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ABSTRACT 

This study explores the strategic architecture of Talent Acquisition (TA) within Galactic 

Medical System Limited at Krishnagiri, a leading-edge medical manufacturing organization. 

Medical device manufacturing demands high precision, multi-disciplinary engineering 

expertise, and stringent compliance with international regulatory standards (e.g., ISO 13485, 

FDA 21 CFR Part 820). Through a quantitative audit of 1,200 applications and a specialized 

survey of 100 industrial stakeholders, this paper analyzes process friction points, pipeline 

constraints, and early retention dynamics. The findings indicate that while internal networks 

and employee referrals act as high-synergy filters yielding 35% of premium hires, severe 

operational bottlenecks persist during technical lab testing (accounting for 42% of candidate 

dropouts) and internal coordination loops, extending Time-to-Fill beyond competitive market 

thresholds. Furthermore, a post-hire psychological contract fracture results in a 42% early 

attrition rate within the first 90 days due to discrepancies between recruitment narratives and 

functional plant realities. This research outlines strategic frameworks for re-engineering 

selection rubrics, establishing niche academic pipelines, deploying contextual resume-parsing 

technologies, and integrating stratified skill-premium compensation models to safeguard 

long-term corporate growth. 

 

KEYWORDS: Talent Acquisition, Medical Device Manufacturing, Selection Friction, Early 

Attrition, Strategic Human Resource Management (SHRM). 

 

1. INTRODUCTION 

The medical manufacturing industry serves as a crucial backbone of global healthcare, 
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bridging the gap between clinical scientific breakthroughs and functional diagnostic, surgical, 

and therapeutic hardware. Unlike general commercial manufacturing, this specialized sector 

functions within an ecosystem defined by extreme technical tolerances, high capital 

investment, and rigorous regulatory oversight from bodies like the United States Food and 

Drug Administration (FDA) and the European Medicines Agency (EMA). Consequently, the 

human asset landscape requires a sophisticated convergence of cross-disciplinary talents, 

including biomedical engineers, software programmers, material scientists, and regulatory 

experts. 

As automation, robotic diagnostics, and artificial intelligence increasingly integrate into 

healthcare hardware, traditional reactive recruitment mechanisms have proven thoroughly 

insufficient. Within high-precision ecosystems like Galactic Medical System Limited, talent 

acquisition directly determines operational safety, compliance stability, and product quality. 

A single unqualified placement or a prolonged vacancy in a core quality assurance or 

engineering node can result in production line shutdowns, severe financial penalties, or 

catastrophic product recall risks that compromise patient safety. 

Galactic Medical System Limited, located at Krishnagiri, Tamil Nadu, operates as an 

advanced private sector manufacturer specializing in medical equipment, including high-

complexity healthcare hardware, orthopedic components, and anti-pollution protective 

devices. Functioning in an expanding Indian healthcare sector—projected to reach an 

evaluation of ₹8.6 trillion—the firm relies heavily on immediate innovation and short time-

to-market cycles. This demands a highly agile, strategically aligned workforce. This paper 

provides an empirical evaluation of the technical hiring lifecycle at Galactic Medical System, 

targeting process bottlenecks, candidate drop-out mechanisms, recruitment technology 

architecture, and early-stage turnover mitigation. 

 

2. LITERATURE REVIEW 

2.1 Strategic Human Resource Management (SHRM) Alignment 

Strategic Human Resource Management (SHRM) asserts that human capital architectures 

must align dynamically with overarching corporate goals. Rooted in the Resource-Based 

View (RBV) of the firm, an organization's internal talent pool functions as a sustainable 

competitive advantage if it remains valuable, rare, inimitable, and embedded within robust 

operational configurations. In specialized fields, human capital should shift from traditional 

administrative transaction structures to long-term proactive pipeline configurations, ensuring 

multi-year research and engineering timelines are structurally insulated against regional skill 
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shortages. 

 

2.2 Employer Branding and Value Propositions (EVP) 

Employer branding comprises the intentional management of external applicant perceptions 

and internal stakeholder engagement. A well-defined Employer Value Proposition (EVP) 

directly affects recruitment efficiency by significantly lowering individual Cost-per-Hire and 

reducing early-stage turnover. Within medical engineering domains, premium technical 

specialists prioritize access to advanced technical platforms, sustainable R&D funding, 

structured professional pathways, and a purpose-driven corporate mission where corporate 

outputs directly preserve human life. 

2.3 Selection Friction and Funnel Bottlenecks 

Process friction emerges when administrative inefficiencies or departmental misalignments 

disrupt the onboarding loop. Common friction points include delayed feedback cycles, multi-

layered scheduling conflicts, and ambiguous evaluation standards. When technical hiring 

windows expand extensively, highly qualified candidates frequently disengage, accepting 

concurrent offers from more responsive, agile market competitors, leaving slower firms with 

unfilled positions and escalating overhead costs. 

 

3. RESEARCH METHODOLOGY 

This research utilizes a mixed-method descriptive research design, synthesizing historical 

enterprise data with real-time stakeholder evaluations. The study covers a multi-quarter 

operational assessment window tracking the trajectory of 1,200 unique job applications 

across three primary operating segments: Advanced Robotics R&D, Quality Assurance & 

Regulatory Compliance, and Precision Factory Assembly Operations. 

Primary quantitative and qualitative data was obtained from multiple distinct internal sources: 

an automated operational extraction of metrics from the corporate Enterprise Resource 

Planning (ERP) and Applicant Tracking System (ATS) databases, digital experience 

questionnaires collected from 150 active applicants, exit feedback forms from 85 early-

resigned employees, and semi-structured interviews conducted with 12 engineering plant 

heads and 6 corporate talent acquisition specialists. Purposive and stratified random 

sampling approaches were systematically deployed to guarantee rigorous, cross-functional 

representation across varied operational shifts and skill specializations. 
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4. DATA ANALYSIS AND INTERPRETATIONS 

The empirical dataset compiled from 100 active primary stakeholder survey responses 

provides distinct clarity regarding the current talent acquisition framework. A comprehensive 

sequential analysis of the core operational indicators is provided below. 

 

Table 1: Strategic Sourcing Channel Yield and Allocation Matrix. 

Sourcing Channel Option Frequencies (f) Percentage Share (%) 

Internal Job Postings / Employee Referrals 35 35.0% 

Premium Job Portals (LinkedIn, Naukri, Indeed) 28 28.0% 

Niche Campus Placements (Engineering & Bio-Med) 22 22.0% 

External Staffing Agencies & Consultants 15 15.0% 

 

Interpretation: Internal candidate channels generate the largest share (35%), indicating that 

existing technical personnel are highly effective at evaluating external talent against strict 

local compliance expectations before formal submission. Digital portals provide wide reach 

(28%) but introduce extensive resume noise, whereas niche campus drives (22%) deliver 

basic talent but require substantial training investments to reach functional capability. 

 

Table 2: Operational Time-to-Hire Velocities for Technical Positions. 

Timeframe Intervals Frequencies (f) Percentage Share (%) 

Less than 30 Days 12 12.0% 

30 to 45 Days 48 48.0% 

46 to 60 Days 30 30.0% 

More than 60 Days 10 10.0% 

 

Interpretation: The statistical mode sits inside the 30-45 day window (48%), matching 

baseline industrial averages. However, a combined 40% of positions require more than 45 

days, exposing the organization to significant operational risk, structural line vacancies, and 

competitive poaching during extended background and screening phases. 

 

Table 3: Candidate Drop-Out Allocation Across Selection Framework Stages. 

Selection Framework Phase Frequencies (f) Percentage Share (%) 

Initial HR Screening 15 15.0% 

Technical Assessment / Practical Lab Testing 42 42.0% 

Final Panel Interview with Plant Heads 28 28.0% 

Medical / Background Screening & Offer Stage 15 15.0% 

 

Interpretation: A severe funnel bottleneck is evident at the Technical Lab Testing stage 

(42%). This indicates that the initial HR screens are poorly calibrated to evaluate practical 

technical competence, forcing technical departments to absorb massive administrative 
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burdens filtering out mismatched profiles. 

 

Table 4: Analysis of Primary Drivers behind Offer Rejections. 

Core Rejection Drivers Frequencies (f) Percentage Share (%) 

Higher Compensation Offer from Market Competitors 40 40.0% 

Location Inconvenience / Lack of Flexible Commute 25 25.0% 

Rigid On-site Work Policy (No Hybrid Flexibility) 20 20.0% 

Negative Reviews Regarding Plant Work Culture 15 15.0% 

 

Interpretation: Financial considerations dominate offer rejections (40%), revealing that 

standard market pricing models fail against aggressive counteroffers for specialized skills. 

Geographic constraints and rigid on-site attendance policies account for a combined 45%, 

presenting a structural challenge given the physical nature of cleanroom operations. 

 

5. DISCUSSION AND STRATEGIC FINDINGS 

The research identifies distinct structural contradictions between corporate human resource 

frameworks and operational manufacturing needs. Key findings indicate: 

1. Technological Deficits: Approximately 50% of stakeholders state that internal tracking 

structures rely on basic keyword matching, while 35% manage screenings completely 

manually. This partial automation creates systemic screening errors, filtering out highly 

capable specialists who lack exact resume wording while overwhelming staff with 

administrative tracking backlogs. 

2. Onboarding Contract Fracture: A substantial 42% of post-hire resignations take place 

within the initial 90-day window. This high turnover is driven by a stark mismatch between 

idealized recruitment descriptions and the rigid physical realities of medical manufacturing 

plant environments (such as cleanroom gowning and intensive shift patterns). 

3. Departmental Calibration Gaps: A combined 40% of hiring managers express direct 

dissatisfaction with HR-supplied talent pools, forcing technical personnel to manually filter 

profiles, which leads to extensive scheduling conflicts and recruitment delays. 

 

6. STRATEGIC RECOMMENDATIONS 

To address these operational vulnerabilities, Galactic Medical System Limited should 

implement the following targeted structural interventions: 

1. Mandated Joint Intake Sessions: Eliminate generic hiring practices by enforcing 

mandatory calibration sessions between HR recruiters and Technical Plant Heads before 

opening any specialized position. Technical requirements must be mapped onto clear 
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evaluation rubrics, minimizing downstream lab test failures. 

2. Contextual Technology Upgrades: Move away from basic keyword-matching software 

to an enterprise-grade ATS built on advanced contextual parsing algorithms. Additionally, 

integrate automated, real-time scheduling modules linked directly to panel calendars to lower 

Time-to-Fill below the critical 45-day threshold. 

3. Mandatory Realistic Job Previews (RJP): Reduce early-stage attrition by embedding 

mandatory production floor walkthroughs into final selection loops. Requiring candidates to 

witness cleanroom protocols and physical pacing firsthand ensures sustainable alignment and 

reduces premature turnover. 

4. Niche Academic Partnerships: Shift recruitment focus away from general engineering 

institutions toward targeted academies providing specialized training in biomedical 

instrumentation and ISO compliance, utilizing co-op internships to generate immediate post-

hire productivity. 

5. Stratified Skill-Premium Compensation: Deploy a tiered salary framework separating 

core market baselines from technical specialization premiums (e.g., automated robotics 

expertise or verified quality auditing certifications), neutralizing competitor counteroffers for 

scarce technical skills. 

 

7. CONCLUSION 

The empirical analysis of talent acquisition at Galactic Medical System Limited highlights 

that while regional network-driven sourcing remains robust, the downstream recruitment 

pipeline faces significant constraints from outdated technological frameworks, internal 

alignment gaps, and post-hire mismatch shocks. By shifting human resource operations from 

an administrative reactive posture into an optimized, data-driven, and strategically integrated 

pipeline architecture, the enterprise can successfully compress hiring cycles, eliminate costly 

selection friction, and secure the highly skilled technical assets required to sustain corporate 

expansion in a competitive biomedical manufacturing market. 
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