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Abstract 

 
This study examines crowdsourcing task 

characteristics (skill variety, task identity, task 

significance, autonomy, feedback, and task clarity) and 

the online work situation factor; that is, the trust in 

evaluations on work effort in the crowdsourcing 

intermediary market. An e-questionnaire was released 

as a crowdsourcing task on the Time Fortune website 

in China; data from 231 valid questionnaires were 

analyzed using SmartPLS 3 software. Results show that 

under the conditions of this study, crowdsourcing 

workers’ internal motivation has a significant positive 

relationship with their effort. Task autonomy and 

feedback have significant and positive relationship 

with internal motivation. Skill variety, task significance, 

task clarity, and task identity have no significant 

correlation with internal motivation. However, task 

clarity has a significant and positive relationship with 

work effort. The study also finds that the effect of 

workers’ trust in the task requester on work effort is 

mediated by internal motivation. 

 

 

1. Introduction 

 
Since Howe[1] proposed the concept of 

crowdsourcing, it has been widely used in various 

fields of the internet economy and has taken many 

forms as an online distributed problem solving and 

production model[2], including crowdfunding, creative 

crowdsourcing, and crowdsourcing intermediary 

market, among others. The crowdsourcing 

intermediary market has gained much attention due to 

its enormous economic and social value. According to 

Kaganer, et al. [3], the crowdsourcing intermediary 

market is an “artificial cloud platform” that connect 

task requesters to workers to for online service 

transactions. It can be divided into four operating 

modes: Facilitator, Arbitrator, Aggregator, and 

Governor [3]. This study focuses on the Arbitrator 

model, where workers participate in the crowdsourcing 

task through competition or contest. InnoCentive and 

the Time Fortune website are typical representatives of 

this model. 

In the competitive crowdsourcing intermediary 

market, after the task requester releases the 

crowdsourcing task, many workers submit solutions. 

However only a few or, even, one worker will win. In 

such a highly competitive environment, the probability 

of winning is often low. Thus, workers may not want 

to spend time and energy to complete crowdsourcing 

work. Moreover, because of the lack of formal 

obligations in the crowdsourcing intermediary market, 

it is difficult for task requesters to enforce work effort 

[4]. Because effort is related to work performance[5], 

crowdsourcing workers’ effort is an important issue 

worthy of attention. 

Sun, et al. [6] proposed that return valence, trust in 

the task requester, and self-performance are important 

antecedents that influence work effort. Liang, et al [4] 

used a mediated moderator model to examine the 

interactive effect of internal motivation and external 

motivation on work effort. Bockstedta, et al. [7] 

examined the impact of individual diversity in 

innovation competitions on work effort. Most of these 

studies explain the work effort behavior from an 

individual motivation or national culture perspective. 

They fail to explain the crowdsourcing work effort 

from the perspective of crowdsourcing work 

characteristics.  

Many studies on the traditional job characteristics 

model suggest that internal and external motivations 

are important predictors of increased work 

effort[8].This study focus on the association between 

internal motivation with crowdsourcing workers’ effort. 

According to Eby, et al. [9], the formation of internal 

motivation are related to the job characteristics and the 

working environment. Therefore, the job 
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characteristics model is significant in explaining 

internal motivation [10].  

The crowdsourcing intermediary market is a web-

based online labor market with electronization and 

virtualization as typical features. In this environment, 

task clarity is considered to be an important factor 

predicting effort[11]. Due to the lack of direct 

communication, crowdsourcing workers rely on the 

task information posted by the task requester to 

understand the specific job requirements [12]. The lack 

of clarity can reduce worker performance and, 

ultimately, the work quality [13]. Therefore, the study 

incorporates task clarity into the job characteristics 

model and attempt to explore its relationship with 

internal motivation and effort. 

Moreover, since there is no legal labor contract, 

crowdsourcing workers can enter or exit the market at 

any time [14] and, decide their level of effort. In this 

highly uncertain work environment, trust between 

transaction parties is particularly important. Therefore, 

trust in the task requester is a crucial work situation 

factor. Related research also shows that trust is an 

antecedent variable that increases participation and 

work effort [6]. In summary, this study explains the 

workers’ work effort behavior from the perspective of 

crowdsourcing work characteristics and the online 

work situation.  

 

2. Literature review  

 
2.1. Job characteristic model 

 
The job characteristics model was proposed by 

Hackman & Oldham [15]. The model posits that five 

core job characteristics (including skill variety, task 

identity, task significance, autonomy, and feedback) 

have an important impact on employee behavior and 

attitude outcomes by influencing three psychological 

states of perceived work meaningfulness, work 

responsibility, and the knowledge of work results. 

Given these psychological states, employees would be 

internally motivated to perform better [16]. The 

significant effect of job characteristics on internal work 

motivation has been verified in industrial sales, hotel 

work and online knowledge sharing. 

Different from the traditional work situation, 

workers in the crowdsourcing intermediary market can 

freely participate in and withdraw from tasks, which 

have high mobility [14]. Meanwhile, in the competitive 

market, there is great uncertainty on whether workers 

will win and get paid [17]. These unique working 

mechanisms may weaken the explanatory power of the 

job characteristics theory. For example, some 

platforms do not provide sufficient skill diversity, task 

identity, and task significance, leading to low job 

motivation, performance, and satisfaction [14]. Other 

scholars propose that task clarity is important and has 

association with job performance and satisfaction [18]. 

Given the remote working context, the degree to which 

tasks are clearly defined is an important antecedent 

variable predicting work performance and effort [11]. 

Different from the traditional work situation, the 

crowdsourcing intermediary market is a virtual work 

market, which has the essential characteristics of 

remote work. Task clarity is an important 

crowdsourcing work feature [13]. Given virtualization, 

this study incorporates task clarity into the traditional 

work characteristic model and try to explore its 

correlation with internal motivation and work effort. 

 

2.2. Trust Theory 

 
Due to the high complexity and anonymity of the 

electronic trading market, sellers may exhibit 

unpredictable behaviors, causing customers to be 

unsure of current online risks and its full consequences 

[19]. Therefore, trust in the seller helps the consumer 

accept any risk associated with the transaction[20].  

The crowdsourcing intermediary market also has 

typical characteristics of virtual trading markets such 

as uncertainty, anonymity, lack of control and potential 

opportunism [21]. Unlike traditional e-commerce, the 

crowdsourcing market is a reverse trading model where 

the task requester buys the service and the worker 

provides the service. Whether the worker ultimately 

wins depends on the subjective decision-making of the 

task requester. This situation makes it very uncertain 

for workers to get paid after submitting a solution. In 

this uncertain work environment, effort may have 

strong correlation with trust in the task requester. Some 

studies have verified the importance of trust in the 

crowdsourcing intermediary market[22]. Therefore, 

this study incorporates trust in the model and attempts 

to explore its relationship with work effort. 

 

3. Hypothesis development 

 
3.1. Intrinsic motivation and work effort 
 

According to resource allocation theory, effort is 

considered to be a source of attention [23], and the 

different ways in which workers allocate resources to 

their tasks affect their performance [24]. Studies have 

shown that the degree of difference in employee work 

effort can be explained by the work motivation that 

drives employees [8]: internal motivation and external 

motivation have positive relationship with the 

employees’ work effort. The competitive working 
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mechanism requires workers to invest a certain amount 

of time and energy in advance. Therefore, whether the 

worker wins is inseparable from the extent of the effort 

invested. According to Kanfer [25], individuals who 

are internally motivated have an intrinsic pursuit of 

personal growth and development, autonomy, and 

competence, thus strengthening the level of their work 

effort. Therefore, workers with stronger internal 

motivations show stronger work effort. Hence, the 

following hypothesis is made: 

Hypothesis 1: Crowdsourcing workers’ internal 

motivation has a positive relationship with their work 

effort. 

 

3.2. Crowdsourcing work characteristics and 

intrinsic motivation  

 
3.2.1. Skill variety and internal motivation. The skill 

variety of crowdsourcing work is the degree to which 

workers use a variety of different skills and complete 

many different activities in the process of participating 

in crowdsourcing work [26]. When a task requires 

individuals to engage in activities that challenge or 

extend their skills and abilities, the individuals may 

experience personal meaning [15]. The crowdsourcing 

intermediary market is a service trading platform that 

connects workers with different experiences, abilities, 

skills to task requesters with different service 

requirements. Workers can choose to participate in 

crowdsourcing tasks according to their skills and 

competencies. Different tasks allow workers to apply 

different knowledge and skills that challenge them; 

thus, they will perceive the work as interesting and 

pleasant. Hence, the following hypothesis is formed: 

Hypothesis 2: Skill variety has a positive 

relationship with workers’ internal motivation. 

 

3.2.2. Crowdsourcing task identity and internal 

motivation. According to Rousseau [27], task identity 

is the degree to which a holistic and identifiable work 

is completed. Hackman [28] believes that a job that 

includes a complete task, such as providing a complete 

service unit or providing a complete product, will 

always be more interesting and motivating than 

providing a fraction of the task. Currently, the tasks 

issued by task requesters are mainly logo design, 

copywriting, software development, among others. 

These tasks require workers to provide complete logo 

design pictures, manuscripts, or software development 

codes as final submissions. Therefore, the work 

involved in the crowdsourcing intermediary market has 

a high degree of independence and identifiability, the 

identity of which will positively contribute to workers’ 

internal motivation. Therefore, the following 

assumption is made: 

Hypothesis 3: Crowdsourcing task identity has a 

positive relationship with workers’ internal motivation. 

 

3.2.3. Crowdsourcing task significance and internal 

motivation. According to Rousseau [27], task 

significance is the extent to which work affects other’s 

work or life. Hackman [28] also suggests that 

individuals can experience more meaning from work 

that can affect the physical or mental health of others, 

and are thus more internally motivated to work. Task 

significance motivates employees to complete their 

work by making employees feel the meaningfulness of 

the work. Since the reward of crowdsourcing tasks in 

the crowdsourcing market are relatively low, most 

workers use crowdsourcing task as part-time jobs to 

earn extra income or improve work skills. Therefore, 

for many crowdsourcing workers, the work has little 

impact on their lives and is of minor importance. 

Therefore, the following assumption is made: 

Hypothesis 4: Crowdsourcing job significance has 

no significant relationship with workers’ internal 

motivation. 

 

3.2.4. Crowdsourcing task autonomy and internal 

motivation. Crowdsourcing work autonomy is the 

degree to which workers can freely complete tasks and 

submit solutions [26]. When a crowdsourcing task has 

a high degree of autonomy, work results will gradually 

depend on individual efforts, motivation, and decision-

making rather than on the work manual or instructions 

from the boss [15]. Therefore, higher autonomy tasks 

can induce a higher sense of responsibility to internally 

motivate workers to complete their task. Given the 

openness of the market, workers can freely enter or 

exit crowdsourcing tasks. Workers have complete 

autonomy in task selection and work method. 

According to Malone & Lepper [29], a higher level of 

self-control will mean a higher internal motivation. 

Hence, the following hypothesis is formed: 

Hypothesis 5: Crowdsourcing task autonomy has a 

positive relationship with workers’ internal motivation. 

 

3.2.5. Crowdsourcing task feedback and internal 

motivation. Feedback is the degree of understanding 

the quality of personal work completion [27]. 

Crowdsourcing task feedback refers to the information 

workers get from task requesters about their work 

performance. Studies show that positive feedback can 

increase internal motivation by improving the sense of 

competence, while negative feedback on perceived 

competence can weaken internal and external 

motivation, resulting in no motivation [10]. Many 

platforms provide task requesters with function to 

provide feedback on worker solutions. After submitting 

the solution, if workers receive feedback from task 
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requesters on their solutions, they will perceive that 

their solution is appreciated, and thus, experience the 

value of their work. This perception of the value of 

their work would increase their internal motivation. 

Hence, the following hypothesis is formed: 

Hypothesis 6: Crowdsourcing task feedback has a 

positive relationship with workers’ internal motivation. 

 

3.3. Task clarity, internal motivation and work 

effort 

 
3.3.1. Task clarity and internal motivation. The task 

in the crowdsourcing intermediary market is, by nature 

telework. Task clarity refers to the existence of clear 

criteria standards for how tasks are performed and the 

exact results required [30]. Task clarity is a crucial 

concept in the digital media workplace, which lacks 

physical space and face-to-face communication [31]. 

Kim [32] believes that individuals are motivated not 

only by intrinsic needs but also by positive job-related 

factors, such as task clarity, skill utilization, task 

significance, and social interaction. Tasks with clear 

and detailed instructions will make workers have the 

confidence to complete the task, thus, increasing their 

expectation of winning. Workers will be internally 

motivated and willing to participate in the task; 

Contrarily, if work instructions are vague, workers will 

lose the confidence to complete the task because of the 

lack of clarity, thus, reducing their expectation of 

winning and their willingness to participate in the task. 

Hence, the following hypothesis is formed: 

Hypothesis 7: Crowdsourcing task clarity has a 

positive relationship with workers’ internal motivation. 

 

3.3.2. Task clarity and work effort. According to 

organizational psychology research, task clarity 

generally includes goal clarity and role clarity. Goal 

clarity refers to the clarity of one’s objectives and 

responsibilities [33], while role clarity represents clear 

working procedures, standards and knowledge of 

results[34]. Gadiraju et al. (2017) proposed that task 

clarity is an important feature of crowdsourcing work, 

which will enhance workers’ performance. 

In the competitive crowdsourcing intermediary 

market, the tasks are mainly logo design, advertising 

design, software development and among others. The 

effective completion of these tasks requires workers to 

understand the specific details and requirements of 

tasks fully. When the description of the task 

requirement information is relatively clear, the worker 

will more easily understand the specific requirements 

of the task requester for the submission. Thus, the 

solution will be more in line with the criteria of the 

task requester. Hence, the worker will be more willing 

to complete the task; When the task requirement 

information is vague, it is difficult for the worker to 

understand the specific work requirements, and the 

quality of the solution will be far from the 

requirements of the task requester, thus reducing 

worker’s work effort. Therefore, the following 

assumption is made: 

Hypothesis 8: Crowdsourcing task clarity has a 

positive relationship with work effort. 

 

3.4. Trust in the task requester, internal 

motivation and work effort 

 
3.4.1. Trust in the task requester and internal 

motivation. Dirks & Ferrin [35] argued that trust 

would directly impact on many employee outcomes, 

such as attitude and performance. Other studies show 

that trust also has a direct impact on internal 

motivation. Chen, et al. [36] proposed that public 

managers’ trust in citizens, colleagues, and institutional 

leaders can enhance their motivation for public service. 

This study hypothesizes that trust in the task requester 

would have a positive relationship with workers’ 

internal motivation; that is, when workers show trust in 

the task requester, they will be internally motivated to 

participate in crowdsourcing tasks. Contrarily, if 

workers distrust task requesters, their internal 

motivation to participate in crowdsourcing tasks will 

reduce. Hence, the following hypothesis is formed: 

Hypothesis 9: Crowdsourcing workers’ trust in task 

requester has a positive relationship with internal 

motivation. 

 

3.4.2. Trust in the task requester and work effort. 

According to Pavlou & Gefen [37], trust in the task 

requester is a subjective belief that the transaction 

takes place in a manner consistent with their 

expectation of trustworthy behavior. The competitive 

crowdsourcing intermediary market requires workers 

to invest time and energy to submit solutions in 

advance; whether workers can get paid ultimately 

depends on whether the task requester will keep their 

promises [6]. When workers expect task requesters to 

review their solution carefully to have a chance to win, 

they will be motivated to put more effort into the 

submission. Contrarily, if workers distrust the task 

requester (that is, they don’t believe the task requester 

would evaluate their solution carefully, and their 

chance of winning is low), they will decrease their 

work effort. Hence, the following hypothesis is formed: 

Hypothesis 10: Crowdsourcing workers’ trust in 

task requester has a positive relationship with work 

effort. 

In short, this study integrated the job characteristics 

model, motivation theory, and trust theory to build the 

theoretical model, as shown in Figure 1. 
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Figure 1. Theoretical model 

 

4. Research method 

 
4.1. Pre-test and small-scale test 
 

The initial questionnaire employed was determined 

using the literature review and submitted to five 

doctoral students in management for review, from 

which the questionnaire was revised to further adapt it 

to the crowdsourcing intermediary market. Next, the 

"questionnaire star" website (www.wjx.cn) was 

employed to generate the electronic questionnaire and 

was released to the Time Fortune website 

(www.680.com) in the form of an online task. Workers 

were recruited to complete the questionnaire. For each 

questionnaire, 4 RMB will be paid. After collecting 50 

electronic questionnaires, following the reliability and 

validity, some questionnaire items were readjusted. 

Finally, the measurement scale was determined (see 

Appendix A). 

 

4.2. Data collection 

 
Subsequently, the electronic questionnaire 

continued to be released in the Time Fortune website. 

The Time Fortune website was established in 

September 2006; it is an industry-leading 

crowdsourcing intermediary website in China. As of 

January 2019, the website’s homepage showed a 

total amount of 3,070,010,347 RMB in real-time 

transactions. The crowdsourcing tasks of the Time 

Fortune website include logo design, decoration design, 

marketing communication, software development, 

among others. The main groups are college students 

and in-service staff, and most of them work part-time. 

The questionnaire was released from October 2018 

to November 2018. A total of 231 complete 

questionnaires were received. Table 1 describes the 

statistical characteristics of responders. 

 
 

Table 1. Demographic profile 

 
 

4.3. Measurement 

 
The scales adopted in this study are all mature 

scales and are appropriately adjusted and adapted to 

the crowdsourcing market. Skill variety (TV), task 

identity (TI), task significance (TS), task autonomy 

(TA) and task feedback (TF) were measured using the 

job diagnostic scale (JDS) developed by Hackman & 

Oldham [38]. The measurement of internal motivation 

(IM) is made by Liang, et al [4]. Trust in the task 

requester (RT) was measured using the scale of trust in 

the community seller used by Pavlou & Gefen [37]. 

Task clarity (TC) was measured using the task clarity 

scale used by Kirkpatrick & Locke [39]. The work 

effort (WE) measure developed by Liang, et al [4] was 

adopted to measure work effort. A seven-point Likert 

scale was employed (from 1, strongly disagree, to 7, 

strongly agree). 

 

4.4. Common method variance 

 
This study utilizes SmartPLS 3 software for data 

analysis. In this study, multiple variable data are often 

provided by the same subject. Thus, it is necessary to 

conduct common method variance test to ensure that 

no systematic deviation affects the data. According to 

Liang, et al. [40], the PLS method is used to evaluate 

the common method bias. The results show that the 

average variance interpreted by the substantive 

indicators is 0.630, while the average variance 

interpreted by the method-based indicators is 0.012. 

Moreover, most method factor loadings are 

insignificant. Given that the common method variance 

is small and insignificant, there is no serious common 

method variance in the data employed. 
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5. Results 

 
5.1. Construct validity and reliability test 

 
In PLS-SEM, the reliability of constructs can be 

evaluated by combining reliability (CR) values. As 

shown in Table 2, CR values of all reflective constructs 

were greater than 0.8, and higher than the minimum 

requirement of 0.7, indicating that these scales had 

good internal consistency. The scale’s convergent 

validity can be tested by factor loading and average 

variance extracted (AVE) values. In Table 2, all the 

factor loadings are higher than 0.7. Meanwhile, the 

AVE values of all reflective constructs were higher 

than 0.56, meeting the recommended criteria. 

Fornell-Larcker Criterion commonly test the 

reflective measurement model’s discriminant validity. 

According to Table 3, the Fornel-Larcker criterion 

indicates that off-diagonal values represent correlation 

coefficients between potential constructs, while 

diagonal values represent the square root of the AVE 

value of each construct. The data show that there is 

good discriminant validity among the constructs in the 

model. 

 

5.2. Structural model 

 
First, the structural model’s collinearity is tested. 

The data shows that the variance inflation factor (VIF) 

value among all constructs is <5, indicating that there 

was no severe collinearity among constructs.  

Table 2. Construct reliability and validity 

 

 
 

Table 3 Discriminant validity 

 
Second, the Bootstrapping program was used for 

5,000 repeated samples to evaluate the significance of 

the path coefficient. According to Table 5, the P values 

of TV -> IM, TS -> IM, TI -> IM, TC -> IM, and RT -> 

WE are all greater than 0.1, and those of other paths 

are all less than 0.05.  

Third, the R2 values of endogenous latent variables 

in the path model are tested. As shown in Figure 2, R2 

of work effort indicates that internal motivation, trust 

in task requester, and task clarity can predict 62.2% of 

the work effort. The R2 value of internal motivation 

indicates that skill diversity, work importance, work 

integrity, work autonomy, task clarity, feedback, and 

trust in the task requester can predict 59.3% of the 

variance of internal motivation. 

Table 4 Hypothesis testing 

 
 

 
Figure 2. Results 
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Finally, the study examined the mediating effect of 

IM between RT and WE, as well as TC and WE, 

respectively, to fully understand the relationship 

between various variables in the theoretical model. The 

mediating effect analysis program proposed by Hair Jr, 

et al. [41] was employed. The results show that the 

effect of workers’ trust in the task requester on work 

effort is mediated by internal motivation. 

 

6. Conclusion 

 
6.1. Theoretical contribution 

 
First, this study considers the virtual characteristics, 

regards work clarity as a supplement to the five 

characteristics of traditional work, and conducts an 

empirical test to explore its relationship with work 

effort. Under the conditions of this study, we observe a 

strong positive correlation between task clarity and 

work effort. 

Second, this study explores the relationship 

between the situational factor of crowdsourcing 

work—trust in the task requester with work effort. 

Alcover & Topa [42] argue that a shortcomings of 

traditional job characteristic model lies in its neglect of 

social and situational characteristics of work. This 

study observes that workers’ trust in the task requester 

has a positive correlation with work effort under the 

conditions of this study. Moreover, this study finds the 

internal influencing mechanism of trust in the task 

requester on work effort. Therefore, this study 

supplement and expand of the job characteristic model. 

Third, as observed by Hackman & Oldham [15] 

and Zheng, et al [26], under the conditions of this study 

we observe a strong positive relationship between task 

autonomy, task feedback and internal motivation. 

However, unlike studies by Hackman & Oldham [15], 

we find no relationship between skill variety, task 

identity, task significance and internal motivation 

under the conditions of this study. Therefore, this study 

is a further examination of the job characteristic model 

in the context of crowdsourcing intermediary market. 

 

6.2. Limitations and future research 

 
Firstly, this study only focuses on arbitrator 

crowdsourcing intermediary market. It is possible to 

further explore the effectiveness of the conclusions in 

other types of crowdsourcing intermediary markets. 

Second, in addition to the traditional five job 

characteristics and task clarity, other job characteristics, 

such as task complexity [26] may also have 

relationship with work effort. Therefore, future studies 

can explore the relationship of other features with work 

effort. 

Finally, although this study tentatively explores the 

effect of the work situational factor, the conclusion can 

be further extended. In addition to trust, perceived 

justice is also considered to as important [9]. Future 

research can further explore the relationship between 

perceived justice with work effort. 
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Appendix A: Questionnaire items 
 
1. Skill Variety（TV） 

1 ） How much variety is there in your job on 

crowdsourcing intermediary platform? That is, to what extent 

does the job require you to do many different things at work, 

using a variety of your skills and talents? 

2）The job on the crowdsourcing intermediary platform 

require me to use a number of complex or high-level skills. 

3）The job on the crowdsourcing intermediary platform 

is quite simple and repetitive*. 

2. Task Identity (TI) 

1) To what extent does your job on the crowdsourcing 

intermediary platform involve doing a “whole” and 

identifiable piece of work? That is, are the jobs on the 

crowdsourcing intermediary platform a complete piece of 

work that has an obvious beginning and end? Or are they 

only a small part of the overall piece of work, which is 

finished by other people or by automatic machines? 

2) The job on the crowdsourcing intermediary platform is 

arranged so that I do have the chance to do an entire piece of 

work from beginning to end.  

3) The job on the crowdsourcing intermediary platform 

provides me the chance to completely finish the pieces of 

work I begin. 

3. Task significance（TS） 

1) In general, how significant or important is your job on 

the crowdsourcing intermediary platform? That is, are the 

results of your work likely to significantly affect the lives or 

well-being of other people? 

2) This job on the crowdsourcing intermediary platform 

is one where a lot of other people can be affected by how 

well the work gets done. 

3) This job on the crowdsourcing intermediary platform 

itself are not very significant or important in the broader 

scheme of things.  

4. Task Autonomy（TA） 

1) How much autonomy is there in your job on the 

crowdsourcing intermediary platform? That is, to what extent 

does your job permit you to decide on your own how to go 

about doing the work? 

2) The job on the crowdsourcing intermediary platform 

denies me any chance to use my personal initiative or 

judgement in carrying out the work.  

3) The job on the crowdsourcing intermediary platform 

gives me considerable opportunity for independence and 

freedom to how I do the work. 

5. Task Feedback (TF) 

1)To what extent do task requesters let you know how 

well you are doing on your job? 

2) Task requesters on this job almost never give me any 

“feedback” about how well I am doing in my work.  

3) Task requesters often let me know how well they think 

I am performing the job. 

6. Task Clarity（TC） 

1) I knew exactly what to do on tasks which I am 

participating in on the crowdsourcing intermediary platform. 

2) I was not very sure how to do on tasks which I am 

participating in on the crowdsourcing intermediary platform. 

3) I knew how I was supposed to do the tasks which I am 

participating in on the crowdsourcing intermediary platform. 

4) I was not clear about how the tasks which I am 

participating in on the crowdsourcing intermediary platform 

were to be. 

7. Intrinsic Motivation (IM)  

1) Participating in the tasks on the crowdsourcing 

intermediary platform is very interesting. 

2) The process of participating in the tasks on the 

crowdsourcing intermediary platform is very pleasant. 

3) Participating in the tasks on the crowdsourcing 

intermediary platform lets me feel a sense of person 

achievement. 

4) crowdsourcing intermediary platform gives me a 

chance to do things I am good at. 

8. Trust in the task requester （RT） 

1) Task requesters on the crowdsourcing intermediary 

platform are in general dependable. 

2) Task requesters on the crowdsourcing intermediary 

platform are in general reliable. 

3) Task requesters on the crowdsourcing intermediary 

platform are in general honest. 

4) Task requesters on the crowdsourcing intermediary 

platform are in general trustworthy. 

9. Work effort (WE) 

1) I focus my attention on completing tasks which I am 

participating in on the crowdsourcing intermediary platform. 

2) I frequently think about the tasks which I am 

participating in on the crowdsourcing intermediary platform 

*. 

3) I work at my full capacity to finish the task which I am 

participating in on the crowdsourcing intermediary platform. 

4) I try hard to finish the task which I am participating in 

on the crowdsourcing intermediary platform 
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5)I put a lot of effort into completing tasks which I am 

participating in on the crowdsourcing intermediary platform. 

6) I never give up trying to finish the task which I am 

participating in on the crowdsourcing intermediary platform. 

7) I persist in overcoming obstacles to complete the task 

which I am participating in on the crowdsourcing 

intermediary platform.  

8) I am strongly committed to pursuing the goal of 

finishing the task which I am participating in on the 

crowdsourcing intermediary platform. 

Notes: * represents this item has been deleted in the data 

analysis. 
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