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Government agencies
Managed health care providers

24 key products under patent, 2020—-2033 expirations
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Denise perceives Delta as both a provider of travel services and a potential employer although her competitive
frames for those two choices are distinct. A strong EVP addresses the employment competitive frame by zeroing
in on drivers of employment choice while remaining harmonious and loyal to the product brand.
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Under-utilized
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What is it?

Producing too much or too
soon

Errors, mistakes, poor
quality, missed
expectations

Holding more inventory
(material and information)
than required

Processing more than
required —
misunderstanding customer
requirements

Movement of items more
than required within or
between processes

Unbalanced process
resulting in employees,
customers, etc., waiting

Movement of people that
does not add value

Employees not leveraged
to their own potential

Generic Examples Talent Acquisition Examples

Information sent automatically even when not required
Processing items before they are required by the next
person in the process

Incorrect data entry
Incorrect name printed on a credit card
Surgical errors

Excess promotional material sent to the market
Overstocked medicines in a hospital
More servers than required

Too much paperwork for a mortgage loan

Same data required in number of places in a form
Follow-ups and costs associated with coordination
Too many approvals

Movement of files and documents to and from locations
Excessive e-mail attachments
Multiple hand-offs

Customers waiting to be served by a contact center
Queue in a grocery store
System downtime

Looking for data and information

Looking for surgical instruments

Movement of people to and from filing, fax and copy
machines

Limited authority and responsibility
Misuse of potential, resistance to change
Person assigned to wrong job

Extraneous reports distributed
Requiring candidates to complete lengthy on-line
applications during the initial apply process

Incorrect requisition data entered
Inaccurate job postings
Incorrect offer letters sent out

Uncoordinated sourcing efforts
Simultaneous internal/external candidate search
Designed but unused talent programs (referral, etc.)

Numerous approvals required for requisitions
Excessive number of interviews or interviewers
Additional approvals required prior to offers made

Assembling and mailing paper documents (rather
than digital)

Printing, collating, storing of physical folders for
closed requisitions

Candidates waiting at different stages of process
Managers waiting

Recruiters waiting

Bringing candidates on-site multiple times
Checking eligibility information on internal candidates
Follow-up with background vendors

Unclear roles, hand-offs in the hiring process
Recruiters screening for requirements that could be
gathered via the ATS

Process differences driven by hiring manager
preferences
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