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Abstract

The dynamic modern workplace and digitalization change the workforce from rigid
to liquid workforces. Therefore, this study aims to unravel the characteristics,
benefits, and challenges of fluid workers in Indonesia using a qualitative method. For
these motivations, structured questionnaires with dichotomous questions were
distributed to collect primary data. To avoid biased results, study participants are
chosen rigorously. The number of participants was 15 workers from various
institutions. The findings show that most fluid workers in Indonesia are adaptive,
easy to collaborate with, tech-savvy, lifelong learners, and resilient. The current
benefits of fluid workers include skill and knowledge exposure, networking
possibilities, the prospect of higher income, and flexibility. In terms of challenges, a
lack of benefits and limited social support are two factors that impede fluid workers.
Surprisingly, job insecurity and income instability are not the primary concerns for
fluid workers, indicating that fluid workers differ significantly from informal
workers. The priority needs of fluid workers are the right to rest and leisure, equal
treatment, fair compensation, and career development opportunities.
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1. Introduction

Before the age of digitalization, workplace environments in emerging countries
such as Indonesia were more rigid and informal than today. While manual labour
still have a critical position in Indonesia's economy since they are contributing
significantly to labor markets, especially in the agriculture, mining, construction,
and manufacturing sectors (Asian Development Bank & BPS-Statistic, 2011), there
is a significant growth in high technology adoption, especially in the service sectors
(van de Weerd et al., 2016). As of 2023, more than 60% of the workforce is employed
in the informal sector and they are firmly associated with low-wage and education
(Sibagariang et al., 2023; Ahmad, 2021). Nonetheless, in the age of digitalization, the
role of informal workers and firms may be improved in the dynamic work
environment (Noerhartati et al., 2023; Ramadhani, 2024 Jurnalita, 2024).

In the rigid workforce environment, production activities are associated with
long working hours (Lee et al., 2007). Employees with rigid work styles generally
work around six to seven days long in the office with very few breaks (Golden, 2012).
Also, limited worker rights and strict hierarchy are involved in the rigid workplace
environment with authoritarian leadership (Yi, 2022; Syed et al., 2016). Workers
have no bargaining power for their rights and small social hierarchies since
managers are supposed to have absolute authority (Luoh et al., 2014). Last, of all,
there is limited advanced technology usage that engages in production activities in
the rigid workforce, except for Information Technology and Communication (I'TC)
companies (Srinivasan, 2012).

Since the twentieth century, varieties of work styles and agreements have become
more complex, ranging from rigid and fluid workforces. Digitalization and high
technology use are critical factors that change work styles such as office-based, field-
based, remote, virtual, and hybrid work style (Kraj¢ik et al., 2023). In addition, there
is significant demand for a project-based workstyle (Chafi et al., 2022). These
phenomena mark a substantial shift in the workplace environment. There is a
transition away from lengthy hours of activity and rigid structures in businesses, as
well as different sorts of agreements (Rotatori et al., 2021). A combination of
digitalization and structural changes in the economy are argued as reasons for the
fast innovation in the workplace and types of contracts to higher high-skill labor
(Agrawal et al., 2015; Balsmeier & Woerter, 2019).

As discussed in earlier investigations, the coronavirus disease (COVID-19)
pandemic is viewed as a catalyst for considerable digitization in developing countries
which in turn introduces the use of high technology and dynamic work styles
(Widyastuti et al., 2023; Takeda et al., 2022; Bai et al., 2021). During the COVID-19
outbreak, employees have pushed remote and hybrid works to the forefront using
technology such as online meetings and video conference applications (Erjavec et al.,
2021). Therefore, the use of robotics, advanced materials, artificial intelligence (Al),
genetic modifications, the Internet of Things (IoT), neuro-technologies, autonomous
vehicles, and drones became more integrated into social and economic activities,
'altering behaviors, relationships, and meaning, including in workforce
environments' (Turner, 2021).

Aside from the COVID-19 outbreak, organizations that seek to hire flexible,
adaptable, and expert individuals in a dynamic environment are significantly
growing (Harsch & Festing, 2020). As a consequence, it is not surprising that the
nature of work is changing and becoming more fluid (Ashford et al., 2018).
Numerous types of organizations, including private and public enterprises, have
employed the role of fluid workers such as freelancers, gig or crowdsourcing workers
(Baines & Robson, 2001). Therefore, these phenomena also cause a change in the
types of firms and labor agreements.
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Rodriguez (2021) highlighted characteristics associated with fluid workforces,
including lack of permanence, adaptability, mobility, horizontality, and high-
frequency modification. In addition, the liquid workforce is firmly associated with
the use of IT and dynamic organizations (Marjanovic & Murthy, 2022). As
businesses recognize the potential of these fluid and dynamic experts, the term fluid
workforce is supposed to expand, and the role of independent professionals as highly
respected contributors who can support and accelerate core parts of the business (Do,
2022).

Nonetheless, there are significant challenges that must be addressed by
employees in a dynamic, modern, and fluid workforce environment. Financial
instability is one of the critical aspects that should be navigated by fluid workers
(May et al., 2022). As part of informal workers, they also confront considerable
hurdles in getting social insurance, particularly because they are unable or unwilling
to contribute a large percentage of their salaries to finance formal sector social
insurance benefits (Harsch & Festing, 2020). Furthermore, Lund (2012) emphasized
the lack of work-related social protection for informal workers since they are
excluded from formal social security systems.

Against this background, this study thus sought to explore the characteristics,
benefits, challenges, and priority needs of fluid workers in the context of Indonesia
using a qualitative approach. This research focuses on workers’” perspectives rather
than organizations. To the best of the author’s knowledge, this is priory research
since there is no earlier investigation about either a fluid worker or workforce
phenomenon using the worker’s insights. Previous studies have generally unraveled
the benefits and challenges of informal workers (see Santoso et al., 2022; Rothenberg
et al., 2016; Dartanto et al., 2016; Pitoyo et al., 2021). Therefore, this study provides
an up-to-date analysis of the fluid workforce by addressing the following research
questions:

RQ 1: What are the characteristics of fluid workers in Indonesia?

RQ 2: What are the advantages of fluid workers?

RQ 3: What are the challenges of fluid workers?

RQ 4: What are the priority needs of fluid workers?

A qualitative research method is employed to answer the above questions. To
acquire a thorough picture of fluid workers in Indonesia, this study utilized on
structured questionnaires, distributed by Google Drive in March 2024 using an
online platform. Study participants are fluid workers from diverse backgrounds,
including private firms, semi-government and government institutions, universities,
and freelancers.

2. Literature Review

This The application of digital technology in social and economic activities (incl.
during the Covid-19 outbreak) alters many aspects of human living things, including
the work environment (Donthu & Gustafsson, 2020; Williamson et al., 2020).
Today's workplace styles and firm-labor agreements differ significantly from those
in past decades. The transition from a rigid to a fluid workforce is occurring for
several reasons (Rotatori et al., 2021). Rigid worker agreements may not be relevant
to be used in several industries; instead, dynamic, sustainable, and fluid workforces
are supposed to have a significant impact on organization development (Bari et al.,
2022). In addition, career preference for the labor force with advanced education is
growing given that new technologies are constantly creating new career paths and
changing skills (Ernst et al., 2019; Akour & Alenezi, 2022). There are innovations in
work styles in terms of location, i.e., hybrid work, remote work, and project-based
work, and approaches to tasks and collaboration with others (World Economic
Forum, 2020; Klaser et al., 2023).
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According to the CRI (2020), the term fluid workforce is defined as freelancers,
independent, gig, or paid-crowdsourced workers. To explain further, fluid
workforces are individuals who work on a temporary basis with organizations (either
full-time or part-time) and are not on any employer's payroll. The idea of a liquid
workforce has emerged as a response to the shifting dynamics of the contemporary
workplace (Rossingol, 2024). The fluid workforce is supposed to drive labor market
flexibility and efficiency (Nugroho, 2018). Additionally, the growth of a fluid
workforce suggests that technology adoption and innovation are improving for both
enterprises and employees.

The fluid workforce is considered fluid based on three criteria namely
digitalization, mobility, and flexibility (Rossingol, 2024). Technology is the primary
driver of the fluid workforce, and it is supposed to be a positive correlation between
advanced technology adoption and dynamic work styles (Singh, 2021) (Shepheard,
2020). Taking full advantage of the internet, computer programs, and electronic
devices is crucial, as virtual meetings replace in-person ones (Roos et al., 2020); files
that were once kept at the office are now digitized and available to everyone (Leggett,
2020); and instant messaging apps replace face-to-face conversations (Rajendran et
al., 2019). In addition, globalization, gig economy, skill specialization, cost efficiency,
and agile business practices are other factors that drive the use of fluid workers
(Rossingol, 2024).

In practice, technology enables workers to access the tools they require to
complete their duties from anywhere. Employees can avoid travel and work from
outside the office by employing hybrid and remote circumstances (Wontorczyk &
Roznowski, 2022). The advanced technology use can also assist businesses enter new
markets and obtain customers in places where they do not currently operate (Akpan
et al,, 2022). Additionally, younger employees such as millennials and gen-z see work
as a means to an end, which is why the liquid workforce model emphasizes people
and work-life balance (Sdnchez-Hernandez et al., 2019).

The use of fluid workers is supposed to continually grow since it is associated
with several benefits for firms and workers themselves. It is widely known that a
liquid workforce environment offers companies the opportunity to have access to a
larger talent pool while simultaneously increasing cost-effectiveness (Do, 2022).
Organizations can only pay for the skills they require and can adopt project-based
work rather than attendance. Meanwhile, for fluid workers, benefits in the dynamic
and fluid workforce environment include flexibility, marketability, and potentially
higher earnings (Burke & Cowling, 2020). Fluid workers have more autonomy over
their workload, income, and the types of projects they prefer to choose (Nawaz et al.,
2020). Furthermore, fluid workers have opportunities to develop new skills and gain
experience in different areas.

Nonetheless, fluid workforces are also associated with critical issues.
Management complexity, culture and teamwork, and compliance difficulties are
challenges that should be addressed by organizations for their successful operations
(Porath, 2023). Businesses should be aware of the legal and compliance issues
involved with hiring flexible staff (Wahab et al.,, 2024). Meanwhile, employment
security, a lack of insurance, loneliness, financial volatility, and career advancement
are all concerns for fluid workers (Chen et al., 2020). IFluid workers such as contract
or freelancers may not be entitled to the same benefits as regular employees, namely
health insurance and paid time off, and they have no opportunities for career growth
(Chen et al., 2020; Mai, 2021).

3. Methodology

The study applied a qualitative approach utilizing explorative and descriptive
strategies with the aim of exploring fluid workers in Indonesia. A qualitative
technique was applied since it allowed for descriptions and provided a thorough
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grasp of the participants' own experiences (Bradshaw et al., 2017). Structured
questionnaires were employed in this study as material for descriptive analysis.
Study participants are fluid workers, that is, dynamic employees, who use technology
to complete their tasks. Therefore, the types of data used are secondary, consisting
of quantitative and qualitative data. The advantage of the qualitative method is that
it allows for a deep exploration and investigation of complex phenomena (Wenzel et
al., 2016). In addition, qualitative research has the power to identify nuances,
paradoxes, and multiple perspectives (Tomaszewski et al., 2020). Despite being
traditionally less important in economics, qualitative approaches are gaining
traction, with well-done work providing rigorous insights, and adding to economic
knowledge (Starr, 2014).

This study relies on small sample size; however, as proposed by Crouch and
McKenzie (2006), a small participant is still preferable when researchers intend to
be “fully engaged in the issues, to constructive connection with respondents, and to
thoroughly address research problems in depth through theoretical contemplation”.
Moreover, qualitative analysis is focused on the depth of data rather than the
frequencies (O'Reilly & Parker, 2012). The data used is collected by interviews. An
interview is one of the most common approaches applied in qualitative research
(Thompson et al., 2019; Osborne & Grant-Smith, 2021). Despite face-to-face
interviews, we organize structured questionnaires to collect data in terms of fluid
workers. Interviews are still one of the most widely employed by scholars to
document multiple perspectives, extend understanding, and display real-life events,
making them a widely applied technique (Johnstone, 2017).

As highlighted before, this study employs structured questionnaires to collect
data in terms of fluid workers. The structured questionnaire was prepared and
designed to collect precise information (Patten, 2020). The questionnaires have 4
questions in Section 1, 12 in Section 2, 7 in Section 3, 7 in Section 4, and 5 in Section
5. Thus, there are a total of 32 questions. Section 2 describes the fluid worker
characteristics (CR). Section 3 contains fluid worker benefits (BN), while Section 4
contains fluid worker challenges (CL). Section 5 consists of fluid worker needs. The
questionnaire was developed with dichotomous (Yes or No) questions. The
dichotomous questionnaire approach is appropriate to use in case of the need for
necessary validation (Boyle, 1990).

This study adopts previous studies by CRI (2020), Rashmi et al. (2023), Ahmad
(2021) and Bryant (2020) to construct questions. Therefore, 12 parameters are used
to identify the characteristics of fluid workers, including adaptability, autonomy,
resilience, lifelong learning, networking, result-oriented, emotional intelligence,
resourcefulness, entrepreneurial spirit, communication skills, and tech-savvy. Next,
7 indicators to determine the benefits of fluid workers are explored, including
flexibility, autonomy, marketability, potential higher pay, exposure to varied skills
and knowledge, work-life balance options, and networking. Finally, to acknowledge
the challenges of being fluid workers, 7 major challenges experienced by freelancers
or gig workers are used: job insecurity, income volatility, project uncertainty, a lack
of benefits, the risk of isolation, limited social support, and a lack of career
development. The final questionnaire is supplied in the appendix.

Purposeful maximum-variation sample selection was employed in this research.
Therefore, the study participants were fluid workers from various backgrounds,
including universities, private firms, government institutions, and semi-government
institutions. The definition of fluid workers in this research are workers who applied
non-indefinite employment agreements, including finite contract, project-based, or
part-time agreements. While recruiting participants, we regard several criteria,
including experience and the use of high technology. We consider a fluid worker
with at least one year of experience and use high technology in their task. In addition,
we regard workers who have at least implemented hybrid, remote, or flexible work
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styles. Additionally, participants in this study are focused on Gen-Z and Millennials
since they are argued to be more dynamic and tech-savvy compared to previous

generations (Szymkowiak et al., 2021; Zhang & Abd Rahman, 2022).

Table 1. Participant in in-depth interviews

Initial Affiliation Status
NMFG Semi-government institution Project-based worker
MA None Freelancer
AM Private company Other
MY Semi-government institution Project-based worker
FSL Government institution Contract
DL Semi-government institution Project-based worker
MRR None Freelancer
DBA Private company Contract
MKF University — (Bloomberg laboratory) Contract
HA University Project-based worker
FM Private company Project-based worker
RAA Government institution Contract
ARS Semi-government institution Project-based worker
TKA Private company Contract
IA University Project-based worker
4. Results

To begin with the results and discussions, this study identifies the demographic
characteristics of participants. A total of 15 fluid workers from various backgrounds
took part in this research. Their demographic data is summarized in Table 2.

Table 2. Demographics of Study Participants

Personal Characteristic Total Percentage
Age Millennials 5 33.33
Gen-Z 10 66.67
Total 15 100.00
Gender Male 10 66.67
Female 5 33.33
Total 15 100.00
Affiliation Government institution 2 13.33
Semi-government institution 5 33.33
Private companies 4 26.67
University/Education 2 15.33
Freelancer 2 18.33
Total 15 100.00
Contract Finite contract 5 33.33
Project-based worker 7 46.67
Freelancer 2 18.33
Part-time 0 0.00
Other 1 6.67
Total 15 100.00
Income per month < minimum threshold 12 86.67
> minimum threshold 3 13.88
Total 15 100.00

In terms of age, we found that the vast majority of respondents are Gen-Z
(67.33%). Millennials contribute 33.33% of the total participants. 66.67% of
respondents are male. In terms of affiliation, the most of participants are associated
with semi-government institutions (33.33%), followed by private firms (26.67%).
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Last of all, finite contract work and project-based agreements are the vast majority
used among fluid workers.

Table 3 shows the results of questionnaires issued according to fluid worker
characteristics. The vast majority of participants believed that fluid workers are
adaptive, resilient, technologically aware, resourceful, and result-oriented. They also
have excellent communication skills, emotional intelligence, and networking
abilities. 100% of the participants agreed to become lifelong learners. Surprisingly,
participants generally reject autonomy as a hallmark of flexible workers. Finally, just
60% of people identified as entrepreneurial spirits. Based on these findings, it can be
concluded that the most important traits of fluid workers in Indonesia are tech savvy,
lifelong learners, easy to collaborate with, and adaptable. Because they also have
strong communication skills, networking abilities, and emotional intelligence;
therefore, fluid workers are well-suited to contribute to the dynamic workplace. As
suggested by previous studies, fluid workers are critical to meeting demand
fluctuation, specialized skills, cost efficiency, knowledge transfer, and labor market
flexibility.

Table 3. Fluild Worker Characteristics in Indonesia

Fluid Worker Characteristics Percentage Total
Yes No Yes No
Adaptable 93.33 6.67 14 1
Control (Autonomy) 40.00 60.00 6 9
Resilience (self-motivation and discipline) 93.33 6.67 14 1
Resourcefulness 86.67 18.33 13 2
Lifelong learner 100.00 0.00 15 0
Good communication skills 73.33 26.67 11 4
Good emotional manage 86.67 18.33 13 2
Good networking 80.00 20.00 12 3
Entrepreneurial Spirit 60.00 40.00 9 6
Result-oriented 73.38 26.67 11 4
Collaboration 98.38 6.67 14 1
Tech-savvy 98.33 6.67 14 1

Table 4 displays the results of questionnaires distributed in terms of fluid worker
benefits from the workers' perspective. The vast majority of participants agreed that
the potential benefits of fluid workers include exposure to a wide range of skills and
information, networking opportunities, the possibility of higher pay, and flexibility.
66.67 percent of interviewees stated that fluid workers provided opportunities for
work-life balance. Surprisingly, only 40% of participants agreed on the benefits of
work or project autonomy.

Table 4. Fluid Worker Benefit

Fluid Worker Benefit Percentage Total
Yes No Yes No

Flexibility 86.67 13.33 13 2
Control (autonomy) 40.00 60.00 6 9
Marketability (employability) 80.00 20.00 12 3
Potential higher income 86.67 13.33 13 2
Exposure to various skills and know ledge 93.38 6.67 14 1
‘Work-life balance opportunities 66.67 33.33 10 5
Networking opportunities 93.33 6.67 14 1

Since the number of fluid workers is increasing, the presence of benefits linked
with fluid workers should be maintained. These benefits are vital to the skill, health,
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and well-being of fluid workers. IFurthermore, fluid workforces provide flexibility for
both employers and employees, allowing them to adjust quickly to changes in
demand and market conditions. Maintaining their benefits can promote flexibility,
which is critical for innovation and competitiveness in today's changing and dynamic
labor markets. IFurthermore, preserving their benefits, such as potential higher
income, flexibility, exposure to a variety of skills and information, and networking
opportunities, ensures their continuous contribution to economic growth,
productivity, and efficiency.

Soon after addressing benefits, Table 5 shows the results of questionnaires
distributed regarding fluid worker challenges from the workers' perspective. The
majority of participants agreed that the vast challenges of fluid workers include a
lack of benefits and limited social support. Next, 53.83 percent of participants agreed
that job security is associated with fluid workers. Income instability, uncertainty
projects, and lack of career development opportunities are other challenges that were
argued by nearly half of the participants. There are only 26.67 participants who
stated that the risk of'isolation is a critical issue for fluid workers.

Those challenges that arise in fluid workforces should be addressed considerably.
Neglecting the present challenges can lower the role of fluid workers as drivers of
numerous economic activities. Instead of contributing to the economy as fluid
workers, they may be identified as informal workers with low productivity. The
terms fluid and informal worker are different given that fluid workers are considered
employees with high levels of productivity. Thus, navigating challenges such as
“limited benefit, income instability, and career development” may influence social
equity and labor well-being. Furthermore, understanding and addressing critical
issues faced by fluid workers are vital for adapting labor regulations to the changing
dynamics of the workforce.

Table 5. Fluid Worker Challenges

Fluid Worker Challenges Percentage Total
Yes No Yes No

Job insecurity 53.33 46.67 7
Income instability 46.67 53.33 8
Uncertainty project 40.00 60.00 9
Lack of benefits (incl. insurance) 80.00 20.00 12 3
Risk of isolation 26.67 73.38 14 1
Lack of career development opportunities 40.00 60.00 6 9
Limited social support 86.67 13.33 13 2

Following discussing the characteristics, benefits, and challenges of fluid
workers, this study also explores rigorously the priority needs of fluid workers. For
this motivation, this paper employed six possible needs (rights) of fluid workers that
may not yet be fulfilled from workers’ perspectives. Table 6 demonstrates the results
of fluid workers' needs based on questionnaires distributed. The results denote that
100 percent of respondents need their right to rest and leisure. Equal treatment and
job security are also priority needs of fluid workers. In addition, 80 percent of
participants need their right to fair compensation and career development
opportunities. Last of all, only 66.67 of the participants who need their right to
insurance.
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Table 6. I'luid Worker Challenges

Fluid Worker Challenges Percentage Total
Yes No Yes No
Right to insurance 66.67 33.33 10 5
Right to fair compensation 80.00 20.00 12 3
Job security 86.67 13.13 13 2
Right to equal treatment 93.33 6.67 14 1
Right to rest and leisure 100.00 0.00 15 0
Career development opportunities 80.00 20.00 12 3

The results in Table 6 point out that the vast majority of fluid workers' needs
(rights) are not yet satisfied. This gives additional challenges for policymakers or
relevant stakeholders. As there is significant growth in the role of fluid workers in
various types of organizations, it is important to draft a scheme and policy to fulfill
fluid workers’ rights. IFair wages and equal treatment are two aspects that should be
navigated currently since they impact workers' well-being in the short run. In
addition, it is critical to identify types of insurance that should be integrated,
strategies to lower job insecurity, and rights to rest and leisure. Finally, a
collaboration between the government and private companies is necessary to discuss
possible schemes and policies that can create long-term career opportunities for fluid
workers.

5. Discussion

This study reveals that fluid workers in Indonesia exhibit distinctive
characteristics such as adaptability, collaboration, technological proficiency, and
resilience, alongside a strong orientation toward lifelong learning. These traits
highlight their suitability in dynamic and rapidly changing digital work
environments. Unlike traditional informal workers, fluid workers possess advanced
skillsets, including high emotional intelligence, effective communication, and strong
networking capabilities, facilitating their effective integration into various
organizational contexts.

In terms of benefits, the study identifies significant positive aspects for fluid
workers, notably exposure to diverse skills and knowledge, extensive networking
opportunities, potential for higher income, and increased flexibility in their
professional lives. These advantages reflect the contemporary digital economy's
emphasis on knowledge transfer, skill diversification, and adaptive work
arrangements, aligning with the findings of Burke and Cowling (2020) and Nawaz
et al. (2020), who also underline the importance of flexibility and autonomy in
enhancing worker satisfaction and productivity.

However, fluid workers face substantial challenges, primarily limited access to
benefits such as insurance and constrained social support. Interestingly, job
insecurity and income instability, frequently discussed in the literature (May et al.,
2022; Chen et al., 2020), are not considered predominant concerns among Indonesian
fluid workers. This suggests a critical divergence from traditional informal labor
perspectives, indicating a unique positioning of fluid workers within Indonesia’s
evolving labor landscape.

The priority needs highlighted by participants include rights to rest and leisure,
equal treatment, fair compensation, and enhanced career development opportunities.
Addressing these needs is crucial to ensure fluid workers' sustained productivity and
well-being, and underscores the necessity for targeted policy interventions.
Ensuring these rights could improve the overall labor market flexibility and
responsiveness, thus fostering a more inclusive and efficient economic environment.

Ultimately, this study emphasizes the need for strategic collaboration between
policymakers, private sector entities, and labor representatives to establish
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comprehensive policies that recognize and address the specific benefits, challenges,
and essential needs of fluid workers. Such initiatives could significantly contribute
to the growth and sustainability of Indonesia's digital workforce in the long term.

6. Conclusion

The role of fluid workers in the age of digitalization is significant since it offers
several benefits for both organizations and employees such as cost efficiency and
flexible labor market. Therefore, this study aims to investigate the characteristics of
fluid workers in Indonesia as well as its benefits and challenges by adopting
qualitative approaches. This study also rigorously identifies the current priority
needs of fluid workers. For these motivations, structured questionnaires were
distributed to collect primary data. To avoid biased results, study participants are
chosen conscientiously following the vast majority of characteristics of the fluid
worker. Thus, the number of participants was 15 workers from various institutions,
including government and semi-government institutions, universities, private
companies, and freelancers. Descriptive qualitative analysis is applied with the aim
of unraveling fluid worker characteristics, benefits, challenges, and needs rigorously
from fluid workers’ perspective.

The results denote that the vast majority characteristic of fluid workers in
Indonesia are adaptable, easy to collaborate with, lifelong learner orientation, and
resilient. Next, the current benefits of fluid workers are skill and knowledge
exposure, networking opportunities, the possibility of higher income, and flexibility.
Regarding challenges, a lack of benefits and limited social support are two aspects
that hamper fluid workers. Surprisingly, job insecurity and income instability are not
the main issues dealt with by fluid workers. These findings indicate that fluid
workers strongly differ from informal workers. The priority needs of fluid workers
are the right to rest and leisure, equal treatment, fair compensation, job security, and
career development opportunities.

This study started as priory research for investigating the characteristics of fluid
workers, their benefit and challenges, as well as their needs from workers’
perspectives; therefore, it is important to conduct empirical studies as follows: (i)
exploring the role of fluid workers from organization’ perspectives in Indonesia; (ii)
unraveling the priority need of fluid workers that should be enforced in the near
future; and (iii) investigating the challenges and benefit faced by organizations in the
dynamic work styles in the context of Indonesia.
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