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ABSTRACT 

In India’s rapidly transforming employment landscape, the gig economy has emerged as a critical driver of flexible and platform-based work arrangements. Fueled 

by digital platforms such as Zomato, Swiggy, Uber, Urban Company, and Freelancer, millions of workers are now engaged in temporary, on-demand tasks rather 

than traditional, full-time employment. This study investigates the evolving talent management strategies used by organizations within the Indian gig economy and 

the challenges they face in onboarding, training, engaging, and retaining gig workers. 

The research adopts a mixed-methods approach, combining quantitative data from structured surveys with qualitative insights from interviews and focus groups 

involving gig workers and HR managers. Data was collected through both online modes (social media, LinkedIn) and direct face-to-face interactions with gig 

workers across various roles such as food delivery, ride-hailing, freelancing, and home services. The findings reveal significant gaps in performance appraisal, 

social security access, and career advancement opportunities, despite gig workers valuing flexibility and autonomy. 

This paper highlights the need for agile and tech-driven HR frameworks, transparent performance systems, and inclusive policy mechanisms. It emphasizes the 

critical role of training, worker representation, and digital tools in managing a dispersed and independent workforce. The study offers valuable insights for 

policymakers, platform companies, and labor advocates seeking to design sustainable and equitable gig work ecosystems tailored to India's socio-economic realities. 

Keywords: Gig Economy, Talent Management, Digital Platforms, Workforce Inclusion, HR Strategy, Indian Labor Market, Flexible Employment, Social 
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1. Introduction 

The gig economy has emerged as a transformative force in the global labor market, reshaping how work is structured, performed, and managed. In India, 

this evolution is particularly significant due to the country's large, youthful workforce, growing digital infrastructure, and increasing demand for flexible 

employment opportunities. Gig work—characterized by short-term, task-based, and platform-mediated engagements—has expanded across sectors such 

as food delivery, ride-hailing, logistics, and freelancing. Platforms like Zomato, Swiggy, Blinkit, Urban Company, Uber, and Upwork are at the forefront 

of this shift, offering income opportunities to millions outside of the traditional employment framework. 

While gig work offers flexibility and access to immediate earnings, it also raises complex human resource management challenges. Most gig workers 

operate in a regulatory grey area—neither classified as formal employees with benefits nor as entirely independent entrepreneurs. As a result, talent 

management practices such as structured onboarding, performance evaluation, training, career progression, and worker support are either minimal or 

absent altogether. The decentralized, tech-driven nature of gig work often leads to algorithmic control, lack of feedback mechanisms, and low worker 

satisfaction. 

In this context, effective talent management becomes critical—not only for worker well-being and retention but also for platform sustainability and 

service quality. This research aims to explore how talent is currently managed in India's gig economy, what strategies are being employed by leading 

platforms, and what challenges persist from the perspectives of both workers and employers. By integrating primary survey data, interview insights, and 

secondary literature, the study offers a comprehensive view of the gaps and opportunities in gig workforce management. It also provides evidence-based 

recommendations for building a more inclusive, ethical, and future-ready gig ecosystem in India. 

2. Review of Literature 

The literature on the Indian gig economy highlights the transformative shift in employment structures caused by digital platforms. Unlike traditional full-

time jobs, gig work is characterized by short-term contracts, algorithm-driven task allocation, and minimal legal protections. Researchers have explored 

these developments through the lens of flexibility, income security, and human resource practices. 

http://www.ijrpr.com/
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2.1 Evolution of Gig Work in India 

Gig work in India gained momentum in the early 2010s with the rise of platforms like Ola, Uber, Swiggy, and Upwork. NITI Aayog (2022) reports that 

over 7.7 million workers were part of the gig economy in 2021, projected to reach 23.5 million by 2030. While gig jobs offer flexibility and quick income, 

they lack long-term stability, benefits, and legal protections. 

2.2 Talent Management in the Gig Economy 

Traditional HR systems are often not designed to manage non-permanent, tech-enabled workers. Scholars like Srivastava (2020) and Aggarwal & Kapoor 

(2021) argue that gig workers require different engagement models—focusing on autonomy, digital communication, performance feedback, and 

upskilling. However, many platforms fail to provide structured onboarding or clear career paths, resulting in high attrition. 

2.3 Digital Platforms and Algorithmic Management 

The role of algorithmic management in gig work has received growing attention. Studies by Sharma & Bhatia (2021) and Wood et al. (2019) highlight 

the efficiency of digital task distribution, but also raise concerns about opaque evaluation systems, performance-related bias, and lack of grievance 

mechanisms. These systems often replace human supervision with ratings and app-based metrics. 

2.4 Policy and Global Practices 

India's Code on Social Security (2020) is a step toward formal recognition of gig workers. However, Bhowmick (2022) and Rao & Das (2022) argue that 

implementation remains weak. In contrast, countries like the UK and Indonesia have begun extending labor protections to gig workers (Khanna & Jain, 

2023), suggesting a policy roadmap India could consider. 

2.5 Research Gaps 

Despite rising interest, there is limited empirical research on HR practices specifically tailored for India’s gig sector. Most existing studies focus on 

income patterns and legal challenges, but there is a need for deeper insights into onboarding, training, retention strategies, and gig worker satisfaction—

especially among youth and women in the platform economy. 

3. Research Methodology 

The research methodology outlines the systematic approach adopted to investigate the talent management practices and challenges within India’s growing 

gig economy. This study aims to explore how platforms manage gig workers in sectors such as food delivery, transportation, freelancing, and logistics, 

with particular focus on recruitment, onboarding, performance management, and worker satisfaction. 

3.1 Research Design 

This study employed a descriptive and exploratory research design, suitable for understanding and analyzing current HR practices, workforce 

behaviors, and operational challenges in gig-based work. A mixed-methods approach was used, integrating both qualitative and quantitative techniques 

to ensure robust data collection and comprehensive insight into the workforce experience. The study followed a positivist paradigm, favoring structured 

data collection, objectivity, and statistical rigor while also incorporating interpretive insights through interviews and focus groups. 

3.2 Target Population and Sample 

The target population consisted of active gig workers across various platforms such as Swiggy, Zomato, Blinkit, Rapido, Uber, Upwork, and Urban 

Company. The participants ranged in age from 18 to 40, representing a mix of youth-driven digital freelancers and task-based platform workers. The 

study also included HR professionals and team leaders from these platforms to capture managerial perspectives. 

A non-probability purposive sampling technique was used, allowing the researcher to intentionally target relevant respondents with direct gig work 

experience. In total, 120 gig workers and 15 HR managers/executives were surveyed or interviewed. While this method limits generalizability, it 

ensured a focused, context-specific understanding of the research topic. 

3.3 Data Collection Tools 

Data collection was carried out through two primary methods: 
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• Structured Questionnaire: Distributed both online (via Google Forms, LinkedIn, WhatsApp, and Telegram) and through face-to-face 

interactions in high-activity gig zones. The questionnaire included multiple-choice and Likert-scale items covering worker demographics, 

onboarding, performance feedback, income stability, benefits, and satisfaction. 

• Semi-structured Interviews: Conducted with HR professionals and team leaders to understand platform-level practices, technology 

integration, and future planning related to gig talent management. 

The tools were based on validated constructs in workforce studies and tailored to the unique characteristics of gig employment. 

3.4 Data Analysis Tools 

Quantitative data was analyzed using Microsoft Excel and SPSS (Statistical Package for the Social Sciences). Descriptive statistics (frequencies, 

percentages, mean scores) and cross-tabulations were applied to identify trends, gaps, and relationships. Thematic analysis was used for qualitative 

responses, with interview data categorized into key themes such as onboarding practices, worker motivation, performance challenges, and policy 

awareness. 

Charts and graphs were developed in Excel to visually support the interpretation of results. 

3.5 Ethical Considerations 

All ethical protocols were strictly followed. Participation was voluntary, and all respondents provided informed consent. Data confidentiality was ensured 

by anonymizing responses and avoiding the collection of personal identifiers. The research was conducted solely for academic purposes and in adherence 

to the ethical guidelines provided by Galgotias University. 

3.6 Methodological Limitations 

While the study provides valuable insights, it is subject to certain limitations. The non-random sampling method may reduce the representativeness of 

the findings, and the sample size, while diverse, remains limited. Furthermore, self-reported data may be influenced by social desirability or recall bias. 

Future research should aim for larger samples, cross-regional comparisons, and incorporate probabilistic sampling to enhance generalizability. 

4. Data Analysis and Interpretation 

This section summarizes the key findings from both primary (surveys and interviews) and secondary (reports and literature) sources to assess talent 

management practices in the Indian gig economy. 

4.1 Primary Data Highlights (N = 400) 

• Demographics: 87% male workers, majority aged 26–35. Most work in delivery (38%) and ride-hailing (26%). 

• Training: 74% received only app-based training; just 12% had in-person training. 

• Performance Evaluation: 66% assessed via customer ratings; only 7% had supervisor feedback. 

• Benefits: 52% received no benefits beyond pay-per-task; only 19% had health coverage. 

• Satisfaction: Flexibility rated high (4.2/5), while income stability (2.1/5) and career growth (1.8/5) scored low. 

• Key Worker Feedback: Lack of grievance mechanisms, fear of arbitrary app deactivation, and unclear career paths. 

4.2 Secondary Data Summary 

• NITI Aayog (2022): Gig workers projected to reach 23.5 million by 2030. 

• Fairwork Report (2023): No Indian platform scored above 6/10 on fairness metrics. 

• Industry Reports (Deloitte, BCG): Platforms prioritize customer satisfaction over workforce development. 

4.3 International Comparison 

India lags behind countries like the UK and Indonesia in offering gig workers social protection, training, and HR support. Freelancers in other nations 

benefit from pension schemes, integrated HR practices, and formalized grievance redressal systems. 
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4.4 Interview Insights 

• HR Managers emphasized the need for long-term retention strategies beyond incentives. 

• Gig Workers reported instability, app-based surveillance, and lack of recognition. 

4.5 Key Themes (Cross-Analysis) 

Theme Finding 

Training Mostly digital, insufficient 

Benefits Lacking social security 

Satisfaction Low income & job security 

Grievance Redressal Nearly non-existent 

Career Growth Very limited opportunities 

The gig economy in India enables short-term earning opportunities but lacks formal talent management practices. Workers operate in a "gray zone"—

neither fully employed nor independent. There is an urgent need for standardized onboarding, social protections, structured HR involvement, and better 

communication systems. 

5. Conclusion 

This study aimed to examine the talent management practices and associated challenges within the rapidly growing gig economy in India. Using a 

combination of surveys, interviews, and secondary data analysis, the research explored how companies onboard, train, engage, evaluate, and support gig 

workers across various platforms. The findings offer valuable insights into the realities of platform-based work and the evolving expectations of India's 

gig workforce. 

5.1 Summary of Key Findings 

The study found that while gig work offers flexibility and accessibility, it lacks structure in core HR areas such as onboarding, training, and worker 

development. A majority of gig workers received only minimal or app-based training, with 74% indicating a lack of proper guidance. Performance 

evaluations were mostly customer-driven (66%) or algorithm-based (24%), creating stress and unpredictability in job stability. 

Only 19% of respondents received any form of health or accidental insurance, while over half received no benefits at all beyond per-task compensation. 

While flexibility rated highly among gig workers (4.2/5), other factors such as income stability, recognition, and career growth rated poorly. Interviews 

and focus groups further revealed dissatisfaction regarding the absence of grievance redressal systems and a sense of being “neither employee nor 

entrepreneur.” 

Secondary data supported these findings, showing that India lags behind countries like the UK and Indonesia in gig worker protections. Reports by NITI 

Aayog, Fairwork India, and Deloitte emphasized the absence of formal talent development strategies and structured HR involvement in Indian gig 

platforms. 

5.2 Contribution to Theory and Practice 

Theoretically, the study contributes to labor economics and human resource management literature by highlighting the emergence of a new labor 

category—platform workers—who do not fit neatly into traditional employment classifications. It supports theories around algorithmic management and 

informal labor dynamics, especially in developing economies. 

Practically, the research provides actionable insights for platform-based businesses. It stresses the need for structured onboarding, transparent performance 

metrics, periodic skilling programs, and grievance redressal mechanisms. It also suggests integrating digital HR tools to improve communication, track 

performance more fairly, and boost retention. Policymakers can use these insights to frame guidelines that protect gig workers while promoting innovation 

and platform growth. 

5.3 Limitations of the Study 

This study, while comprehensive, has some limitations. The sample was restricted to selected gig workers and HR professionals, which may not capture 

the full diversity of the Indian gig economy. Most participants were sourced through convenience and purposive sampling, and the findings may not be 

fully generalizable to rural or non-digital gig workers. 
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Additionally, the study focused primarily on delivery, transport, freelancing, and service platforms, excluding niche sectors such as micro-consulting or 

rural gig work. The data, being mostly self-reported, may include biases or inaccuracies due to participant perception or memory. 

5.4 Directions for Future Research 

Future research can expand the sample to include more geographic diversity and a wider variety of gig roles, including those in rural and tier-2/3 cities. 

Longitudinal studies tracking gig workers over time can offer deeper insights into career progression and platform dependency. Incorporating qualitative 

methods such as in-depth interviews or ethnographic research would help uncover emotional and social dimensions of gig work. 

Moreover, future studies could explore the role of government policies, unionization efforts, and public-private partnerships in shaping gig workforce 

regulation and sustainability. Comparative cross-country studies could also offer global perspectives on best practices in gig talent management. 

6. Recommendations 

Based on the findings and conclusions drawn from this study, several strategic recommendations are proposed for gig economy platforms, HR 

professionals, policymakers, and technology developers. These recommendations aim to improve talent management practices and address the systemic 

gaps that currently affect gig workers' satisfaction, development, and retention in India. 

6.1. Standardize Onboarding and Training Practices 

To ensure consistency in service quality and worker preparedness: 

• Develop structured onboarding programs that go beyond app tutorials and include task demonstrations, safety guidelines, and customer 

interaction tips. 

• Offer blended learning options—videos, quizzes, and in-person orientation—for diverse literacy levels. 

• Regularly update training materials to reflect platform updates and evolving customer expectations. 

• Provide refresher sessions or certifications linked to worker performance and incentives. 

6.2. Implement Transparent and Fair Performance Evaluation Systems 

To reduce stress and build trust in the system: 

• Balance algorithmic tracking with periodic human evaluations and feedback sessions. 

• Make rating systems transparent—clearly explain how ratings affect task allocation or earnings. 

• Create appeal mechanisms for gig workers to contest unfair ratings or penalties. 

• Recognize consistent performers with badges, bonuses, or platform-level recognition. 

6.3. Introduce Social Security and Benefit Schemes 

To promote worker well-being and long-term retention: 

• Collaborate with insurers and the government to offer health, accident, and life coverage. 

• Allow gig workers to voluntarily opt into Provident Fund (PF) or pension schemes. 

• Introduce loyalty programs or wellness benefits for long-term workers. 

• Promote financial literacy to help workers manage irregular incomes. 

6.4. Strengthen Worker Voice and Grievance Redressal Mechanisms 

To enhance accountability and reduce alienation: 

• Establish dedicated helplines or in-app chat systems for resolving disputes. 

• Form worker councils or digital feedback panels that regularly communicate with HR teams. 

• Share periodic reports with workers outlining improvements made based on their feedback. 

• Train managers and support staff in empathetic communication and worker relations. 



International Journal of Research Publication and Reviews, Vol 6, Issue 6, pp 5445-5451 June 2025                                     5450 

 

 

6.5. Foster Career Pathways and Upskilling Opportunities 

To turn gig work into a sustainable income model: 

• Offer digital micro-courses or platform-funded certifications in soft skills, financial management, or domain-specific knowledge. 

• Create tiered roles or pathways for experienced workers (e.g., mentor, team lead, verifier). 

• Partner with government skilling initiatives or edtech platforms for subsidized training. 

• Highlight internal success stories to inspire and motivate the gig workforce. 

6.6. Integrate Human-Centered Technology in HR Functions 

To make technology an enabler rather than a barrier: 

• Invest in mobile-friendly HR dashboards for gig workers to track earnings, feedback, and learning. 

• Use AI ethically—to recommend work matches based on worker preferences, not just availability. 

• Deploy sentiment analysis or social listening to monitor worker morale. 

• Incorporate gamified elements to encourage training, feedback, and participation. 

6.7. Align Platform Policies with Evolving Legal Frameworks 

To ensure compliance and reduce worker exploitation: 

• Adopt proactive measures in line with India’s Code on Social Security, 2020. 

• Clearly communicate contract terms, earning models, and rights to workers. 

• Keep documentation simple and multilingual for easier accessibility. 

• Collaborate with policymakers and labor experts to shape sustainable gig policies. 
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