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Abstract
The gig economy is blooming up the job market, and more people want to join in. This study aims to understand what gig workers face and expect, and to check if current talent management methods work well in this new setup. A questionnaire was prepared for the purpose of survey and surveyed 135 gig workers in Mangalore asking about their work experiences and how companies handle talent management. The results show that good talent management can help in the retention of gig workers. The study suggests the companies to better manage their gig workforce. It also points out that retaining gig workers require a very good talent management strategy. This work calls for more research to grasp how this new job trend affects India, to tackle new problems, and to find ways to make the most of it while avoiding pitfalls.
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1. INTRODUCTION
There is a new trend what is coming in the job market known as the gig workers, these are contract based workers. This new trend, which includes self-employment, freelancing, and short-term contracts, brings both chances and problems. It gives temporary jobs to millions of workers, but it also raises worries about job security and worker rights. The gig economy, which has its roots in early 1900s jazz culture, has expanded a lot with new tech covering both manual and office jobs in cities and villages. While it offers flexibility and the potential to earn more, it also brings up issues about fair pay and protecting workers. As other countries make rules to handle gig workers, India is also taking action, though current changes don't tackle what the gig economy can do. This shift to a new way of working means we need to look again at old ways of managing talent to better suit gig workers' needs and wants, and to focus on keeping them happy, committed, and doing good work in this changing job scene.
The Gig economy hereby refers to work which is contractual, short term, freelance or project based and is non – conventional. This model comprises delivery couriers, ride share drivers, contract based employees, project based employees and freelancer in industries. Thanks to advancement in technology, shift in economic status and the new generation workers’ unrest for independence, working with Gig comes with benefits and has the possibility of enhancing the quality of life between the work. But this also means such matters as irregular earnings, the absence of stability in work, and poor prospects for skill enhancement. Keeping experience of freelancers good and making them long – term satisfied and productive, it is crucial to solve the problem with support platform, legislation and management. Talent management as a concept is an essential component of organizational effectiveness and efficiency of contemporary organisations including attracting, developing, retaining and maintaining employee competencies. Some of the activities include managing of workforce planning, staff training and development, managing performance and work environment. Talent management enables organisation to realise and address their objectives, turnover and diversity and inclusion for success. With such market conditions’ changes and intensification of competition, strategic management of talents is crucial to retain the gig workers.

2. Literature review:
(Debgupta & Bhatttacharyya, 2024), This research is on the gig economy, a new form of employment where people work on short-term contracts or assignments. It is a world in which the conventional model of the employee-employer relationship is shifting and where organisations are challenged by talent management. The paper examines the shifts in the use of technology in the management of these independent contractors by the HR departments and the call for new approaches to this new type of workforce. It implies that traditional practices of HR management are not suitable for the gig economy and that technology can help HR departments to address this issue. The purpose of the research is to identify the best practices for managing gig workers and to discover how technology can be used in order to develop an effective strategy for HR departments in the context of the changing nature of work.
(Sudharshini & Mary, 2024), This research aims at identifying the relationship between talent management practices and employee turnover in Selangor’s IT sector. Its primary purpose is to determine the best practices for talent management for increasing employees’ engagement and retention. Through literature review, data collection from various organizations, and surveys, researchers aim at identifying the effects of various approaches to talent management on engagement. The aim is to offer recommendations to organisations on how they can establish a stable workforce. The research focuses on talent management in the IT industry and its impact on the workplace environment that results in high employee engagement and turnover.
(Dubey & Diksha, 2023), The research is concerned with talent management in the context of the gig economy. It looks at the difficulties and possibilities of operating with a contingent labour force through the use of a poll of gig workers as well as business leaders. The study assesses the opportunities and threats of the current practices and discusses how organisations can tap into the gig talent pool. Important conclusions are related to the flexibility, communication, and skills as the crucial factors for success within this environment. The study also focuses on the use of technology in the administration of the gig workforce. Finally, it seeks to offer insights that both firms and gig workers can use in order to understand this new world of work.


3. Research design
3.1 Problem statement
The gig economy is quickly growing, and more people are choosing to work in a freelance, contract, or temporary basis through digital platforms. Nevertheless, frequent changes in the availability of gig workers can be a major issue for companies that rely on this type of workers. It is therefore important to identify and comprehend the factors that determine the retention of gig workers to enable talent management. This study helps us to  understand how the talent management practices are associated with the gig worker retention from the employee’s perspective. Therefore, the purpose of this research is to understand the aspects of talent management that influence gig worker retention and offer recommendations for improvement to organisations to improve their practices and better retain their gig workforce.
3.2 Objectives
1) To evaluate the relationship between Talent management strategies and retention of Gig workers
2) To assess the predicting power of talent management strategies on retention
3) To analyse the influence of demographic factors on retention of Gig workers

3.3 Research Methodology 
The present study has been done considering Mangalore region and employees working in Gig economy. A sample size of 135 has been taken up for the study and the questionnaire has been used as a primary methodology.  
3.3.1 Variables:
Independent variables
Demographic factors, Talent management strategies
Dependent Variable:
 Gig worker retention
3.3.2 Model Diagram
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3.3.3 Statistical Tool

	Sl. No.
	Objectives
	Statistical tool

	1.
	To evaluate the relationship between Talent management strategy and retention of Gig workers
	Correlation Analysis

	2.
	To assess the predicting power of talent management strategy on retention

	Regression Analysis

	3
	To analyse the influence of demographic factor on retention of Gig workers
	Chi Square 
ANOVA




3.3.4 Hypothesis

H1: There is a significant relationship between Talent management strategy and Gig worker retention
H1: Talent management strategy is a significant predictor of retention of Gig workers
H1: Age has a significant influence on Retention of Gig workers
H1: Gender has a significant influence on Retention of Gig workers
H1: Educational level has a significant influence on retention of Gig workers
4. Test and Interpretation
4.1 Correlation
Test and interpretation
[image: ]
The correlation test was conducted for the variable’s talent management and gig worker retention. The Pearson correlation value was 0.974, showing a very high positive correlation between the two variables. The p value of correlation equals to 0. 000 which is lower than the accepted level of significance level at 0. 05. Pearson correlation of 0.974 and p value of 0. 000 which is less than 0. 05 suggests that Talent management strategies play a very big role in the determination of the rates of retention of gig workers. With this strong evidence we reject the null (H0) hypothesis and accept the alternative (H1), which states, that talent management strategies play a very big role in the determination of the rates of retention of gig workers.
4.2 Regression 
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From the above regression table, the standardised coefficient (Beta) of 0. 974 indicates that the talent management and gig worker retention have a very high positive correlation in addition, the p value (sig. lvl) is 0. 000 which is less than 0. 05 which point to the fact that the research findings are highly significant statistically. The t value is high as 49 and the p value being less than 0.05, it shows that talent management strategies have a strong positive effect on the retention of gig workers. The importance of talent management in the context of the retention of gig workers is also supported by a high Beta value which shows that improved talent management procedure will result in higher rates of retention of gig workers. With this significant evidence we can reject the null hypothesis H0, and accept the alternative hypothesis H1
4.3 Chi Square test
(1) For the influence of age on gig worker retention
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The chi-square test shows relationship between retention of gig worker and their age. The Pearson chi-square value have 218. 511 with 55 degree of freedom the test statistic is highly significant. The p value of 0. 000 which is less than 0. The observed p value was at 0. 000 is additionally endorsed by the likelihood ratio estimated chi-square value of 202. 030 for which calculated p value is 0. 000 which also shows that the probability is high that for gig workers, age has a positive effect on their retention. By so doing, we have sufficient reasons to reject the null (H0) hypothesis and to accept the alternative (H1) hypothesis. Which affirms that retention of gig workers’ highly depended on the age. 
(2) For the influence of gender on gig worker retention
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The chi-square test indicates about how gender effects gig worker’s retention rate. The correlation between gig worker retention and gender is statistically significant with the p value 0.000 which is less than 0.05. This result is further supported by Pearson chi-square value of 46.639 with 11 degree of freedom, likelihood ratio of 55.596 and the p value of 0.000 furthermore, significant link between the variable is shown by the p value of linear-by-linear association test of 0.017.all the test p value is less than 0.05 hence we reject the null (H0) hypothesis and accept alternative(H1) hypothesis which states gender significantly affects gig worker retention.

(3) For the influence of education on gig worker retention
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The chi-square test results show that there is an association between gig worker retention and education level. Pearson’s chi-square was equal to (119.873) while likelihood ratio was (120.285), both with 33 degree of freedom and p value 0.000 which shows strong relationship between demographic variable and gig worker retention. Given these results we reject H0 hypothesis and accept H1 hypothesis which asserts that education level has a big impact on gig worker retention.
5. Findings
5.1 Correlation
H0: There is no significant relationship between Talent management strategy and Gig worker retention
H1: There is a significant relationship between Talent management strategy and Gig worker retention

Here the p value is 0.000 which is lesser than 0.05 we reject the null (H0) hypothesis and accept alternative (H1) hypothesis. 
Therefore, there is a significant relationship between Talent management strategy and Gig worker retention

5.2 Regression
H0: Talent management strategy is not a significant predictor of the retention of gig workers.
H1 Talent management strategy is a significant predictor of the retention of gig workers.
Here the p value is 0.000 which is lesser than 0.05 we reject the null (H0) hypothesis and accept alternative (H1) hypothesis. Therefore, Talent management strategy is a significant predictor of the retention of gig workers.
Talent Management = 0.974* Gig worker retention + 0.013



Beta value is 0.974 which means, 
1 unit of change in Talent management leads to 97% change in Retention of Gig workers
 5.3 Chi-square 

1. Demographic factor: Age
Dependent Variable: Gig worker retention
H0: Age does not have a significant influence on Retention of Gig workers
H1: Age has a significant influence on Retention of Gig workers
Here the p value is 0.000, since the p value is less than 0.05, we reject the null (H0) hypothesis and accept alternative (H1) hypothesis.
Therefore, age has a significant influence on Retention of Gig workers.
2. Demographic factor: Gender
Dependent Variable: Gig worker retention
H0: Gender does not have a significant influence on Retention of Gig workers
H1: Gender has a significant influence on Retention of Gig workers
Here the p value is 0.000, since the p value is less than 0.05, we reject the null (H0) hypothesis and accept alternative (H1) hypothesis.
Therefore, gender has a significant influence on Retention of Gig workers.
3. Demographic factor: Education
Dependent Variable: Gig worker retention
H0: Educational level does not have a significant influence on retention of Gig workers
H1: Educational level has a significant influence on retention of Gig workers
Here the p value is 0.000, since the p value is less than 0.05, we reject the null (H0) hypothesis and accept alternative (H1) hypothesis.
Therefore, education has a significant influence on Retention of Gig workers.
6. CONCLUSION
According to the findings of this study, competitive composition, clear communication, consistent feedback, growth opportunities, flexibility in work options and recognition of their contributions are needed for a company to keep its gig employees. Also, it's crucial to build a positive workplace, give workers the right tools and resources, and respond to what each person needs and likes. This increases the worker’s satisfaction and long – term retention. This research shows that how companies manage talent, along with the talent management strategies, workers' age, gender, and education play a big role in gig workers retention. 
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