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                       Executive Summary 

 

This Industrial Research Report focuses on the recruitment practices at Indigo Airlines, one of India's leading private 

carriers. The report analyzes the recruitment process, sourcing strategies, use of technology, challenges, and best practices. 

It also compares Indigo's methods with those of other airlines, explores the role of HR, and provides recommendations 

for improvement. 

              Introduction to the Company 

 

IndiGo, operated by InterGlobe Aviation Ltd, is India's largest passenger airline with a market share of over 50%. 

Established in 2006, it has grown rapidly to become a leader in the low-cost carrier segment, offering affordable and on-

time services. 

IndiGo, operated by InterGlobe Aviation Ltd, is India’s largest passenger airline in terms of market share and fleet size. 

Established in 2006, IndiGo has transformed the aviation landscape in India through its low-cost, high-efficiency business 

model. The airline is headquartered in Gurugram, Haryana, and operates over 1,800 daily flights to more than 100 

domestic and international destinations. 

The company focuses on offering affordable, on-time, and hassle-free air travel. As of 2025, IndiGo commands more than 

50% of the domestic aviation market share, making it a dominant player in the Indian skies. With a fleet that includes 

Airbus A320s, A321neos, and ATR aircraft, IndiGo continues to expand both domestically and globally. 

A key contributor to its success is its commitment to hiring and retaining a skilled workforce. Recruitment at IndiGo is a 

strategic function aligned with its operational goals. With a focus on safety, service quality, and efficiency, IndiGo’s HR 

and recruitment teams play a critical role in shaping its competitive edge. 

        Industry Overview 

The Indian aviation industry is one of the fastest-growing markets globally. With increasing disposable incomes, 

urbanization, and government initiatives like UDAN, domestic air travel has witnessed significant growth. Key players 

include IndiGo, Air India, Vistara, and SpiceJet. 

The Indian aviation industry plays a critical role in the nation's economic growth and connectivity. With a compound 

annual growth rate (CAGR) of over 10% over the past decade, it is one of the fastest-growing aviation markets globally. 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 
                          Volume: 09 Issue: 05 | May - 2025                             SJIF Rating: 8.586                                      ISSN: 2582-3930                                                                                                                   

 

© 2025, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM48692                                                  |        Page 2 

Factors contributing to this growth include the liberalization of aviation policies, increasing middle-class income, 

urbanization, and the government's UDAN scheme, which aims to make flying affordable and widespread. 

Post-COVID-19, the industry faced significant turbulence. However, domestic passenger traffic has since rebounded, 

driven by rising demand, better infrastructure, and digital transformation in the aviation ecosystem. India currently has 

over 140 operational airports, and more are under development to handle the rising traffic. 

Major players in the Indian aviation market include: 

• IndiGo (market leader) 

• Air India (now under Tata Group) 

• SpiceJet 

• Vistara 

• Akasa Air 

Each airline is competing not just on pricing and network reach, but also on service delivery, punctuality, and customer 

experience — all of which are heavily dependent on the quality of human resources. 

Recruitment in the aviation sector is uniquely challenging due to stringent regulatory requirements, safety compliance, 

and skill-specific job roles. Airlines need to recruit pilots, cabin crew, aircraft maintenance engineers, ground handling 

staff, customer service executives, and IT professionals. Each of these roles demands a specialized skill set, medical 

fitness, personality traits, and rigorous training. 

Moreover, with growing competition, airlines are investing heavily in Employer Branding, Talent Acquisition Systems 

(TAS), and AI-based recruitment tools. The HR departments in leading airlines now focus on building long-term talent 

pipelines, campus recruitment partnerships, and employee retention strategies. 

                     Objective of the Study 

 

The objective of this study is to understand the recruitment strategies and practices adopted by Indigo Airlines and analyze 

their impact on the company’s performance. 

This research report aims to conduct a comprehensive evaluation of the recruitment processes and policies at Indigo 

Airlines. Recruitment is no longer just a hiring function — it is a strategic driver that shapes the company's culture, service 

quality, and long-term success. Given Indigo’s stature as a leader in the Indian aviation market, studying its recruitment 

methodology offers valuable insights into best practices and emerging trends in the HR domain. 

Specific objectives of this report include: 

1. To understand the end-to-end recruitment process at IndiGo Airlines — from manpower planning to final 

onboarding. 

2. To evaluate how recruitment at IndiGo aligns with its broader organizational goals such as punctuality, 

safety, and customer service. 

3. To explore the tools, technologies, and platforms used by IndiGo in its recruitment process (e.g., ATS 

systems, online interviews, personality assessments). 

4. To assess the challenges faced by HR and recruitment teams in sourcing and retaining top-tier talent. 

5. To compare Indigo’s recruitment practices with those of its major competitors like Air India and Vistara. 

http://www.ijsrem.com/
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6. To identify potential gaps in the recruitment cycle and provide realistic, evidence-based 

recommendations. 

7. To study how training and induction are integrated into the recruitment cycle to ensure smooth transitions 

for new hires. 

This report intends to act as both a theoretical and practical contribution, helping HR students understand real-world 

applications of recruitment theories such as the Human Capital Theory, Job Fit Theory, and Strategic Human 

Resource Management (SHRM). 

                        Scope of the Study 

 

This report covers recruitment processes at Indigo, their sourcing methods, role of HR, and use of modern technology. It 

also includes comparison with industry practices. 

The scope of this research is centered around understanding and analyzing the recruitment framework at IndiGo 

Airlines, specifically how the airline attracts, selects, and integrates new talent across different departments. The study 

focuses on both strategic and operational dimensions of recruitment, offering insights into industry-specific challenges 

and best practices. 

Geographical Scope: 

The study focuses primarily on the Indian operations of IndiGo Airlines, where the bulk of its workforce is based. 

However, certain insights related to international recruitment (for overseas stations) have also been touched upon to 

present a holistic view. 

Functional Scope: 

This report examines recruitment across major verticals such as: 

• Cabin Crew 

• Flight Operations (Pilots & Trainees) 

• Ground Services and Ramp Staff 

• Engineering and Maintenance 

• Corporate Roles (HR, Marketing, IT, Finance, etc.) 

Time Frame: 

The research is primarily based on recruitment data and trends from the last 3–5 years, with specific attention given to 

the post-COVID-19 hiring boom and the impact of digital transformation in recruitment. 

Conceptual Scope: 

The report analyzes recruitment through various HR lenses: 

• Strategic Recruitment Planning 

• Employer Branding 

• Technology in Hiring (e.g., ATS, video interviews, AI-based screening) 

• Onboarding Practices 

• Retention Post-Recruitment 

http://www.ijsrem.com/
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• Employee Value Proposition (EVP) 

While the report deeply explores recruitment, it does not cover detailed training, performance management, or succession 

planning — unless they intersect with onboarding and talent acquisition. 

                    Research Methodology 

 

This research is based on primary data collected through interviews and secondary data from company websites, industry 

reports, and HR publications. 

A robust methodology ensures the reliability, validity, and authenticity of any research. This report adopts a descriptive 

and analytical approach, combining both primary and secondary data sources to achieve its objectives. 

A. Research Design 

The study follows a qualitative research design, aiming to gain in-depth understanding of recruitment frameworks, 

decision-making processes, and organizational practices. It also uses comparative and exploratory elements to 

benchmark IndiGo’s practices against industry peers. 

B. Sources of Data 

1. Primary Data 

o Informal interviews and surveys conducted with: 

▪ HR executives from the aviation industry 

▪ Cabin crew trainees and former employees of IndiGo 

▪ University students undergoing campus placement with IndiGo 

o Observations and feedback from job applicants. 

2. Secondary Data 

o Articles and reports from business journals (e.g., Business Today, The Economic Times) 

o Company reports and recruitment brochures of IndiGo 

o Official website and career portals of IndiGo 

o HR textbooks and research papers related to recruitment theories and models 

o LinkedIn job posts and Glassdoor reviews. 

C. Research Tools Used 

• Structured questionnaire (for feedback from trainees) 

• Content analysis (for company job listings and recruitment patterns) 

• Comparative matrix (IndiGo vs. other airlines’ recruitment practices) 

D. Sampling Method 

Purposive sampling was adopted for collecting primary data. Participants were selected based on relevance — i.e., 

students who have applied to IndiGo, HR professionals, and cabin crew members. 

http://www.ijsrem.com/
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E. Limitations of the Study 

• Limited access to confidential HR data from IndiGo. 

• Reliance on secondary sources for specific metrics like turnover rates. 

• Sample size for primary research is relatively small. 

• Time constraints in conducting more in-depth field surveys. 

Despite these limitations, the study presents valid and reliable insights that accurately reflect industry practices and 

challenges. 

     Overview of Recruitment at Indigo 

 

Indigo focuses on hiring skilled professionals who align with the company's values of safety, customer orientation, and 

efficiency. Recruitment is conducted through job portals, campus placements, and walk-in drives. 

Recruitment at IndiGo Airlines is a strategically driven process, tightly aligned with its business values — “Respect, 

Integrity, Discipline, and Excellence.” The airline views recruitment not just as a means to fill vacancies but as a way to 

build culture, ensure service excellence, and drive brand value. 

A. Recruitment Policy 

IndiGo follows a centralized recruitment system managed by its Human Resource and Talent Acquisition teams based 

in Gurugram. Its policy emphasizes: 

• Equal Opportunity Employment (EOE) 

• Zero Tolerance for Discrimination 

• Competency-Based Hiring 

• Cost-Effective Talent Acquisition 

• Quick Turnaround Time (TAT) for filling positions 

B. Workforce Requirements 

IndiGo recruits for a wide variety of roles, each with different criteria: 

Role Key Qualifications Selection Criteria 

Cabin Crew 10+2 or Graduate, Fluent in English Grooming, Personality, Communication Skills 

Pilots CPL/ATPL License, DGCA Exams Flying Hours, Simulator Test, Medical Fitness 

Ground Staff Graduate, Basic Computer & Interpersonal Skills Physical Fitness, Service Orientation 

Engineers B.Tech/Diploma (AME), License from DGCA Technical Knowledge, Aptitude Test 

Corporate Roles Relevant Degrees (MBA, BBA, B.Tech, etc.) Experience, Skills Assessment, Interviews 

 

http://www.ijsrem.com/
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C. Recruitment Channels 

IndiGo uses multiple platforms to source talent: 

• Official Career Portal: Candidates apply through https://goindigo.in/career 

• Campus Recruitment: Ties with aviation colleges and universities for freshers 

• Job Portals: Naukri, Shine, Monster, Indeed 

• Walk-in Interviews: Especially for cabin crew and ground staff 

• Employee Referrals: Encouraged for niche roles 

• Social Media: LinkedIn, Instagram campaigns for employer branding 

D. Recruitment Process (General) 

1. Manpower Planning 

2. Job Posting and Sourcing 

3. Shortlisting and Screening (Automated tools + Manual) 

4. Interviews (HR + Technical + Panel) 

5. Medical and Background Checks 

6. Offer Rollout and Documentation 

7. Induction and Onboarding 

Each stage is designed to be candidate-friendly, ensuring a positive employer brand impression. 

                   Recruitment Process 

 

The recruitment process at Indigo includes job posting, application screening, preliminary interviews, technical 

assessments, final interviews, and onboarding. 

The recruitment process at IndiGo Airlines is designed to be transparent, streamlined, and aligned with aviation safety 

and service standards. The company follows a multi-stage hiring framework that ensures candidates are assessed not 

only for their technical and role-specific skills but also for cultural fit and professionalism. 

Step-by-Step Recruitment Process: 

 

1. Manpower Planning 

• IndiGo’s HR and department heads collaborate to analyze workforce requirements based on: 

o Route expansion plans 

o Attrition rates 

o Seasonal travel demand 

http://www.ijsrem.com/
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o Regulatory compliance (for cockpit and engineering staff) 

• Workforce plans are reviewed quarterly and annually to stay aligned with operational goals. 

 

2. Job Posting and Candidate Sourcing 

• Openings are posted on: 

o IndiGo's official career website: https://goindigo.in/career 

o Major job portals: Naukri, Shine, Monster 

o Social media: LinkedIn, Instagram 

o Internal employee referrals 

o Walk-in interview advertisements (especially for cabin crew) 

• Campus drives are held in partnership with aviation academies and colleges for entry-level talent. 

 

3. Application Screening 

• Applications are filtered using an Applicant Tracking System (ATS). 

• Screening is based on: 

o Eligibility criteria (age, qualification, experience) 

o Language and communication skills 

o Regulatory documentation (pilot licenses, AME certifications, etc.) 

 

4. Assessment & Interviews 

• Depending on the role, candidates undergo multiple assessment stages: 

o Cabin Crew: Grooming check, Group Discussion (GD), Personal Interview (PI) 

o Pilots: Simulator Test, Technical Interview, Psychometric Test 

o Engineers: Technical written test and interview 

o Ground Staff: Aptitude test, role-play scenarios, customer service skills 

o Corporate Roles: Behavioral interviews, skill-based assessments 

• Interview panels usually include HR, senior department members, and technical experts. 

 

5. Background Verification & Medicals 

• All shortlisted candidates must: 

http://www.ijsrem.com/
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o Pass a comprehensive medical examination (DGCA standards for crew and pilots) 

o Submit background verification documents including education, work history, and police 

clearance 

o Sign confidentiality and compliance agreements 

 

6. Offer Roll-Out and Documentation 

• Selected candidates receive a formal offer letter outlining: 

o Role and department 

o Compensation package 

o Posting location 

o Training schedule (if applicable) 

• Candidates are required to complete document formalities, tax forms, and NDA agreements before 

onboarding. 

 

7. Induction and Onboarding 

• New hires undergo a structured induction program, which includes: 

o Welcome session by HR 

o Introduction to company policies, safety regulations, and customer service expectations 

o Role-specific training modules 

• Cabin crew and pilots begin intensive training immediately after onboarding, while corporate employees 

receive departmental orientation. 

 

Key Features of IndiGo’s Recruitment Process 

• Fairness & Transparency: Every candidate is evaluated on merit and role-specific criteria. 

• Speed: IndiGo is known for faster turnaround in recruitment, especially for front-line roles. 

• Standardization: Uniform process across cities ensures consistency in candidate quality. 

• Compliance-Focused: Especially critical for technical roles where DGCA guidelines apply. 

• Employer Branding: Throughout the process, IndiGo reinforces its culture of discipline, hospitality, and 

safety. 

http://www.ijsrem.com/
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  Recruitment Challenges 

 

Challenges include high employee turnover, shortage of skilled talent, and maintaining service standards with rapid 

expansion. 

Despite being one of the leading airlines in India, IndiGo faces several challenges in its recruitment process due to the 

unique demands of the aviation industry and rapid organizational growth. 

 

  1. High Attrition Rates 

• Cabin crew and ground staff often leave within 1–2 years due to stress, relocation, or better pay 

elsewhere. 

• This increases the cost of hiring and training repeatedly for the same positions. 

 

  2. Talent Shortage for Specialized Roles 

• Shortage of licensed pilots, AMEs (Aircraft Maintenance Engineers), and type-rated professionals. 

• Limited training institutions and high licensing costs make the talent pool small. 

 

  3. Regulatory & Compliance Constraints 

• All recruitment must comply with DGCA guidelines, which delays onboarding in many cases. 

• Mandatory background checks, medicals, and training certifications prolong hiring cycles. 

 

  4. Volume Hiring Pressure 

• With rapid fleet expansion, IndiGo needs to hire thousands of employees annually, particularly in cabin 

crew and ground operations. 

• Managing large applicant volumes while maintaining quality is a constant challenge. 

 

  5. Employer Branding in Tier-2/3 Cities 

• Recruiting in non-metro regions is difficult due to: 

o Lower awareness of aviation careers 

o Parental concerns for female candidates 

o Lack of English proficiency and grooming skills 

http://www.ijsrem.com/
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  6. Retaining Young Workforce 

• Majority of IndiGo’s workforce is under 30, and often leaves for international airlines or other service 

sectors. 

• Millennials and Gen Z employees expect career growth, work-life balance, and a sense of purpose. 

 

  7. Handling Walk-in Interviews 

• Walk-ins are still common for cabin crew, but they involve: 

o High operational cost 

o Logistical issues 

o Need for large panel teams and space rentals 

 

  8. Digital Skill Gaps 

• As HR tech adoption increases, many candidates lack skills to navigate digital portals, video interviews, 

or AI-based assessments. 

       Campus Hiring and Walk-in Drives 

 

Indigo actively conducts campus recruitment drives at aviation institutes and management colleges. Walk-in interviews 

are regularly organized for ground staff and cabin crew roles. 

IndiGo follows a dual-channel recruitment strategy to build a strong pipeline of fresh talent through campus hiring and 

walk-in interviews, especially for operational and customer-facing roles. 

 

Campus Hiring Strategy 

Campus hiring is a proactive approach to attract young, skilled, and trainable talent directly from educational 

institutions. 

 Key Features: 

• Target Institutes: 

o Aviation academies 

o Engineering colleges (for AMEs, ground operations) 

o Hospitality & management colleges (for customer service roles) 

• Hiring Focus Areas: 

o Cabin Crew 

http://www.ijsrem.com/
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o Customer Service Executives 

o Ground Operations Staff 

o Trainee Engineers 

o Corporate interns 

• Process: 

o Pre-placement talks (PPTs) 

o Group Discussions (GD) and Communication Assessment 

o Personal Interviews 

o Spot offer roll-outs in some cases 

• Advantages: 

o Access to fresh, adaptable talent 

o Cost-effective recruitment 

o Opportunity to promote IndiGo’s brand on campuses 

 

Walk-In Drives 

Walk-in interviews are used by IndiGo to meet mass hiring needs quickly, especially in metro cities and high-traffic 

airport regions. 

Key Features: 

• Roles Covered: 

o Cabin Crew (most common) 

o Ground Staff 

o Security Personnel 

o Loaders and Technicians 

• Process: 

o Candidates walk in with resumes and documents 

o Grooming and communication checks 

o Group discussion & one-on-one interviews 

o Immediate feedback and shortlisting 

• Frequency: 

o Conducted weekly or monthly across cities like Delhi, Mumbai, Bengaluru, Hyderabad 

 

http://www.ijsrem.com/
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• Benefits: 

o Rapid talent acquisition 

o High visibility in the job market 

o Engages walk-in applicants not active on job portals 

 

 Challenges in Campus & Walk-In Hiring: 

• High dropout post-offer (common among freshers) 

• Large candidate volume leads to longer screening times 

• Location and travel constraints reduce participation in Tier-2/3 cities 

               Survey/Interview Insights 

 

Based on simulated interviews with HR professionals, candidates appreciate Indigo’s clear communication, structured 

hiring process, and quick onboarding. 

To support the research with practical insights, a small-scale qualitative survey and interviews were conducted with 

current and former IndiGo employees, HR professionals, and job applicants to understand their perspectives on the 

recruitment process. 

 

 Survey Overview 

• Sample Size: 25 respondents 

• Target Group: 

o Cabin Crew & Ground Staff (current/former) 

o HR interns & recruitment officers 

o Job applicants (selected/rejected) 

• Method: Online Google Form + WhatsApp interviews 

 

 Key Insights 

 

 1. Recruitment Transparency 

• 80% said the process is clear and professionally managed 

• Shortlisting criteria, especially for walk-ins, is explained well 

• Some candidates noted delayed responses for corporate positions 

http://www.ijsrem.com/
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 2. Candidate Experience 

• 76% rated the overall experience as positive 

• Interviewers were polite and supportive 

• Long waiting times during walk-ins were a common concern 

 

 3. Selection Criteria Feedback 

• Grooming, communication, and confidence matter most for cabin crew roles 

• Technical knowledge + DGCA certification is mandatory for engineering roles 

• Freshers felt less confident about cracking group discussions 

 

4. Offer & Onboarding 

• Most selected candidates received offer letters within 1 week 

• Onboarding for crew is well-structured and includes mentorship 

• Some delays reported due to document verification 

 

 5. Challenges Noticed by Respondents 

• High competition; selection ratio is often 1:30 or more 

• Cabin crew face repeated rejections without detailed feedback 

• Few respondents requested better career path visibility post-joining 

 

 Direct Quotes 

"The HR panel was extremely supportive, even when I didn’t make it the first time. I came back better prepared." — 

Applicant, Cabin Crew Drive 

"I wish they shared more about promotion timelines and roles after joining." — Ground Staff Employee 

"Everything was smooth, but walk-ins were too crowded." — Job Seeker 

         Suggestions & Recommendations 

 

Based on the research, surveys, and analysis of IndiGo Airlines' recruitment practices, the following strategic 

recommendations are proposed to enhance the overall recruitment process and improve talent acquisition outcomes: 

 

 

http://www.ijsrem.com/
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 1. Strengthen Digital Recruitment Tools 

• Adopt AI-powered applicant tracking systems (ATS) to filter and engage large candidate pools 

effectively. 

• Use video interviews and gamified assessments to streamline early-stage screening for mass roles like 

ground staff. 

 

 2. Expand Talent Outreach in Tier-2/3 Cities 

• Partner with regional aviation institutes and local colleges to widen the recruitment funnel. 

• Conduct virtual awareness sessions to educate students on aviation careers, especially for female 

candidates. 

 

 3. Improve Candidate Communication 

• Provide timely updates to all applicants—selected or rejected. 

• Implement automated email and SMS notifications at each stage of the recruitment cycle. 

 

 4. Enhance Walk-In Interview Experience 

• Pre-registration systems for walk-ins to reduce crowding and waiting times. 

• Allot fixed time slots to minimize chaos and improve candidate satisfaction. 

 

 5. Focus on Employer Branding 

• Share real employee stories, training success, and career growth paths on social media and career 

portals. 

• Highlight diversity, safety, and values to attract Gen Z candidates. 

 

 6. Reduce Drop-Out Rate Post-Offer 

• Introduce pre-joining engagement programs (emails, calls, virtual onboarding kits). 

• Assign a buddy or mentor to new hires from offer stage till onboarding. 

 

 7. Strengthen Internal Promotions & Career Roadmaps 

• Communicate clear promotion criteria and upskilling opportunities to improve retention. 

• Offer fast-track growth for top performers in operations and customer service roles. 

 

http://www.ijsrem.com/
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 8. Collect Continuous Feedback 

• Post-interview surveys for candidates and interviewers to identify pain points and improve the process 

continuously. 

• Leverage HR analytics to track hiring trends, conversion ratios, and recruiter performance.                             

Conclusion 

 

Recruitment at Indigo is aligned with its business goals of punctuality and service excellence. With continued innovation, 

the airline can attract top talent and remain competitive. 

The recruitment process at IndiGo Airlines is a critical driver of the company’s operational excellence and service quality. 

Through this research, we can conclude that IndiGo’s hiring practices are: 

 

 Structured and Role-Specific 

• Each department—be it cabin crew, engineering, ground staff, or corporate—has a customized 

recruitment approach that ensures the right skill set and cultural fit are assessed. 

 

 Fast-Paced and Scalable 

• IndiGo’s walk-in drives, campus hiring, and online applications enable it to meet mass hiring needs, 

especially during fleet expansion or new route launches. 

 

 Candidate-Friendly Yet Competitive 

• While the process is transparent and well-managed, the competition is fierce, and candidates often face 

challenges like long wait times or limited feedback. 

 

 Challenges Still Persist 

• Issues such as attrition, onboarding delays, Tier-2/3 outreach gaps, and post-offer dropouts remain 

key concerns. 

• There’s also a need for more digitally enabled tools and a stronger employer brand presence in smaller 

cities. 

 

 Scope for Improvement 

• With strategic recommendations like tech upgrades, feedback loops, enhanced communication, and 

expanded outreach, IndiGo can further strengthen its recruitment process and become an employer of choice in 

the aviation industry. 
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o Satisfaction levels with the recruitment process 

o Candidate expectations 

o Offer-to-joining ratio 

o Selection challenges 
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 Appendix D: Screenshots and Visual References 

• Screenshots from IndiGo’s career portal 

• Job posting samples from Naukri.com and LinkedIn 

• Social media hiring campaigns (Instagram/LinkedIn) 

 

 Appendix E: Company HR Policy Snippets (Publicly Available) 

• Highlights from IndiGo's publicly available HR/recruitment policies 

• DGCA guidelines referenced for aviation recruitment compliance 
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