale that can be directly contested and 
frequently lacks adequate channels for dialogue. This asymmetric structure 
radically constructs what Rohmawati and Mardikaningsih (2023) identify as 
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architectures of instability a techno-social engineering that generates a digital 
precariat under tight algorithmic control. Workers experience platform 
decisions as the output of an invisible calculation that nonetheless imposes 
real, binding constraints on their livelihood. At this juncture, labor 
manifests as an interaction between the worker and an organizing machine 
rather than between a worker and a negotiable organization. Under these 
conditions, employees develop work habits oriented entirely toward metric 
fulfillment, even when such habits conflict with personal preferences or 
physical recovery needs. 

The gig economy is conceptualized as a task-based labor ecosystem 
where work is claimed modularly, and the legal status of the relationship 
is routinely framed as a partnership or an independent service contract. 
Within this ecosystem, workers enter the labor market by registering on an 
application and satisfying basic verification requirements (Todolí-Signes, 
2021). Thereafter, access to work is dictated by quantified performance 
and adherence to platform terms. This layout makes employment 
opportunities appear open and accessible, yet it simultaneously subjects 
workers to a continuous mechanism of automated selection. However, this 
apparent openness of opportunity does not automatically erase disparities; 
Sinambela et al. (2022) caution that digital inequality continues to 
generate unequal opportunities for young entrepreneurs attempting to 
navigate online economies. Workers compete not only on price, but also 
on ratings, acceptance scores, and response latencies. Because this 
competition unfolds through mechanisms that lack transparency, workers 
frequently interpret income fluctuations as the arbitrary result of system 
policy updates. This pervasive uncertainty drives workers to extend their 
working hours, accept marginally profitable tasks, or compromise their 
physical safety to meet algorithmic targets. When work decisions are tightly 
guided by metrics, the quality of the labor experience is dictated by access 
to rule information and the ability to maintain account viability. This 
relationship challenges formal notions of autonomy, as the theoretical 
freedom to choose one's working hours is severely constrained by systemic 
incentive structures and the constant threat of deactivation. 

Discussions regarding the dehumanization of labor within digital 
platforms focus on the socio-technical process where workers are treated 
primarily as objects of measurement and control. In this process, a 
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worker’s identity is narrowed down to numerical ratings, acceptance 
percentages, and productivity indices, while fundamental human needs 
such as rest, physical safety, and basic dignity are excluded from automated 
system decisions. Dehumanization also manifests when worker grievances 
are treated as standard service tickets resolved via automated templates 
rather than through communication that acknowledges the human 
experience of labor. When critical decisions such as account suspension or 
tariff restructuring occur without comprehensible explanation, workers are 
denied recognition as subjects entitled to a rationale. The arrangement of 
these remote and faceless work relations reflects a massive shift in 
management; Mardikaningsih and Darmawan (2022) highlight that the 
implementation of digital human resource practices within remote work 
systems requires strict ethical boundaries so that control does not erode 
the human dimension of the workforce. This lack of institutional 
recognition breeds powerlessness against the system. In terms of well-being, 
this dynamic induces chronic stress, physical exhaustion, and hyper -
vigilance, as workers feel compelled to maintain flawless performance 
metrics to avoid losing their livelihood. Thus, dehumanization is not 
merely a moral label; it describes a concrete management apparatus that 
degrades the quality of labor relations and excludes human reasoning from 
critical organizational decisions. 

Labor autonomy within digital platforms remains highly contested 
due to the divergence between formal autonomy and substantive autonomy. 
Formal autonomy is visible in the liberty to log onto an application and 
accept or reject individual tasks. Substantive autonomy, however, requires a 
genuine capacity to refuse tasks without facing disproportionate penalties, a 
transparent understanding of binding rules, and the power to influence 
decisions that impact one's livelihood. When systems deploy heavy financial 
incentives during peak hours or restrict future task access for workers who 
frequently exercise their right to refuse, formal freedom of choice converts 
into an illusion of autonomy. True autonomy is also tied to the ability to 
regulate work rhythms and physical recovery. If income generation depends 
on chasing shifting algorithmic targets, workers routinely extend their 
operating hours past healthy biological limits. Decent work and well-being 
encompass physical safety, predictable income streams, protection from 
arbitrary account termination, and fair procedural avenues during disputes. 
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To navigate this automation and system rigidity, the psychological 
readiness of workers becomes absolutely essential; in this regard, digital 
leadership according to Mardikaningsih and Darmawan (2023) plays a 
central role in building employee readiness and adaptability to face 
workplace automation. Consequently, examining algorithmic 
management and labor dehumanization is critical to explaining how 
technical design and platform governance dictate the daily lived experience 
and overall quality of life of the workforce. 

The primary problem emerging in contemporary scholarship is the 
conceptual ambiguity surrounding the relationship between algorithmic 
management and labor dehumanization, particularly at the mechanistic 
level. Many analyses treat algorithms as a direct, unmediated cause of 
eroded labor dignity, but this relationship must be carefully unbundled to 
avoid overgeneralized conclusions. Algorithmic management comprises 
automated task assignment, continuous evaluation, and systemic rule 
enforcement, whereas dehumanization involves the lived experience of 
being reduced to an object and the loss of institutional recognition for 
human needs. The nexus between the two operates through specific 
pathways: decision-making opacity, the restriction of dialogue channels, 
and the narrowing of labor value into restrictive performance metrics. The 
social feedback mechanisms within this ecosystem can be understood 
through a sociological lens; Darmawan and Gani (2024) outline that the 
reciprocal relationship between psychological well-being and the quality of 
social interaction is a tangible manifestation of Social Exchange Theory, 
which remains highly applicable within digital interactions. If these 
pathways are not explicitly detailed, dehumanization risks being dismissed 
as a purely subjective sentiment rather than understood as a direct 
consequence of socio-technical design. Clarifying this relationship is 
increasingly urgent as platforms continuously employ narratives of 
"partnership" and "flexibility" to obscure subtle control mechanisms 
executed via behavioral incentives and access sanctions. Thus, a robust 
conceptual framework is required to position dehumanization as a socio-
technical process operating through structural rules, metrics, and 
automated procedures rather than personal intent. 

Another prominent problem involves formulating an analytical 
approach to assess worker autonomy and well-being under algorithmic 
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management without falling into simplistic dichotomies of absolute 
freedom versus total oppression. Autonomy in platform labor may offer 
temporal flexibility, yet this flexibility is tightly bundled with extreme 
income volatility and precarious access security. Well-being must be 
understood as a multidimensional state encompassing physical health, 
mental stability, employment security, and procedural justice. When 
performance appraisals depend heavily on volatile customer ratings that 
are influenced by factors beyond the worker's control, the individual 
operates under a state of continuous psychological duress. This 
professional tension frequently spills over into the worker's domestic 
sphere; Hariani and Mardikaningsih (2023) demonstrate that work-life 
balance and a worker's general well-being are highly achievable through 
solid family support acting as an emotional anchor system. When 
operating rules alter overnight through system updates without prior 
consultation, workers lose structural control over their daily labor 
strategies. This reveals a fundamental conceptual problem regarding the 
institutional position of platforms: whether they operate merely as neutral 
market intermediaries or execute managerial functions analogous to 
traditional employers. If this position remains unclarified, assigning 
normative responsibility to platforms for worker well-being becomes legally 
and conceptually difficult. This dilemma extends directly to procedural 
grievance mechanisms; without accessible avenues for appeal, workers are 
left without resources to rectify erroneous automated decisions. For these 
reasons, this study structures the concepts of autonomy and well-being in 
direct relation to management design and platform governance. 

This study is vital for establishing a systematic conceptual mapping of 
how algorithmic management structures the work experience within digital 
platforms and the gig economy. This mapping is essential because public 
and academic debates frequently focus on technological innovation, 
consumer convenience, or market efficiency, while the implications for 
labor dignity, autonomy, and well-being are treated as peripheral concerns. 
Within a broader normative dimension, this understanding is equivalent to 
the critical importance of legal protection for economic subjects; Kurniawan 
et al. (2024) demonstrate that the legal awareness of business actors 
regarding intellectual property within business governance reflects a 
fundamental need for predictability and protection in modern economic 
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ecosystems. Within the scientific literature, a disciplined framework is 
required to separate the distinct tiers of algorithmic control such as the 
assignment tier, the evaluation tier, and the enforcement tier and to connect 
them directly to indicators of dehumanization, including worker 
metricization and the silencing of worker voice. The psychosocial 
complexities of these transactional relations are explored cross-culturally by 
Oluwatosin and Darmawan (2024), who reconstruct social exchange theory 
to explain how daily interactions and mental well-being mutually condition 
one another across diverse socio-cultural settings. This necessity is further 
compounded by the reality that platform architectures routinely generate 
life-altering decisions through complex systems that remain completely 
opaque to the workforce, obscuring the link between a worker’s daily actions 
and their systemic consequences. By organizing this conceptual framework, 
this study enables observers to evaluate platform governance as a distinct 
labor regulation regime operating through technological design. This 
normative analysis serves as a theoretical foundation for academic discourse 
on procedural justice, corporate accountability, and labor protection within 
contemporary digital employment structures. 

The research question driving this study is formulated as follows: 
How do the mechanisms of algorithmic management within digital platforms and 
the gig economy drive labor dehumanization and shape worker autonomy and well -
being? This question focuses directly on the conceptual linkages that chart 
the pathways from automated task allocation, metric-driven evaluation, 
and system-enforced compliance to a labor experience that diminishes 
human dignity and holistic needs. This conceptual exploration is crucial 
not only for the current workforce, but also for anticipating future 
developments; Gani and Darmawan (2023) emphasize the critical 
importance of human resource readiness for Generation Alpha, who will 
eventually enter these completely automated digital workplaces. This 
inquiry also examines how formal autonomy is systematically converted 
into substantive subordination through behavioral incentives, dynamic 
rankings, and access restrictions. Additionally, this question requires 
restructuring the concept of well-being to integrate physical health, 
economic security, and procedural fairness, ensuring the debate extends 
beyond mere wage calculations. By focusing directly on mechanisms and 
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conceptual relations, this question maintains a strictly normative focus, 
eliminating the need for empirical field measurements. 

The objective of this study is to construct a comprehensive 
conceptual framework detailing the relationships between algorithmic 
management, labor dehumanization, worker autonomy, and well-being 
within digital platforms and the gig economy. Specifically, this study aims 
to identify the underlying control mechanisms embedded in automated 
task allocation, continuous metrics-based appraisal, and systemic rule 
enforcement triggered by account access restrictions. Furthermore, this 
study intends to clarify the specific structural expressions of 
dehumanization, positioning it as a socio-technical process that reduces 
human workers to statistical indicators and systematically strips away 
channels for meaningful dialogue. Finally, the study structures the 
definition of autonomy as a substantive capacity to act without facing 
disproportionate operational penalties, while framing well-being as a 
secure, dignified, and sustainable capacity for working life. Ultimately, this 
framework is designed to provide a robust theoretical foundation for 
future academic and policy debates surrounding platform governance and 
contemporary labor protections. 

  
Method 
This study utilizes a qualitative literature review methodology to construct a 
systematic conceptual synthesis of algorithmic management and labor 
dehumanization within digital platforms and the gig economy. The stages of 
sourcing and selecting literature are structured to align with rigorous 
methodological standards, ensuring precision in question formulation, 
inclusion criteria development, and consistent thematic grouping, as 
emphasized by Patten (2016) and Gupta and Gupta (2022). To interpret the 
technological architecture of these environments, Pickard (2013) is used to 
guide research operations within information and data systems, specifically 
when analyzing digital platforms as data-driven management apparatuses 
that autonomously generate labor outcomes and operational consequences. 
Furthermore, Greenfield and Greener (2016) guide the design of the 
thematic synthesis to preserve strict argumentative coherence, preventing 
the final discussion from dissolving into a fragmented list of isolated 
summaries. Additionally, Privitera and Ahlgrim-Delzell (2018) support 
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scientific writing discipline, particularly in establishing robust categories and 
maintaining stable operational definitions. The selection focus is directed 
toward scholarly works that directly evaluate algorithmic governance, digital 
labor control, objectification, professional autonomy, multidimensional 
well-being, and procedural justice. 

The processing of selected texts is executed through iterative close 
readings, open and axial thematic coding, and the systematic mapping of 
inter-thematic relationships into explicit mechanistic pathways. Richey 
and Klein (2014) serve as a foundational reference to evaluate design and 
development research, providing a framework to understand how 
deliberate choices in software and system design generate specific 
behavioral patterns and occupational experiences. To maintain a fluid and 
academically engaging narrative, citation styles are balanced throughout 
the text, utilizing both parenthetical formats (Pickard, 2013) and narrative 
formats such as Richey and Klein (2014). Conceptual validity is strictly 
maintained through definitional consistency, the precise separation of 
normative conceptual claims from those requiring empirical validation, 
and a clear boundary statement indicating that this study does not employ 
field interviews or direct organizational observations. The synthesized 
findings are structured into coherent themes that clarify the explicit 
mechanics of algorithmic control, the manifestations of dehumanization, 
and the cascading consequences for worker autonomy and well-being, 
while mapping out the institutional and procedural governance conditions 
that alter the intensity of these labor experiences. 

 
Result and Discussion 
Algorithmic management can be conceptualized as a form of labor 
governance that positions computational processing as the core 
architecture of coordination, surveillance, and rule enforcement. Within 
digital platforms, the algorithm is not merely a supplementary tool; it 
serves as an embedded decision-making framework that determines task 
allocation, priority ordering, and structural consequences for the 
workforce. This management apparatus operates by aggregating 
comprehensive data from continuous labor activities, customer 
interactions, GPS coordinates, response latencies, and task acceptance 
ratios. These data points are processed into behavioral scores or 
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operational statuses that subsequently dictate an individual's ongoing 
access to work opportunities. Within a normative framework, this model 
transforms the traditional employment relationship into a relationship 
governed strictly by access, where workers remain structurally dependent 
on software architecture to secure their livelihood. This dependency 
compels workers to treat the automated system as an absolute authority 
that must be deciphered and satisfied. This authority diverges sharply from 
traditional human supervisors because it manifests as embedded, non-
negotiable code, frequently operating without clear transparency and 
lacking a reciprocal space for dialogue. In the context of technological 
adaptation within the workplace, disparities in understanding these 
complex systems are not confined to younger workers but also widen 
broader intergenerational divides; Darmawan (2024) outlines that the 
digital readiness of the Baby Boomer generation faces significant hurdles 
related to intergenerational gaps, demanding structured organizational 
adaptation strategies to bridge the divide. Under these conditions, labor is 
reduced to a gamified metric matrix that demands absolute technical 
compliance. Dehumanization emerges precisely at this junction, as workers 
are evaluated primarily through aggregated scores and productivity 
indicators, while human complexities remain systematically invisible 
within the system’s operational logic. 

This dehumanization of labor within digital platforms can be 
explained through the concept of reducing human subjects into mere 
objects of measurement. The system treats the worker as a continuous 
production unit whose labor quality is continuously aggregated and 
summarized through numerical indices. When metrics become the 
primary language of management, diverse lived experiences, contextual 
explanations, and unpredictable workplace conditions are systematically 
excluded from automated appraisals. Consequently, workers are placed in 
situations where traffic congestion, severe weather events, or sudden 
health crises directly impair performance data, yet the automated interface 
reads these systemic delays simply as individual operational failures. 
Within a normative framework, dehumanization occurs when 
organizational decision-making actively dismisses the human capacity to 
provide contextual reasons, and when the institutional design fails to offer 
procedures that respect qualitative explanations (Valtonen & Mäkinen, 
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2022). This dynamic directly threatens organizational recognition 
specifically, whether a worker is acknowledged as a subject worthy of being 
heard. When this space for expression is withheld, workers become deeply 
alienated from the processes governing their livelihood. This systemic 
alienation inflicts a severe toll on the psychological state of the workforce; 
Gardi and Darmawan (2024) identify that uncertainty, isolation, and the 
erosion of traditional safety nets represent profound structural impacts of 
the gig economy that directly damage worker mental health. 
Dehumanization is further accelerated by automated communication 
protocols that minimize face-to-face interaction and compress complex 
grievances into standardized service tickets. When human complaints are 
met with pre-programmed, automated templates, workers internalize that 
their specific experiences are irrelevant to the organization. This process 
drives workers to link their professional self-worth directly to fluctuating 
digital scores, rendering their occupational identity narrow and precarious.  

The automated task assignment mechanism serves as the primary 
structural node shaping the everyday experience of autonomy. On the 
surface, platform architectures present a veneer of freedom, allowing 
workers to formally accept or decline individual tasks; however, this choice 
is tightly bound to hidden, systemic consequences (Toyoda et al., 2020). 
These consequences routinely manifest as downgraded assignment 
priorities, diminished incentive qualifications, or negative adjustments to 
account statuses. Within a normative framework, genuine autonomy cannot 
be reduced to the formal, legal capacity to choose; it requires the substantive 
ability to make choices without facing disproportionate structural sanctions. 
If refusing a task triggers automated penalties that significantly contract 
future income opportunities, the theoretical freedom to choose converts 
into systemic coercion wrapped in the narrative of flexibility (Saunders, 
2018). Furthermore, task distribution is actively steered by algorithmic 
rankings, ensuring that high-scoring workers receive premium 
opportunities, while low-scoring individuals are pressured to accept 
marginal, low-yield tasks simply to rehabilitate their digital metrics. This 
structural pressure fosters automated self-discipline, forcing workers to alter 
their physical behavior to appease the metrics. Automated self -discipline 
operates as a highly effective mechanism of control because it shifts the 
burden of surveillance onto the workers themselves. To survive and function 
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under the weight of this constant control, a worker's internal capacity 
becomes their primary anchor; Hariani and Putra (2024) emphasize that 
psychological capital functions as a crucial strategic asset to improve job 
performance while maintaining individual resilience amidst demanding 
work pressures. In daily practice, workers find themselves methodically 
planning their shifts around algorithmic surge pricing, chasing arbitrary 
targets, and avoiding independent choices that might lower their status. This 
constant self-regulation erodes the foundation of substantive autonomy. 

Metric-based evaluation frameworks and dynamic customer ratings 
solidify this socio-technical control by leveraging reputation mechanisms 
(Fang & Huang, 2020). Digital reputation functions as the core currency 
regulating ongoing access to labor, rendering workers highly sensitive to 
external appraisals. Within a normative framework, these algorithmic 
reputation systems engineer a structural dependency on third-party 
evaluations that routinely disregard actual workplace complexities. Ratings 
are frequently skewed by variables completely detached from labor quality, 
including customer biases, personal preferences, or consumer 
dissatisfaction with broader platform policies. When these ratings directly 
dictate employment viability, workers are compelled to perform intense 
emotional labor maintaining forced politeness, suppressing grievances, 
and tolerating customer mistreatment even when their basic rights are 
compromised. This continuous emotional labor adds a severe layer of 
psychological stress. The restricted operational mobility and institutional 
pressures experienced by these independent contractors mirror the 
adoption barriers seen in other changing sectors; Mardikaningsih and 
Darmawan (2023) demonstrate that institutional conditions and practical 
constraints frequently restrict the flexibility of small business actors during 
circular economy transitions, a pattern of economic restriction highly 
analogous to the rigidity of platform metrics. Additionally, internal 
tracking metrics, such as response speed and cancellation thresholds, 
incentivize rapid, high-velocity behavior that can severely compromise 
physical safety. Workers experience persistent pressure to respond to 
digital notifications instantly to avoid being flagged by the system as 
inactive. This pattern induces a state of chronic hyper-vigilance. Such 
persistent alertness degrades the quality of physical rest, as the worker's 
mind remains perpetually tethered to the application's interface. From a 
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well-being perspective, the digital reputation apparatus introduces a stable 
form of social uncertainty a pervasive anxiety regarding sudden score drops 
that can instantly cripple a household's financial stability. 

Rule enforcement executed through automated account restrictions 
serves as the most definitive sanction within platform governance. These 
structural restrictions range from minor automated warnings and 
temporary account suspensions to permanent deactivation. Within a 
normative framework, these sanctions are functionally equivalent to 
immediate termination because they instantly sever the worker's primary 
revenue stream. However, these enforcement procedures are frequently 
executed via automated systems or opaque algorithmic decisions, leaving 
workers unable to comprehend the underlying rationale or deduce how to 
rectify the error. When procedural grievance channels are ambiguous, 
workers are subjected to a form of legal and social uncertainty, 
characterized by a complete lack of clarity on how an automated decision 
can be formally contested. This dynamic intensifies labor dehumanization; 
the system processes the individual merely as an alphanumeric account 
that can be deactivated at will, rather than a human actor entitled to a 
clear, logical reason. Furthermore, rule enforcement relies heavily on 
automated anomaly detection algorithms that are highly prone to 
misinterpreting human behavior. When these algorithmic errors occur, 
the burden of proof is systematically shifted onto the worker, who lacks 
access to the platform's proprietary data and system logs. This profound 
information asymmetry leaves the worker with virtually no bargaining 
power. The intense weight of these sanctions combined with the lack of 
procedural defense channels accelerates extreme occupational exhaustion; 
Putra and Darmawan (2024) find that supervisory support and self -efficacy 
play a vital role in work effectiveness, where work burnout acts as a key 
moderating variable that can rapidly erode performance if not properly 
mitigated. From a well-being standpoint, the omnipresent threat of 
arbitrary account deactivation compels hyper-compliance, which 
significantly increases stress as employees operate under the psychological 
strain of perpetual surveillance (Kim et al., 2023). 

Algorithmic opacity stands as the central theme explaining the 
structural relationship between algorithmic management and labor 
dehumanization. Opacity implies that workers are systematically denied 
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sufficient information regarding task allocation criteria, metric weightings, 
and the underlying rationale behind decisions that dictate ongoing access 
to labor (Weber et al., 2023). Within a normative framework, this lack of 
transparency creates a profound knowledge asymmetry between the 
platform operator and the worker. This imbalance prevents workers from 
making rational economic decisions because the true rules of the market 
remain hidden. To cope with this ambiguity, workers develop speculative 
knowledge drawn from community conversations and individual trial-and-
error experimentation. This speculative knowledge generates cognitive 
uncertainty that severely erodes worker well-being, leaving individuals 
trapped in a cycle of perpetual guessing. When forced to guess, workers 
naturally default to hyper-conservative actions that maximize metric safety, 
even when those choices restrict their substantive autonomy. Furthermore, 
systemic opacity cripples institutional accountability, which fundamentally 
requires the ability to trace exactly who made a decision, on what grounds, 
and for what purpose. When organizational outcomes are perceived as the 
unexplainable output of a machine, workers feel there is no human agent 
to hold responsible. This structural void diminishes perceptions of 
organizational justice and erodes personal dignity. Thus, algorithmic 
opacity functions as the foundational mechanism linking technical design 
to the lived experience of dehumanization by dismantling the availability 
of clear, human explanations. 

The contestability of automated decisions constitutes an essential 
pillar of procedural justice within platform labor governance. 
Contestability demands the structural availability of accessible channels to 
formalize objections, submit evidence, and secure a genuinely human 
review process (Vaccaro et al., 2021). Within a normative framework, the 
right to contest is not merely a feature of customer service, but a vital 
protective barrier against systemic software errors and external 
exploitation. When contestability thresholds are low, workers are forced 
to accept algorithmic verdicts as an inescapable system destiny. This passive 
compliance accelerates dehumanization, as workers internalize that their 
voices hold no institutional value. Contestability is also deeply 
conditioned by operational response latency. If review processes are slow, 
workers suffer an immediate loss of income while their accounts remain 
frozen. This financial depletion intensifies psychological pressure and can 



Algorithmic Management in Digital Platforms and Work Dehumanization in the Gig Economy 
(Didit Darmawan) 

 

SISI - Vol. 4 No. 2, 183-216 197 

 

compel workers to capitulate to unfair verdicts simply to regain system 
access. Furthermore, effective contestability requires data accessibility, 
such as detailed infraction logs or specific transaction parameters under 
dispute. Without this technical information, workers are stripped of their 
capacity to mount a proper defense. Therefore, meaningful contestability 
is a mandatory prerequisite to prevent algorithmic management from 
degenerating into a unilateral, dignity-stripping relationship. When 
contestability channels are rigorously designed, workers perceive the 
system as procedurally just, which significantly strengthens their 
psychological well-being by mitigating systemic powerlessness. 

Behavioral incentives and dynamic tariff schemes enforce socio-
technical control through explicit economic pathways. The system actively 
manipulates worker behavior by fluctuating basic tariffs, offering 
performance bonuses for specific task milestones, or introducing surge 
pricing during peak hours and highly dense coordinates (Qin et al., 2022). 
Within a normative framework, incentives operate as a method for 
directing labor behavior without issuing overt, direct commands. Workers 
navigate the interface under the impression that they are making 
autonomous, voluntary choices, whereas their decisions are structurally 
engineered by raw income dependency and calculated incentive designs. If 
bonuses are structured such that an individual must operate during 
hazardous hours to secure a living wage, temporal flexibility is effectively 
hollowed out. Changing tariff schemes also destroy income predictability. 
Predictability is a core component of human well-being because it allows 
long-term lifecycle planning. When income predictability drops, workers 
routinely expand their operating hours to buffer against financial volatility. 
This forced extension of labor hours induces physical exhaustion and 
introduces severe long-term health risks. Additionally, dynamic incentive 
matrices can trigger hyper-competition among workers, as access to 
premium tasks becomes contingent upon an individual's relative position 
within algorithmic rankings. This structural competition fractures 
collective solidarity and drives workers to focus entirely on individualized 
survival. In such fragmented environments, mutual social support 
structures erode, leaving the workforce acutely vulnerable to occupational 
stress. Consequently, economic control through computational incentives 
functions as a definitive mechanism linking algorithmic management to 
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worker well-being by manipulating labor hours, restricting income 
predictability, and eroding basic financial security. 

Application-based surveillance, including real-time location tracking 
and continuous performance monitoring, constructs a labor environment 
oriented entirely toward constant visibility (Smith et al., 2023). Within a 
normative framework, constant visibility severely erodes workplace privacy 
and induces an acute awareness of being perpetually watched. This sense 
of continuous surveillance compels compliant behavior; however, this 
compliance is purchased at the cost of chronic psychological stress. 
Workers develop compulsive habits, such as repeatedly checking the 
application, monitoring their performance status, and actively avoiding 
any physical action that the system could interpret as an operational 
deviation. This pattern represents an extreme, pathological manifestation 
of self-monitoring. Hyper-self-monitoring severely limits mental recovery 
capacity because the worker's cognitive attention remains perpetually 
bound to software performance indicators. Furthermore, data-driven 
surveillance enables platforms to aggregate comparative worker analytics 
and implement productivity standards that escalate incrementally over 
time. These rising benchmarks drive labor intensification, forcing workers 
to execute more tasks within identical time frames or demand increasingly 
rapid response latencies. On-demand intensification significantly increases 
physical accident risks, particularly for fieldwork operators. In the realm of 
labor dehumanization, data-driven surveillance reinforces the reduction of 
human workers to digital footprints. These algorithmic traces are treated 
as inherently more valid than human explanations, stripping the worker's 
narrative of institutional weight and dismantling any organizational 
recognition of complex workplace realities. 

Substantive autonomy within platform labor can be conceptualized 
across three core dimensions: the discretion to choose tasks, the discretion 
to regulate work rhythms, and the discretion to influence institutional 
rules. The discretion to choose tasks is systemically undermined when 
refusing an assignment triggers automated access penalties. The discretion 
to regulate work rhythms is hollowed out when dynamic incentive matrices 
compel prolonged working hours and high-velocity response behaviors. 
The discretion to influence rules is entirely eliminated when platform 
policy updates occur unilaterally and lack formal consultation mechanisms 
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(Pulignano et al., 2023). Within a normative framework, these three 
dimensions are profoundly interdependent. If workers lack the structural 
power to influence rules, they cannot challenge or correct unfair 
performance metrics. If workers cannot regulate their own labor rhythms, 
holistic well-being declines due to disrupted physiological recovery. If 
workers cannot freely select tasks, operational safety risks multiply because 
individuals are forced to accept assignments under hazardous conditions. 
Substantive autonomy is also fundamentally linked to information access; 
a precise comprehension of operational rules and system mechanics 
dictates a worker’s capacity to make rational choices. When system designs 
remain structurally opaque, worker knowledge is artificially constrained, 
which directly diminishes real autonomy. Consequently, autonomy 
cannot be unbundled from the platform’s information governance regime. 
True autonomy is the direct output of the structural interaction between 
a worker's economic vulnerabilities and the platform's decision-making 
architecture, rather than a mere expression of individual preference. 

The well-being of workers within the gig economy is a 
multidimensional construct encompassing physical, mental, social, and 
procedural spheres. The physical dimension concerns cumulative bodily 
exhaustion, occupational accident risks, and the capacity to sustain 
biological health. The mental dimension encompasses chronic stress, 
metric-induced anxiety, and deep insecurity regarding ongoing account 
viability. The social dimension relates to the presence of community 
support networks, occupational solidarity, and the ability to forge informal 
mutual aid channels. The procedural dimension involves perceptions of 
systemic fairness, the accessibility of grievance mechanisms, and the 
explicit clarity of governing rules (Tara & Iqbal, 2023). Within a normative 
framework, algorithmic management structures simultaneously impact all 
four dimensions through distinct technical pathways. Task allocation 
algorithms and behavioral incentives manipulate working hours and 
escalate physical hazards. Performance metrics and customer rating systems 
induce chronic anxiety and erode psychological security. Algorithmic 
rankings and structural incentives foster hyper-competition, fracturing 
social relationships and eroding collective safety nets. Finally, technical 
opacity and low decision contestability degrade procedural justice. Holistic 
well-being rapidly decays when systemic pressure on one specific 
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dimension triggers a cascading collapse across the others. For instance, 
extending labor hours to chase incentives isolates workers from family 
systems, eroding their primary emotional support network and magnifying 
psychological stress. This stress drives chronic physical fatigue and lowers 
situational awareness, multiplying the risk of physical accidents on the job. 
Thus, well-being within platform-mediated labor must be understood as an 
inherently fragile state, continuously undermined when governance 
systems isolate productivity metrics from procedural justice. 

Labor dehumanization can be further explained through the 
systematic transformation of organizational language. When human 
workers are semiotically categorized as "partners," "accounts," or 
"independent service providers," the traditional employment relationship 
is structurally shifted from an organizational framework to a system-access 
framework. This linguistic pivot serves to obscure the platform's normative 
responsibility toward actual working conditions (Arnold, 2022). Within a 
normative framework, terminology heavily dictates the shared perception 
of institutional rights and obligations. If a worker is categorized merely as 
an app user, their workplace grievances are structurally repositioned as 
standard service tickets rather than valid labor relations disputes. When 
grievances are framed this way, the capacity for collective negotiation is 
severely weakened. Workers are forced to manage structural problems 
individually such as extending their shifts or avoiding hazardous 
geographical zones. This pattern of hyper-individualization accelerates 
social isolation, which directly degrades well-being by fracturing collective 
solidarity and mutual support systems. Dehumanization also manifests 
when platform communications prioritize absolute compliance with 
software guidelines while entirely disregarding real-world logistical 
dilemmas. If these guidelines fail to accommodate volatile fieldwork 
realities, workers internalize that the system's rules were engineered to 
protect the software architecture rather than support human actors. This 
dynamic deeply erodes personal dignity. Thus, institutional language and 
communication channels function as active mechanisms of 
dehumanization by dictating who is recognized as a legitimate stakeholder 
and how occupational crises are classified. 

Data asymmetry constitutes the primary source of power imbalance 
within algorithmic labor management structures. Platform operators 
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maintain absolute access to aggregated big data, consumer demand 
patterns, and real-time system configuration parameters, whereas workers 
are systematically restricted to highly compressed individual performance 
summaries (Lippert et al., 2023). Within a normative framework, this data 
asymmetry deprives workers of the capacity to evaluate whether automated 
decisions are reasonable or fair. For example, individual workers cannot 
verify whether their specific payouts accurately align with real-time 
algorithmic tariff calculations. Workers are also unable to assess whether 
task allocation patterns are balanced or structurally biased against them. 
This profound informational imbalance severely cripples a worker's 
capacity to negotiate. Meaningful negotiation fundamentally requires 
access to empirical verification; without reliable data, workers can only 
resort to speculative guessing. When forced to operate speculatively, 
individuals are highly vulnerable to accepting structurally disadvantageous 
conditions. Furthermore, data asymmetry compromises procedural justice 
during disputes, such as automated allegations of policy infractions or 
system manipulation. While platforms can demand absolute compliance 
based on proprietary logs, workers are denied the right to audit that data. 
This structurally undermines procedural fairness, intensifying the lived 
experience of being objectified by a machine. Consequently, data 
asymmetry functions as a foundational structural mechanism connecting 
algorithmic management to both labor dehumanization and the 
contraction of substantive autonomy. 

Unilateral rule alteration executed via sudden software and system 
updates represents another critical mechanism undermining worker 
autonomy and well-being. Platform operators retain the structural capacity 
to rewrite incentive structures, alter performance appraisal metrics, or 
adjust access criteria instantaneously and without meaningful consultation 
processes (Nguyen, 2024). Within a normative framework, these unilateral 
changes destroy predictability and hollow out psychological security. True 
security requires the capacity to plan for the future. When operational 
rules fluctuate arbitrarily, workers cannot reliably plan their shifts, project 
their household income, or manage family expenses. This perpetual 
uncertainty drives workers to extend their labor hours as an individual 
defense mechanism against financial precarity. However, this forced 
overwork systematically degrades physical health and accelerates biological 
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fatigue. Additionally, continuous adjustments to algorithmic rules 
constantly redefine what constitutes "compliant behavior," leaving workers 
with the psychological sensation of perpetually falling behind. This feeling 
of constant catching-up induces chronic stress and destroys intrinsic 
motivation. In terms of dehumanization, unilateral updates signal to the 
workforce that they are not recognized as stakeholders worthy of 
institutional consideration. When workers are thus ignored, they 
experience the labor relationship as entirely one-sided. This asymmetric 
dynamic is a defining characteristic of absolute socio-technical control. 
Therefore, the dynamics of unilateral rule alteration illustrate how 
algorithmic management engineers profound structural dependency while 
systematically dismantling substantive labor autonomy. 

The quality of support channels fundamentally determines whether 
the labor experience is treated with basic human decency. Support 
channels encompass a worker's structural capacity to contact 
representatives, obtain comprehensive explanations, and resolve disputes 
(Burke-Smalley et al., 2021). Within a normative framework, support 
architectures that are purely automated reinforce dehumanization by 
denying workers institutional recognition. Meaningful recognition occurs 
only when there is an authentic dialogue that accommodates contextual 
situations and offers a clear rationale for decisions. When complaints are 
met with pre-programmed, automated templates, workers feel 
systematically excluded from the process. Furthermore, the effectiveness of 
support channels is tightly bound to linguistic accessibility, operational 
response timing, and evidence submission requirements. Fieldworkers 
often face logistical difficulties when attempting to gather and submit 
complex documentation while on the job. If the platform demands 
convoluted evidence to initiate a review, the grievance process becomes 
entirely unrealistic. When the process is structurally unviable, the right to 
contest degenerates into an empty formality. This empty formality deepens 
perceptions of procedural injustice. From a well-being perspective, broken 
support channels transform minor operational friction into chronic 
psychological stress. Chronic stress intensifies when systemic issues remain 
unresolved and continually resurface. Consequently, support channels 
function as a vital mechanism that can either accelerate or mitigate labor 
dehumanization. A well-designed support system allows for the correction 
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of automated software errors and instills procedural security. Procedural 
security strengthens psychological well-being and can rehabilitate 
substantive autonomy by clarifying operational rules. 

Algorithmic management also drives severe temporal fragmentation 
within the labor process. Workers routinely partition their days into 
waiting for assignments, relocating across geographical zones to track 
demand, or chasing dynamic incentive windows. This fragmentation 
makes leisure time impossible to plan or predict (Pawłowska, 2024). 
Within a normative framework, temporal fragmentation severely degrades 
quality of life because it forces workers into a permanent state of 
operational readiness. This continuous readiness prevents individuals 
from engaging in vital physical and psychological recovery activities, such 
as stable sleep cycles or meaningful family interaction. Fragmentation also 
directly compromises income security, as idle wait times are systematically 
unpaid by platform operators. When unpaid wait times increase, workers 
are compelled to extend their total active hours to achieve a baseline 
income. Prolonged active hours directly accelerate biological fatigue. In the 
context of dehumanization, temporal fragmentation demonstrates how 
the system forces human lifeworlds to adjust to the mathematical logic of 
market demand. Humans alter their biological rhythms to satisfy the 
machine, rather than the technology adapting to human needs. This 
dynamic strips workers of their sense of agency. Additionally, 
fragmentation paralyzes collective mobilization, as workers find it 
exceptionally difficult to synchronize schedules, gather, and build labor 
organizations. The resulting weakness of worker associations reduces their 
collective bargaining power to demand fair procedures. Thus, temporal 
fragmentation operates as a structural pathway linking task assignment and 
incentive designs directly to social isolation and declining well-being. 

The issue of labor dignity can be evaluated through the lens of 
interactional justice, which examines whether workers are treated with 
respect during organizational communication and crisis management. 
Within platform-mediated labor, direct human interaction is 
systematically replaced by user interfaces. While these interfaces maximize 
transaction efficiency, they actively eliminate spaces for institutional 
empathy (Dunn et al., 2023). Within a normative framework, preserving 
dignity demands an explicit recognition that the worker is a human being 
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who experiences physical risk, exhaustion, and financial precarity. When 
platforms issue automated warnings using punitive language without 
providing contextual explanations, workers internalize that they are being 
arbitrarily blamed. When platforms deactivate accounts without 
permitting any human explanation, workers experience the reality of being 
treated as disposable objects. This systemic objectification triggers 
profound feelings of institutional devaluation. Such experiences can erode 
a worker's commitment to operational safety and service quality, as the 
relationship is perceived as entirely transactional and one-sided. 
Conversely, labor dignity can be restored when review protocols 
intentionally provide a space for human contextualization, offer structured 
timelines for performance improvement, and deliver understandable 
decisions. Therefore, labor dignity within digital platforms does not 
depend on abstract moral intentions; rather, it is directly produced by the 
design of communication procedures, the structure of grievance channels, 
and the manner in which operational sanctions are enforced. Dignity is 
the concrete output of a governance architecture that can be normatively 
designed and empirically evaluated. 

The concept of control within algorithmic management can be 
conceptualized as a structural triad combining direct control, incentive-
driven control, and metric-driven normative control. Direct control 
manifests through explicit software protocols that restrict specific behaviors 
and enforce account-access sanctions. Incentive-driven control operates 
through calculated bonus structures and surge pricing models that 
behaviorally engineer desired labor outputs. Metric-driven normative 
control embeds itself through a pervasive "score culture," where the intrinsic 
value of labor is reduced entirely to numerical performance data (Stark & 
Broeck, 2024). Within a normative framework, these three dimensions of 
control are profoundly mutually reinforcing. When the score becomes the 
organizing center of employment, workers internalize the premise that 
physical safety, personal comfort, and individual preferences must be 
subordinated to metric optimization. This internalization serves as a direct 
pathway to labor dehumanization, compelling human actors to evaluate 
their professional self-worth through artificially narrow data constraints. 
Algorithmic control is further amplified by social comparison mechanisms, 
such as digital leaderboards. These comparative architectures trigger intense 
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inter-worker competition and systematically fracture collective solidarity. 
When solidarity erodes, the workforce becomes highly manageable because 
individuals are disincentivized from pursuing collective negotiation. Thus, 
algorithmic management governs through the systematic manipulation of 
motivational structures, rather than merely through overt, command-based 
rules. This explains why gig workers experience an intense sensation of being 
managed despite the complete absence of a visible human supervisor; control 
emerges as an inevitable consequence of an interface design that hitches a 
worker's daily choices directly to software indicators and system access. 

Social protection within the gig economy remains a highly contested 
domain because the legal status of platform workers fluctuates precariously 
between traditional categories of employment. Within a normative 
framework, robust social protection must encompass structural guarantees 
against illness, coverage for occupational accidents, and economic safety nets 
for sudden losses of system access (Zhang, 2024). When a household's 
livelihood depends entirely on continuous account viability, a sudden 
deactivation represents an immediate, catastrophic loss of income. If the 
governance model fails to provide formal compensation mechanisms during 
these gaps, the entire burden of operational risk is shifted onto the 
individual worker. This systematic offloading of liability forces individuals 
to continue working even when their physical health is severely 
compromised. Operating under illness drastically degrades physical well-
being and exponentially increases the risk of operational errors or roadside 
accidents. Furthermore, capital expenses—such as vehicle maintenance, fuel, 
and data connectivity—are borne entirely by the workforce. When dynamic 
tariffs cause income to fluctuate, these fixed operational overhead costs 
remain constant, intensifying financial precarity. In the context of 
dehumanization, this transfer of risk demonstrates that the platform 
architecture processes the human workforce merely as an interchangeable 
factor of production. If a worker is injured on the job, the automated system 
seamlessly replaces them with another digital node without requiring any 
adjustment to its core operational structure. This dynamic reinforces a deep, 
pervasive sense of being entirely replaceable. Therefore, any rigorous 
evaluation of platform worker well-being must explicitly integrate the 
structural relationship between algorithmic design and the systemic transfer 
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of risk. This risk displacement functions as a definitive mechanism that 
directly shapes labor hours, chronic stress, and basic existential security.  

Workers frequently construct adaptive tactics to survive and 
function under the constraints of algorithmic governance. These 
individual maneuvers routinely involve selecting specific operating hours, 
identifying high-density geographical zones, strategically sequencing task 
acceptance, or leveraging accumulated community intelligence regarding 
underlying software patterns (Heiland, 2023). Within a normative 
framework, these tactical maneuvers display clear human agency; however, 
this agency is tightly bound and executed strictly within boundaries 
established by the platform architecture. Such tactics do not necessarily 
rehabilitate substantive autonomy, because the worker remains structurally 
dependent on continuous system access. Furthermore, executing these 
maneuvers increases cognitive load, forcing workers to continuously 
strategize on how to outmaneuver systemic unpredictability. When 
individuals exhaust their cognitive energy trying to decipher the system, 
their capacity for psychological recovery is severely diminished. These 
adaptive behaviors can also induce physical hazards, such as rushing 
through traffic and violating basic road safety protocols to achieve a strict 
metric milestone. In the context of dehumanization, the systemic necessity 
for these survival tactics demonstrates that the platform does not provide 
clear, fair, or transparent rules, forcing the workforce to fill the 
institutional vacuum with speculative assumptions. Speculation is a 
definitive indicator of institutional uncertainty. This institutional volatility 
directly degrades holistic well-being by rendering a worker’s professional 
life completely unpredictable. Thus, adaptive tactics serve as empirical 
proof that algorithmic management engineers a labor environment 
demanding constant alertness. Operating under this persistent, hyper -
vigilant state represents a chronic form of psychological exhaustion. 

Collective worker organization is frequently forged through digital 
mutual-aid communities, localized physical meetups, and informal 
information networks (Apitzsch et al., 2022). Within a normative 
framework, collective mobilization serves as a crucial counterweight to 
mitigate information asymmetries and construct informal social safety 
nets. Through these collaborative networks, workers share personal 
accounts of arbitrary account sanctions, clarify effective grievance 
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procedures, and dissect sudden algorithmic rule changes. Collective spaces 
also function to cultivate informal safety cultures, such as actively 
discouraging peers from chasing performance incentives at the expense of 
their physical safety. However, algorithmic management structures can 
actively paralyze these collective bonds by introducing metric-driven 
competition and extreme temporal fragmentation. When workers are 
structurally pitted against one another to secure premium assignments, 
collective solidarity rapidly dissolves. Furthermore, when labor hours are 
deeply fragmented, organizing synchronised physical meetings becomes 
exceptionally difficult. This erosion of collective strength accelerates labor 
dehumanization, leaving workers to confront a complex automated system 
entirely alone. Facing a data-driven apparatus in isolation deepens feelings 
of systemic powerlessness. From a well-being standpoint, collective spaces 
serve as an essential source of emotional and psychological support that 
actively reduces occupational stress. Consequently, the relationship 
between algorithmic management and holistic well-being is heavily 
mediated by the workforce's capacity to sustain independent social 
organizations. If the platform interface is deliberately designed to foster 
isolation, systemic pressures multiply; conversely, if channels for collective 
interaction are maintained, workers secure a viable pathway to rehabilitate 
their autonomy through social negotiation and collaborative learning. 

Distributive justice stands as a highly critical dimension within this 
scholarly discourse, capturing the workforce's subjective perceptions regarding 
the allocation of financial earnings, operational risks, and labor opportunities 
(Islar, 2020). Within a normative framework, distributive justice demands 
that these structural allocations are not merely valid on a formal, bureaucratic 
level, but are actively perceived as intrinsically reasonable and fair. When 
platform operators manipulate basic tariff structures arbitrarily without 
providing a clear rationale, workers naturally conclude that the distribution 
of economic value is fundamentally unjust. Similarly, when independent 
contractors bear the full weight of rising operational costs while platforms 
unilaterally alter incentive matrices, they experience this dynamic as an highly 
imbalanced displacement of operational risk. Distributive justice heavily 
mediates holistic worker well-being because it directly dictates psychological 
security. This existential security does not stem solely from the absolute 
volume of a worker's income, but from the structural certainty that their 
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earnings are shaped by predictable, reasonable rules. Within highly pressured 
modern work environments, Darmawan (2022) demonstrates that the 
fulfillment of employee psychological well-being is heavily dependent on a 
harmonious balance between work-life domains and robust perceived 
organizational support. When systemic rules are perceived as unreasonable, 
workers experience severe moral strain and occupational stress. The 
continuous accumulation of this workplace stress and the erosion of perceived 
organizational fairness ultimately weaken workforce stability; Hariani and 
Issalillah (2021) confirm that elevated stress levels and low job satisfaction 
exert a significant structural influence on expanding worker turnover 
intentions. In terms of labor dehumanization, distributive injustice reinforces 
the pervasive impression that human actors are treated simply as disposable 
instruments to fuel platform growth. This alienation deepens whenever 
software optimization and capital returns are prioritized over biological and 
psychological human capacities. Consequently, any rigorous analysis of labor 
autonomy and well-being cannot be unbundled from distributive fairness. 
Algorithmic governance models that disregard distributive justice inevitably 
accelerate occupational pressure while driving down organizational loyalty. 

Another central theme is explainability, defined as the structural 
capacity of an automated system to deliver intelligible, transparent reasons 
regarding critical operational outcomes. While explainability is closely 
linked to algorithmic transparency, it focuses specifically on providing 
contextual rationales that are directly relevant to the affected human 
subjects (Jung, 2022). Within a normative framework, explainability is 
essential because it allows workers to systematically learn from operational 
mistakes, alter their behaviors, and mount a robust defense when systemic 
errors occur. If the software interface delivers vague, non-specific rationales 
for penalties, workers are stripped of their capacity to rectify their behavior. 
This structural inability to adjust fosters a profound sense of learned 
helplessness. Learned helplessness is a core component of labor 
dehumanization, as workers internalize that they possess no institutional 
space for personal or professional growth. To manage these destructive  
emotional dynamics, Irfan and Darmawan (2021) emphasize that proactive 
emotion management in daily life serves as a vital strategic instrument to 
restore psychological capacities and enhance individual psychological well-
being. Furthermore, explainability directly conditions substantive 
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autonomy, which fundamentally requires access to actionable 
information; without adequate, comprehensible data, the formal capacity 
to choose becomes entirely meaningless. From a well-being standpoint, 
explainable systems mitigate chronic anxiety by clarifying institutional 
expectations. When workers possess a precise understanding of these 
behavioral benchmarks, systemic uncertainty drops. The structural 
obligation of an organization to provide rational explanations amidst 
highly volatile conditions mirrors broader demands for institutional 
adaptabilities; Arifin and Darmawan (2022) assert that deploying an 
adaptive approach within crisis management frameworks is absolutely 
crucial to navigate economic uncertainty inside modern organizations. 
Thus, explainability must be positioned as a mandatory prerequisite for 
humane labor governance. It is also inherently tied to accountability, as 
explainable outputs open the door for systematic institutional evaluation. 
This evaluation enables corrective loops, which serve as the primary 
mechanism to prevent recurring automated harms. Therefore, the theme 
of explainability helps demonstrate how information architecture can 
actively mitigate dehumanization without destroying the functional 
coordination efficiency of the algorithm. 

Human oversight is frequently positioned as the primary structural 
counterweight designed to balance and moderate fully automated decisions 
(Kelly, 2022). Within a normative framework, incorporating human 
oversight does not imply dismantling technology or abandoning 
automation; rather, it demands the institutionalization of a review layer 
capable of evaluating qualitative reasons and real-world workplace 
complexities. Human intervention is particularly vital regarding account-
access sanctions and customer rating disputes. If termination or suspension 
decisions are executed through fully automated loops, the risk of software 
error multiplies, leaving workers without any realistic avenue for defense. 
Human oversight is also critical to detect and mitigate aggregated patterns 
of systemic bias, including geographic biases, consumer prejudices, or 
discriminatory trends against specific demographic groups. The potential for 
systemic bias and structural discrimination within digital ecosystems 
requires rigorous institutional attention; Pakpahan et al. (2022) outline how 
social stigma and discrimination severely fracture interpersonal interactions, 
demonstrating how strategic coping mechanisms must be actively developed 



Studi Ilmu Sosial Indonesia 

 

210  
 

to sustain social cohesion within highly multicultural societies. However, to 
be effective, human oversight must be engineered as an explicit, mandatory 
procedural requirement rather than a rare, tokenistic exception. If human 
review functions merely as a symbolic gesture, workers continue to 
experience profound institutional devaluation. Furthermore, oversight 
agents must be granted the formal organizational authority to actively reverse 
flawed automated verdicts, rather than merely explaining why the software 
made the error. From a well-being perspective, robust human oversight 
strengthens procedural security, which directly reduces occupational stress. 
Consequently, human oversight functions as a definitive bridge connecting 
procedural justice to the lived experience of labor dehumanization. It 
demonstrates that keeping humans in the decision-making loop is not an 
abstract moral preference, but a mandatory institutional function required 
to safeguard decision quality and prevent systemic, unreasonable harm. 

The ongoing debate surrounding the structural positioning of digital 
platforms whether they function as traditional, legally bound employers or 
merely as market intermediaries profoundly shapes normative assessments 
of institutional responsibility. When a platform exercises absolute 
authority over task assignment, performance evaluation, and the 
enforcement of operational sanctions, it is undeniably executing core 
managerial functions (Robinson, 2023). Within a normative framework, 
the execution of managerial functions automatically triggers an 
institutional obligation to guarantee fair procedures and safeguard 
occupational health and safety. When a platform evades this responsibility 
by claiming the legal status of a neutral intermediary, a severe friction 
emerges between its actual management practices and its formal status 
claims. This systemic friction directly compromises worker well-being, 
marooning individuals within a regulatory gray zone completely devoid of 
standard labor protections. Furthermore, the strategic invocation of a 
"partnership" model serves to divert critical attention away from the 
profound power asymmetries engineered by the platform's system-access 
architecture. This structural shift in interpersonal interaction models, 
moving from physical spaces into entirely virtual environments, 
fundamentally alters the broader social landscape; Darmawan (2021) 
identifies that social interaction within digital society births new online 
communication patterns that radically reconstruct the core dynamics of 
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virtual communities. In the context of labor dehumanization, promoting 
a partnership rhetoric that directly contradicts the actual lived experience 
of the workforce breeds deep institutional cynicism. This cynicism erodes 
professional engagement and destroys systemic trust. Trust is an 
indispensable component of holistic well-being because it anchors a 
worker's sense of existential stability. Consequently, any rigorous 
evaluation of algorithmic management must conceptualize the digital 
platform as a comprehensive labor governance regime carrying explicit 
normative consequences. This regime can be empirically evaluated 
through the core principles of procedural justice, information 
transparency, and robust risk protection. Executing this conceptual 
assessment does not require raw empirical datasets; rather, it demands a 
highly disciplined and theoretically consistent analytical framework. 

Algorithmic management systematically drives labor 
dehumanization by reducing human workers to narrow performance 
metrics, masking automated decisions in complete technical opacity, 
restricting decision contestability, and enforcing account-access sanctions 
that process human beings as mere digital nodes. These precise technical 
mechanisms diminish substantive autonomy by crippling a worker’s 
structural discretion to choose tasks or regulate their labor rhythms 
through automated penalties, dynamic incentives, and ranking systems. 
Simultaneously, these management structures degrade holistic well-being 
by elevating stress through constant performance visibility, intensifying 
income volatility via dynamic pricing algorithms, multiplying physical 
safety hazards through forced labor intensification, and eroding 
procedural security through structurally broken grievance channels. This 
compounding negative impact is further exacerbated by profound data 
asymmetries and unilateral rule changes. To mitigate the profound social 
isolation engineered by these algorithmic systems, developing robust 
collective capacity at the worker level becomes absolutely essential; 
Mardikaningsih et al. (2020) assert that the identification of determinant 
factors and the formulation of strategic development for digital teamwork 
dynamics are highly critical to construct solid, resilient collective 
performance. At the same time, the institutionalization of specific counter -
conditions such as system explainability, active human oversight, and 
accessible grievance procedures can effectively decelerate the intensity of 
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labor dehumanization by restoring human recognition, strengthening 
procedural justice, and stabilizing operational predictability. Therefore, 
the complex relationship between algorithmic management models and 
the human labor experience must be understood as the direct output of 
deliberate governance and information system designs that structurally 
organize power, individual choice, and systemic protection within 
platform-mediated work ecosystems. 
 
Conclusion 
The conclusion of this study states that algorithmic management within 
digital platforms and the gig economy functions as a comprehensive 
governance regime that structures task allocation, performance evaluation, 
and rule enforcement through data and metrics. This regime systematically 
drives labor dehumanization when human workers are reduced to statistical 
indicators, critical automated decisions are executed without 
comprehensible explanations, and avenues for decision contestability are 
restricted. Dehumanization manifests as a lived experience characterized by 
the loss of institutional recognition, the elimination of meaningful dialogue, 
and the structural transformation of traditional labor relations into an 
automated system-access framework. Furthermore, worker autonomy must 
be understood as substantive autonomy, which fundamentally requires the 
discretion to act without facing disproportionate operational penalties, the 
capacity to regulate labor rhythms, and the power to influence binding 
organizational rules. Under contemporary algorithmic designs, substantive 
autonomy is systematically contracted through dynamic rankings, behavioral 
incentives, and the omnipresent threat of account deactivation. Similarly, 
worker well-being is conceptualized as a multidimensional state 
encompassing physical and mental health, income security, social support 
structures, and procedural justice. Algorithmic management actively 
degrades this well-being through metric-induced reputation stress, high 
income volatility, forced labor intensification, and profound data 
asymmetries that cripple a worker's capacity for self-defense. 

The implications and recommendations of this framework 
emphasize the urgent necessity to evaluate platform governance as an active 
regime of labor regulation that must fulfill the core principles of 
procedural justice, rule intelligibility, and institutional accountability. 
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Information system designs must intentionally integrate contextual 
explainability that is directly relevant to the workforce, particularly 
regarding dynamic tariff restructurings, priority downgrades, and access 
sanctions. Grievance channels must be engineered as accessible, functional 
procedures characterized by reasonable operational response timelines, 
access to specific transaction logs, and a review layer that accommodates 
qualitative, real-world workplace complexities. Furthermore, robust 
human oversight must be mandatorily embedded within high-stakes 
decision loops specifically surrounding account deactivations and 
reputation score disputes backed by genuine organizational authority to 
reverse flawed automated verdicts. The conceptual framework organized 
in this study serves as a theoretical foundation to evaluate whether the 
flexibility promised by digital platforms translates into true substantive 
autonomy or merely masks a hyper-surveilled system of control driven by 
behavioral incentives and rigid metrics. Future desk-based literature 
research can further refine the taxonomy of these control mechanisms, 
explicitly categorizing the distinct operations of economic control, 
reputational control, and procedural control to bring greater analytical 
precision to this academic discourse.  
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