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Abstract — This research looks at the recruiting pipeline and attrition issues of Shadowfax Pvt. Ltd., a renowned logistics firm
in India. The study uses a descriptive research approach utilizing questionnaires, interviews, and secondary data to examine
how recruiting procedures impact employee turnover. The findings show that irregular recruiting methods, low technology use,
and high attrition among delivery partners have a major influence on productivity and costs. The study indicates that
standardizing recruiting, improving retention techniques, and utilizing HR analytics may improve workforce stability and

organizational growth.
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I. INTRODUCTION

One of the most important resources for organizational
success in the cutthroat corporate world of today is talent.
Although strategy, innovation, and technology are
important, it is the labour that converts these factors into
quantifiable results. As a result, companies in all sectors
now prioritize managing hiring and retention procedures
effectively.

The labour-intensive nature of the logistics and supply
chain industry, its dependence on delivery networks, and
the quick-commerce and e-commerce platforms' explosive
growth provide significant difficulties. Businesses in this
industry have to continually draw in frontline employees
and qualified professionals while tackling high employee
turnover rates that cause disruptions and raise expenses.
One of the fastest-growing logistics firms in India,
Shadowfax Pvt. Ltd., is a prime example of these
difficulties. Since its founding in 2015, the business has
grown quickly, catering to a wide range of customers in the
retail, food delivery, e-commerce, and healthcare sectors.
Although its crowdsourced delivery strategy has increased
operational flexibility, it has also raised worries about
attrition, particularly among frontline employees and
freelance workers. A recurrent cycle of recruiting and
training is created when workers depart in search of greater
compensation, a better work-life balance, or possibilities
for professional advancement.

Investigating Shadowfax Pvt. Ltd.'s hiring process and
examining the causes of employee attrition are the goals of
this research. The study identifies operational
inefficiencies as well as strategic areas for development by
examining the connection between recruiting procedures
and retention results. The ultimate goal is to make practical
recommendations that can improve worker stability, lower
attrition, and increase employee happiness in Shadowfax's
fast-paced corporate environment.

Il. LITERATURE REVIEW

Recruitment and attrition are central themes in human
resource management, influencing workforce stability and
organizational performance. Recruitment is not only about
filling vacancies but also about attracting candidates who
align with organizational culture and long-term goals
(Barber, 1998; Breaugh, 2008).

The adoption of digital tools and Al has further
transformed hiring processes, improving speed and reach
(Chapman & Webster, 2003). Attrition, on the other hand,
disrupts productivity and raises costs. Studies show that
employees often leave due to inadequate compensation,
lack of career growth, poor work-life balance, or weak
organizational culture (Hom & Griffeth, 1995; Mitchell et
al., 2001). Social Exchange Theory explains this behaviour
by linking employee commitment to perceived
organizational support. Research also highlights the
interconnectedness of recruitment and attrition. Companies
with weak recruitment pipelines face higher turnover due
to poor job fit, while high attrition forces repeated hiring
cycles, creating inefficiencies (Hausknecht & Trevor,
2011). In logistics and gig-based industries, these
challenges are amplified as employees often exit quickly
for better pay or flexible opportunities (Kuhn & Maleki,
2017). This review indicates that while recruitment and
attrition have been studied extensively, sector-specific
insights—especially in logistics—remain limited. The
present study contributes by examining how Shadowfax
Pvt. Ltd. manages this dual challenge.

I11. RESEARCH METHODOLOGY

This study adopts a descriptive research design to examine
recruitment and attrition challenges at Shadowfax Pvt. Ltd.
Both primary data (collected through surveys and
interviews with employees and HR professionals) and
secondary data (corporate records, reports, and existing
literature) were used. A purposive sampling method was
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applied to ensure responses from individuals directly
involved in hiring and retention. Data analysis combined
basic statistical tools (percentages, ratios, and charts) with
qualitative content analysis to interpret employee
perceptions and HR practices. This approach enables a
comprehensive understanding of how recruitment practices
influence attrition and provides insights into strategies for
improving workforce stability at Shadowfax.

IV. RESULTS AND DISCUSSION

The study found that Shadowfax has a partially structured
recruitment pipeline, with most positions filled within 15—
30 days, though delays often increase workload.
Technology, such as ATS and Al tools, is used moderately
but not uniformly, reducing overall efficiency. Attrition
emerged as a major challenge, with most departments
reporting rates between 10-20%, while some exceeded
20%. The primary reasons included better salary offers,
lack of career growth, and work-life balance issues. High
attrition directly impacted productivity, increased training
costs, and disrupted service quality. Overall, employees
rated recruitment effectiveness as moderate, suggesting
that while hiring processes function, they lack consistency
and excellence. These findings align with past studies that
highlight the strong link between recruitment quality and
employee retention, especially in logistics and gig-based
industries.

V. CONCLUSION

This study demonstrates a substantial relationship between
Shadowfax Pvt. Ltd.'s recruitment tactics and employee
attrition. The findings reveal that, while the organization
has built a recruiting strategy, it is inconsistently used
across divisions, resulting in delays and mismatches in
talent acquisition. Moderate technology adoption further
reduces efficiency, and attrition rates which are frequently
motivated by income discontent, a lack of career
advancement, and work-life balance concerns remain a big
obstacle. Attrition raises recruiting and training expenses
while also affecting staff stability, productivity, and
customer  satisfaction. Departments with organized
recruiting and speedier hiring cycles had reduced attrition
rates, demonstrating that successful recruitment is an
important driver of retention. To ensure long-term staff
stability, Shadowfax must combine recruiting and retention
methods, use innovative HR tools, and prioritize employee
engagement and career development. By doing so, the
firm may lower turnover, increase employee happiness,
and boost its position in the highly competitive logistics
industry.

Recommendations

e Standardize Recruitment Processes — Implement a
uniform recruitment framework across departments to
ensure consistency in hiring.
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Adopt Advanced HR Technology — Use Al-driven
Applicant Tracking Systems (ATS) and predictive
analytics to streamline recruitment and reduce delays.

Offer Competitive Compensation — Regularly review
salaries and benefits to remain attractive in a highly
competitive labor market.

Strengthen Career Development — Provide structured
training, reskilling, and leadership programs to reduce
turnover caused by career stagnation.

Enhance Employee Engagement — Introduce recognition
programs, wellness initiatives, and flexible work
options to boost satisfaction.

Build Employer Branding - Highlight growth
opportunities, workplace culture, and success stories
to position Shadowfax as an employer of choice.

Conduct Regular Attrition Analysis — Use HR analytics,
exit interviews, and employee surveys to track reasons
for turnover and implement corrective actions.

Limitations and Future Research

The study was limited by sample size, time constraints, and
geographic scope. Findings are specific to Shadowfax Pvt.
Ltd. and may not fully represent the logistics sector. Future
research could expand the sample size, include cross-
industry comparisons, and explore broader HR functions
such as training and performance management.
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