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Abstract 

This research explores the role of Kaizen in fostering a culture of 

continuous improvement within lean operations, with a particular 

focus on employee-centered approaches. By integrating the 

perspectives of workers actively involved in Kaizen initiatives, the 

study emphasizes how inclusive participation and empowerment 

drive process optimization and organizational excellence. Data was 

collected using a structured questionnaire distributed via Google 

Forms, targeting employees from various departments engaged in 

lean practices. The findings reveal that when employees are 

encouraged, trained, and recognized for their contributions, Kaizen 

becomes more effective in sustaining long-term improvements. 

Key themes emerging from the analysis include leadership 

involvement, regular training, feedback integration, and 

overcoming resistance to change. The study concludes with 

actionable recommendations for embedding employee-driven 

Kaizen practices into the organizational culture, highlighting its 



strategic value in achieving operational efficiency and continuous 

innovation. 

 
 

 

 

 

 

 

 

 

 

CHAPTER 1 

 

INTRODUCTION 

 

 

1.1 Background of the Study 

 

In today’s fast-paced and highly competitive industrial landscape, organizations are under 

constant pressure to improve operational performance, reduce inefficiencies, and deliver 

superior value to customers. In response to these demands, many companies have 

embraced lean operations—a strategic approach that seeks to optimize processes by 

eliminating waste, streamlining workflows, and focusing relentlessly on value-adding 

activities. Within this lean framework, Kaizenhas emerged as one of the most influential 

and enduring philosophies of continuous improvement. 

Originating from Japan, the term Kaizen literally translates to "change for the better" or 

"continuous improvement." Unlike large-scale reform strategies that depend on sweeping 

overhauls or expensive technological investments, Kaizen is built on the principle of 

making small, consistent improvements over time. What makes Kaizen particularly 

powerful is its inclusive and people-centered approach. It actively involves every level 



of the organization—from senior executives to shop floor workers—in identifying 

problems, suggesting solutions, and participating in improvement activities. This 

democratization of problem-solving helps build a culture of ownership, accountability, 

and pride in one’s work. 

However, while the theory of Kaizen appears straightforward, its practical 

implementation is fraught with challenges, particularly in sustaining momentum and 

embedding it into organizational culture. One of the most common issues lies in human 

error and resistance to change. Many employees, especially those who have been with 

a company for a long time, may view new improvement initiatives with skepticism. They 

might fear that their jobs are at risk, or they may simply prefer the familiarity of existing 

methods. In some cases, team members may feel that their suggestions are not taken 

seriously by management, leading to apathy or disengagement. 

Moreover, inconsistencies in leadership commitment can derail Kaizen efforts. While 

some managers enthusiastically champion continuous improvement at the beginning, they 

often lose focus over time due to shifting priorities or pressure to meet short-term targets. 

When leadership fails to walk the talk, employees quickly pick up on the disconnect, 

which erodes trust and discourages future participation. 

Another common pitfall is the lack of proper training and understanding of lean 

principles among staff. Without adequate knowledge of Kaizen tools such as the 5 Whys, 

PDCA (Plan-Do-Check-Act), or value stream mapping, employees may feel ill-equipped 

to contribute meaningfully. This gap can lead to poorly executed initiatives, misaligned 

objectives, and wasted efforts—ironically creating more inefficiency rather than reducing 

it. 

In addition, the pressure to generate immediate results can lead organizations to prioritize 

short-term fixes over the slow, methodical nature of true Kaizen. This mindset contradicts 

the very essence of continuous improvement, which is rooted in patience, discipline, and 

collective learning. 

Therefore, if organizations are to truly benefit from Kaizen, they must go beyond 

superficial implementation. They need to foster a deep cultural shift—one that not only 

encourages employee involvement but also rewards experimentation, tolerates 



mistakes, and views failures as opportunities to learn. Open communication, 

transparent decision-making, regular feedback loops, and ongoing capacity building are 

all essential components in creating a resilient Kaizen culture. 

Ultimately, cultivating a sustainable Kaizen environment is not just about improving 

processes—it’s about empowering people, aligning goals across the organization, and 

creating a shared sense of purpose. In an era where adaptability and innovation are key 

competitive advantages, organizations that can effectively embed Kaizen into their DNA 

will be far better positioned to navigate complexity, drive continuous improvement, and 

achieve long-term success. 

 

 

 

1.2 Problem Statement  

 

While Lean methodologies have gained widespread popularity across 

industries as a means to enhance operational efficiency, reduce waste, and 

improve customer value, many organizations still struggle to sustain the 

long-term benefits of these approaches. A key reason for this shortfall lies in 

the ineffective integration of Kaizen principles, particularly the failure to 

engage employees at all levels in a meaningful and consistent manner. 

Despite Kaizen's core philosophy emphasizing employee-driven incremental 

improvements, its practical application often becomes top-down, 

mechanistic, or compliance-oriented. In many organizations, continuous 

improvement is reduced to a checklist or periodic activity, rather than being 

embedded as a daily habit or mindset. This disconnect limits employee 

creativity, suppresses ownership, and weakens the very foundation of Lean 

thinking. 

One of the most critical barriers is the underutilization of employee 

potential. Frontline workers, who often have the most intimate knowledge of 

daily processes and operational pain points, are rarely empowered or 



encouraged to share their insights. This results in a massive loss of practical 

knowledge, unrealized ideas, and missed opportunities for innovation. 

Additionally, employees may fear that their suggestions could backfire, be 

ignored, or lead to more work without recognition or reward—further 

reducing participation in Kaizen initiatives. 

 

 

1.2 Research Objectives 

 

Research Objectives 

1. To explore the role of Kaizen in promoting continuous improvement within 

lean operations. 

2. To analyze the importance of employee involvement in the successful 

implementation of Kaizen. 

3. To identify the challenges and enablers in cultivating a Kaizen-driven 

culture. 

 

Additional Objectives 

4. To assess the impact of Kaizen on operational efficiency, product quality, 

and waste reduction. 

5. To examine how leadership behavior influences the sustainability of Kaizen 

initiatives. 

6. To investigate common human errors and resistance patterns that hinder 

Kaizen adoption. 

7. To evaluate the effectiveness of training and capacity-building programs in 

supporting Kaizen activities. 

8. To study the role of communication and feedback mechanisms in reinforcing 

a culture of continuous improvement. 

9. To compare Kaizen implementation across different organizational levels 

(management, supervisors, and frontline workers). 

 

1.3 Research Questions 

• How does Kaizen contribute to the goals of Lean operations? 

• What role do employees play in the success of Kaizen initiatives? 



• What organizational factors influence the adoption of a Kaizen culture? 

 

 

1.4 Significance of the Study  

This study is important for both academic and industrial purposes. Academically, it 

contributes to existing literature related to Lean and continuous improvement, especially 

by focusing on the human factor which is sometimes ignored or not considered deeply 

enough in process improvement methods. While there has been a lot of research on tools 

and systems, this study tries to highlight how employees, their motivation and 

participation, really matters. It shows that without proper involvement from employees, 

even the best Lean system can fail or not give the expected results. 

From the industry's point of view, the study provides useful insights for managers and 

organizations to know how to actually build a Kaizen culture that lasts. One that doesn’t 

just look good on paper but actually works in daily practice. Sometimes, companies try to 

use Kaizen, but employees don’t take part seriously or they don’t even understand the 

purpose due to poor communication or fear of being blamed for mistakes. These kinds of 

human errors, like lack of trust or not listening to workers, can stop improvement from 

happening. 

Also, this research can help companies know what they are doing wrong when Kaizen 

doesn’t work—like when there is no follow-up, or the leadership forgets about it after a 

few months. When people don’t feel appreciated or feel that their ideas are ignored, they 

stop participating. So, this study gives guidance on how to keep employees motivated and 

make them feel that they are a part of the improvement process, which in turn improves 

both productivity and also how satisfied employees feel in their jobs. 

In conclusion, this research is not just theoretical. It is practical and useful, especially 

because it looks at the real challenges and human mistakes that affect Lean and Kaizen in 

the real world, not just in ideal conditions. 

 

 

1.5 Structure of the Thesis 

The thesis is structured into six chapters: 



• Chapter 1 introduces the background, objectives, and significance of the study. 

• Chapter 2 provides a comprehensive review of relevant literature. 

• Chapter 3 outlines the research methodology. 

• Chapter 4 presents and analyzes the research findings. 

• Chapter 5 discusses the implications of the findings. 

• Chapter 6 concludes with recommendations and future research directions. 

 

LITERATURE REVIEW 

 

 

 

This chapter is going to review the existing literature related to Kaizen, Lean operations, 

and also employee participation or involvement in continuous improvement practices. The 

main idea here is to build a strong base for understanding how these three concepts are 

connected together and what researchers have already said about them. It also tries to 

highlight what is still missing in the current research and where more investigation is 

needed, especially in terms of real-world applications where things don’t always go as 

planned. 

Many authors and researchers have discussed Lean and Kaizen from different angles, but 

sometimes the human side, like employee emotions, resistance, or lack of motivation, is 

not discussed in detail. A lot of times, studies focus more on tools and systems, and they 

don’t go deep into how workers actually feel or react when changes are introduced. This 

study tries to focus more on that part. Because even if the system is perfect on paper, it 

might not work in practice if employees are not included properly or if they don’t 

understand the value of continuous improvement. 

Also, this chapter will try to collect ideas from previous studies and combine them in a way 

that shows a clear picture of what is already known and where confusion or contradictions 

still exist. Some studies say that Kaizen is very effective in long-term improvement, but 

others show that many companies stop using it after some time because people lose interest 



or management changes their focus. This creates a kind of gap which this study will try to 

explore more. 

In some cases, employees are not even asked for their opinions, or they give suggestions 

but nothing is done, which creates frustration and reduces their future willingness to 

contribute. These kinds of human errors—like ignoring feedback, poor communication, or 

just assuming that people will automatically engage—are often overlooked in many 

research articles. This chapter hopes to bring some attention to those areas as well. 

So, the purpose of this chapter is not just to list past studies, but to understand what they 

really mean, how they relate to each other, and what parts are still not fully clear. By doing 

this, the study can move forward with a better understanding of where it fits in the bigger 

picture of Lean and Kaizen literature. 

 

2.2 Kaizen: Philosophy and Practice  

Kaizen is not just a tool that organizations use from time to time, but it is more like a 

mindset or attitude that should be part of the organization’s culture. It focuses on making 

improvements in a continuous and step-by-step manner instead of waiting for big changes 

to happen. The idea is that small changes over time can lead to big results if everyone takes 

part in it properly. It also encourages employees to think ahead and take small actions to 

improve their work and surroundings. 

Some of the main principles of Kaizen include: 

• Making small but constant improvements 

• Involving employees in the improvement activities 

• Standardizing those practices which are found to be useful or successful 

• Reducing or removing any kind of waste from the process 

• Using visual tools like boards or signs to manage and track progress 

Kaizen works better when there is a strong support from the leadership and management 

level. If leaders are not consistent or if they don’t take Kaizen seriously after some time, 

then employees also start losing interest or feel like their efforts are not being noticed. 

That’s why it is important that there should be a proper system in place that rewards or 

at least acknowledges the efforts made by employees. Otherwise, people may feel 

unmotivated to keep participating. 



Sometimes, companies try to do Kaizen only for the sake of saying they are doing it, 

without really making it a regular part of their routine work. This makes it hard to keep the 

improvements going in the long term. Also, not all employees may understand Kaizen 

properly, especially if they don’t get training or if no one explains why it is important. 

These kinds of things can cause the whole Kaizen effort to fail, even if it had good potential. 

In conclusion, Kaizen is more than just a method—it's a cultural thing that needs time, 

practice, and everyone’s commitment to really work in a proper way. Without employee 

participation and leadership's consistent backing, it's hard for Kaizen to show its full impact 

 

 



2.3 Lean Operations: A Brief Overview  
Lean operations is a concept that has been used by many companies to 
improve how they work by removing waste and making the flow of work 
more smooth. The main goal of Lean is to increase value to the customer by 
reducing all kinds of waste (also called muda in Japanese), such as time 
delays, extra inventory, overproduction, waiting, and so on. It basically 
means doing more with less while still meeting the quality that the customer 
expects. Lean doesn’t only focus on cost, but also on speed, quality, and 
flexibility too. 
There are several tools and techniques that are commonly used in Lean 
operations. Some of them include: 

• 5S – This stands for Sort, Set in Order, Shine, Standardize, and Sustain. 
It’s about organizing the workplace to make it clean and efficient. 

• Value Stream Mapping (VSM) – A visual tool to show how value flows 
through a process and helps identify waste areas that can be improved. 

• Just-In-Time (JIT) – A production system where materials and products 
are made only when needed, to avoid excess inventory. 

• Kanban – A scheduling system that uses visual signals (like cards or 
boards) to control work-in-progress and make sure nothing gets delayed. 

• Poka-yoke – A Japanese term for mistake-proofing, this helps in 
avoiding human errors in the process by designing smart tools or steps. 
Lean is not something that happens once and then is finished. It’s a long-
term mindset that requires continuous effort and discipline. But sometimes 
companies think that just by applying the tools, they are Lean, which is not 
true because the real value comes when the people inside the company truly 
understand the philosophy and apply it properly every day. 
Kaizen works as an important part of Lean because it encourages small, 
daily improvements by the employees themselves instead of just waiting for 
big top-down changes from managers or higher levels. This bottom-up 
approach makes Lean more effective, because the people who are doing the 
work are often the best ones to know where the problems are and how to fix 
them. But in reality, many organizations ignore employee feedback or don’t 
s to 
 

 



2.4 The Role of Employees in Kaizen and Lean Systems 

Employee involvement is central to Kaizen. Employees are often the first to detect 

inefficiencies and possess practical knowledge of their work processes. Empowering 

them leads to: 

• Increased ownership of outcomes 

• Enhanced problem-solving capabilities 

• Greater job satisfaction and motivation 

Literature supports that a lack of employee involvement can lead to failed Lean 

implementations. 

 

 

 

2.5 Barriers to Kaizen Implatation 

Studies highlight several challenges: 

• Resistance to change 

• Insufficient training and support 

• Lack of time and resources 

• Poor communication 

• Absence of management commitment 

Overcoming these barriers requires a systematic approach that includes education, 

transparent communication, and leadership modeling Kaizen behaviors. 

 

 

 



2.6 Enablers of a Kaizen Culture 

Successful Kaizen cultures share these traits: 

• Strong leadership commitment 

• Continuous training and learning 

• Cross-functional collaboration 

• Clear communication channels 

• Supportive performance management systems 

 

 

2.7 Gaps in Literature 

While the benefits of Kaizen and Lean are well-documented, few studies focus on 

employee-centered approaches in fostering a Kaizen culture. There is also limited 

research on how organizations sustain such cultures in dynamic environments. 

 

2.8 Summary 

This chapter reviewed the theoretical and practical aspects of Kaizen and Lean 

operations, emphasizing the role of employees. It also highlighted the need for a 

deeper understanding of the enablers and challenges in cultivating an employee-

driven Kaizen culture. The next chapter details the methodology used to explore 

these themes. 

 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

 

 

Chapter 3: Research Methodology  



This chapter is mainly focused on explaining the methodology which was used in this 

research for studying the role of Kaizen in continuous improvement with involvement of 

employees within lean operational environment. It describes the steps that was taken to 

do the research, like what kind of design was used, what was the overall approach, how 

the data was collected and also the way the data was analysed. These steps was important 

to make sure the research gives proper and useful result. 

The chapter also includes details about the sampling method that was used to select 

participants and how the participants were contacted or chosen. The research design helps 

in making the study structured and gives a clear plan to follow, so that the research does 

not go off-topic or become confusing later. This part is important because without a good 

design, the study might not give good outcome or may face problem in validation. 

In this study, both qualitative and quantitative data were considered to give a full 

understanding, though more focus was on collecting opinions and views of the employees 

regarding how Kaizen helps or doesn’t help in improving the processes in the company. 

Some questionnaires were distributed, and some interviews were also taken to get in-

depth answers. The data that was collected is then analysed using methods which will be 

explained later in this chapter. 

Also, ethical considerations was kept in mind while collecting the data, like keeping 

identity of respondents private and making sure no one was forced to answer. The chapter 

aims to give enough explanation of how the study was carried out so that it can be repeated 

again if needed and also to show that the findings are reliable. 

In conclusion, this methodology chapter explains all the steps and procedures which was 

followed for conducting the research and getting the data required to understand how 

Kaizen actually works in real organizations, specially focusing on how employees take 

part in it and what problems they face sometimes. 

 

 

3.2 Research Design 

This research is based on a qualitative research design because the study is trying to 

understand the deeper experiences and views of employees about how Kaizen is being 



used in real work settings. Qualitative method is more suitable for this kind of research 

because it helps in exploring not just the facts, but also the feelings, challenges and 

behaviors of people who are actually involved in the process. Quantitative research was 

not considered because it mostly focuses on numbers and this study is more focused on 

human side of Kaizen, like how people take part in it or what stops them from 

participating properly. 

A case study method is used in this research to get detailed information from selected 

organizations. The case study approach helps in focusing on a specific group or company 

where Kaizen and Lean practices are being applied, so that the researcher can learn 

exactly how things are done there. By focusing on selected manufacturing companies that 

already uses Lean operations, it gives a real-life context to observe the role of Kaizen and 

also to see how much employees are involved in it on a daily basis. 

This design also allows the researcher to compare between what is expected from Kaizen 

theory and what is actually happening in practice. Sometimes there is a big gap between 

what companies say they do and what is really happening at ground level. So, through 

this method, we can get more honest and rich information about how Kaizen is 

implemented, what kind of problems are faced, and what things actually help the system 

to succeed. 

Another reason for choosing case study design is because it is flexible. The researcher 

can use different data collection tools like interviews, observations, and document 

analysis, all together, which makes the research more reliable and complete. Since the 

research is not trying to make general claims for all industries, but only wants to 

understand the situation in a few cases deeply, this design is more appropriate. 

In short, this research design helps to focus on understanding the people, process, and 

culture inside organizations where Kaizen is used, rather than just measuring success 

through numbers or charts. It gives the opportunity to see the real picture, including the 

struggles and human errors which are often not visible in reports or top-level 

documentation. 

 

 

 

3.3 Research Approach 

An interpretivist paradigm underpins the study, focusing on understanding the subjective 

meanings and interpretations of employees regarding Kaizen practices. This approach is 

suitable for exploring complex social processes like continuous improvement and 

organizational culture. 



 

3.4 Data Collection Methods 

Primary data was collected through: 

• Semi-structured interviews with employees, supervisors, and managers 

• Focus group discussions with Kaizen teams 

• On-site observations of Kaizen events and practices 

Secondary data sources included: 

• Company documents (Kaizen reports, training materials, internal newsletters) 

• Literature and industry reports on Lean and Kaizen 

 

 

 

 

this secondary data supports the primary research findings by situating them within 

broader industry trends and theoretical perspectives. 

 

• 3.5 Sampling Technique 
Purposive sampling was used to select participants who are actively involved in 

Kaizen activities within their organizations. The sample included: 
 
 
 

     10 frontline employees 
     5 supervisors/team leaders 
     3 middle managers 
 
 
3.6 Data Analysis 
 
Thematic analysis was conducted to identify recurring patterns and themes from the 

data. The analysis process involved: 

• Transcribing interviews and discussions 

• Coding and categorizing responses 

• Interpreting themes in light of the research questions 
 
 
 
 

3.7 Ethical Considerations 
Ethical approval was obtained prior to data collection. Participants were informed of the 
study's purpose and provided consent. Anonymity and confidentiality were maintained 
throughout the research. 
 
 



 
3.8 Limitations of the Study 

• The study is limited to a small number of manufacturing firms and may not 
represent all sectors 

• Subjectivity in qualitative research may introduce bias. 

• Time constraints limited the observation period. 
3.9 Summary  
 
In this chapter, the methodology that was used in the study was discussed in 
detail. It included things like the qualitative research design and also the case 
study approach, which was chosen because it gives more deep and practical 
understanding of the situation inside real manufacturing organizations where 
Kaizen is being practiced. The chapter also talked about the ways in which data 
was collected, including interviews and some written documents, and how the 
participants was selected using a sampling method that fits the research. 
The analysis techniques which was used to understand the data were also 
explained in this part. These techniques helped in identifying the main themes and 
patterns that came out from the data that was collected from different sources. 
Also, the chapter tried to make sure ethical issues were not ignored, like keeping 
participant details private and taking permission before asking questions. These 
things are important so the research remains fair and respectful. 
The chapter also mentioned some limitations that was faced during the study. For 
example, the time was limited, and not all employees were available for 
interviews, which may affect how general the findings are. Still, the researcher 
tried to make the best possible understanding with the data that was available. 
Overall, this chapter gave a complete overview of how the research was planned 
and carried out. The next chapter will now focus on showing the actual findings 
that came out from the research process, based on the collected data and analysis. 
 

 
 

Chapter 4: Findings and Analysis 
 

4.1 Introduction  

This chapter is mainly focused on presenting the main findings that was 

collected during the research process. These findings are based on the data 

collected from employees and managers who are directly or indirectly 

involved in Kaizen activities within Lean-based organizations. The 

information collected was analyzed and grouped into main themes which 

came out again and again during the interviews and observations. These 



themes represent not just the formal processes but also the real-life 

experiences, feelings, and opinions of the people working inside the 

companies. 

The chapter aims to show how Kaizen is actually being applied and 

practiced in the day-to-day work and what kind of outcomes or challenges 

are being faced by the people who are a part of it. It helps to understand 

what parts of Kaizen are really working and which areas might need more 

support or improvement. This is important because sometimes there is a big 

difference between what the management says and what the employees are 

actually experiencing. 

Also, the findings are not just about the good things. Some negative points 

or issues also came up, like when employees feel left out or when 

management don’t follow up properly on Kaizen ideas. These parts are also 

shown in this chapter because they are also part of the reality and help to 

give a more complete picture. 

Each section in this chapter is arranged according to a particular theme, so it 

is easier to follow and understand what was discovered. Some of the key 

themes include employee participation, leadership support, training and 

awareness, motivation factors, communication gaps, and sustainability of 

Kaizen practices over time. 

In short, this chapter is about what was found out during the research in the 

real world and it sets the stage for the discussion in the next chapter, where 

the findings will be connected with the literature review and theory. 

.2 Theme 1:  

Employee Perception of Kaizen  

During the interviews and other data collected, one of the most common 
theme that appeared was how employees actually think and feel about 
Kaizen in their day-to-day work. Many employees shared that they have a 
basic understanding that Kaizen is all about making things better in a step-
by-step manner, and not about doing big changes all at once. Most of them 
said that Kaizen is for improving small problems in their work areas which 
builds up to better efficiency in the long run. 



However, it was also found that not everyone had a positive opinion in the 
beginning. Some of them viewed Kaizen as something that would give them 
extra responsibilities or extra workload, especially when they already had 
pressure from daily targets. One participant said, "At first I thought Kaizen 
was just more work for us, but then when some of our ideas got accepted 
and we saw the results, it started making more sense." 

Through regular communication by team leaders and seeing visible 
improvements happening from small changes, many employees changed 
their perception. They felt more connected to the process when their ideas 
were heard and when management showed interest in what workers are 
saying. A few of the key observations from participants were: 

• Increased Awareness of Waste: After being part of Kaizen activities, 
employees said they became more aware of small kinds of waste that 
they used to ignore earlier, like extra motion, waiting time, or unused 
materials. This awareness helped them in thinking more critically 
about their own tasks. 

• Motivation Due to Recognition of Ideas: A lot of employees 
mentioned they feel motivated when their ideas are not just collected 
but actually used. When supervisors give recognition or 
appreciation—even something small—it encouraged them to 
participate more in the future Kaizen events. 

• Better Teamwork and Communication: In several departments, 
workers shared that Kaizen helped in opening up communication 
across shifts or between different roles. People started talking more 
during team huddles, and problems were discussed more openly 
instead of blaming. 

Still, not all perceptions were positive. A few employees felt that sometimes 
their ideas were not taken seriously, or that only the same people’s 
suggestions are picked again and again. Others mentioned that Kaizen 
meetings feel rushed or are done just for the sake of formality. 

So, while the overall perception of Kaizen became more positive over time, 
it was clear that the success depended a lot on how management engaged 
with the staff, and whether feedback actually led to actions. The way Kaizen 
is introduced and followed up can make a big difference in how people view 
it on the floor. 

 



 

 

 

 

 

 

4.3 Theme 2: Leadership Support and Engagement  

One of the other main theme that came out from the data was the role of 
leadership in making Kaizen efforts successful. It was seen clearly that when 
leaders, like managers and supervisors, took active part in Kaizen activities, 
then employees also became more active and willing to participate. 
Leadership wasn’t just about telling people what to do, but also about being 
involved, listening, and showing interest in improvement at the ground level. 

Many participants said that when their leaders actually joined the Kaizen 
events or improvement discussions, it created a different kind of energy in 
the team. It gave employees the feeling that their ideas really mattered and 
were being taken seriously. One worker said, "When our supervisor joined 
the Kaizen activity and helped rearrange our station, we felt like it’s not just 
talk anymore." 

Below are some of the main findings from participants that shows how 
leadership affected Kaizen efforts: 

• Managers Led by Example: In companies where Kaizen worked 
well, the managers did not stay back in their offices but came to the 
floor and actually joined the problem-solving or improvement 
discussions. This hands-on attitude made employees more confident 
to raise their concerns and suggestions. 

• Open-Door Policies Encouraged Feedback: Some respondents 
shared that their leaders kept an open-door policy, where workers 
could come in and discuss any issue or idea freely. This type of 
leadership helped create a culture where communication was open and 
no one was afraid to speak up, even if the idea was small or not fully 
perfect. 



• Lack of Leadership Support Affected Morale: On the other hand, 
in places where management did not show much interest or only 
pretended to support Kaizen, the enthusiasm of employees went 
down. Some workers mentioned that they gave suggestions but no 
action was taken, and eventually they stopped trying. In such 
environments, Kaizen was seen as a formality rather than something 
meaningful. 

In some cases, leaders were supportive but didn't provide enough resources 
or time for proper Kaizen implementation, which also became a problem. 
Employees then felt stuck between wanting to improve but not having the 
support to actually do it. 

Overall, the findings make it clear that leadership support was not just 
helpful but essential in making Kaizen a working culture. Where leaders 
engaged sincerely, the improvement efforts were more alive. Where they did 
not, Kaizen lost its momentum and people started taking it less seriously. 

 

 

4.4 Theme 3: Training and Capacity Building 

 

Training was recognized as a significant enabler of effective Kaizen 
implementation. Employees who received structured training 
demonstrated higher engagement. Notable observations: 

 

• Periodic training enhanced problem-solving abilities 

 

• Peer mentoring was valued by newer employees 

 

• Gaps in training led to inconsistent application 

 

 

 

 

4.5 Theme 4: Challenges to Sustaining Kaizen 

 



Despite early successes, maintaining momentum was a common 
challenge. Participants reported: 

• Time constraints due to production pressures 

 

• Inadequate follow-up on suggested improvements 

 

• Resistance from older employees accustomed to legacy systems 

 

 

 

 

 

 

 

4.6 Theme 5: Tangible Outcomes of Kaizen Implementation  

During the interviews, many of the participants mentioned that Kaizen had not just changed the 
way they work but also created real improvements that they could actually see and feel in their 
daily routines. These were not just theoretical changes, but visible and measurable outcomes that 
showed that Kaizen was working. Several employees talked about how workstations became 
more organized, how processes became faster, and how unnecessary steps were reduced. These 
changes didn’t just help production but also made their work less stressful. 

One of the biggest improvement mentioned was reduced machine downtime. Workers shared 
that after applying Kaizen ideas, they could identify recurring problems with certain machines 
and take preventive steps earlier. In one case, a team came up with a small checklist for operators 
to follow before starting the shift, which reduced the number of stoppages during the day. A 
technician said, “Before Kaizen, we used to wait for maintenance. Now we try small fixes first 
and that saves time.” 

Another outcome was that workflows became more streamlined, and a lot of motion waste 
(like unnecessary walking or reaching) was removed. Some employees reported that they 
reorganized their tools and materials using 5S techniques, and that saved time and effort. As one 
operator put it, “I don’t waste time looking for tools anymore, everything is in place now.” 

Employee morale also increased as a result of these small but noticeable changes. Workers said 
they felt more connected to the process because their ideas were used to improve the workplace. 
When they saw that management was taking their suggestions seriously and even implementing 
them, it created a sense of pride and ownership. 

In addition to the qualitative responses, quantitative indicators taken from internal documents 
(shared by the case organizations) also confirmed that Kaizen was making a real difference. Key 
performance indicators (KPIs) like defect rates, cycle time, and throughput improved over the 



months after Kaizen activities were carried out. In one company, the number of defects per 
thousand units dropped by almost 30% after continuous improvement ideas were applied in a 
packaging line. 

However, it should be mentioned that not all outcomes were fully positive or consistent. A few 
employees felt that some Kaizen suggestions were done only “on paper,” and actual results were 
hard to measure sometimes. Also, in places where follow-up was weak, the improvements didn’t 
last long. 

In conclusion, this theme clearly showed that Kaizen has the potential to deliver real, visible 
outcomes if it is implemented properly and followed up over time. Both the human feedback and 
the internal performance data supported the idea that Kaizen, when taken seriously, brings 
benefits not only in operations but also in employee engagement and satisfaction. 

 

 

 

4.7 Summary  

This chapter showed the major findings that came out from the research, which were mainly 
gathered through interviews and internal documents analysis. It was clear from what employees 
and managers said that Kaizen can really make a difference if it is applied in a proper and serious 
way. The findings showed that not only were there process-level improvements like less machine 
downtime and smoother workflows, but also human-level benefits like better teamwork, 
motivation, and people feeling more valued at work. 

One important thing that kept coming up again and again was that leadership plays a big role in 
whether Kaizen becomes just another task or actually turns into a part of the work culture. When 
leaders participated and supported their teams, Kaizen became more meaningful for the workers. 
On the other side, when leaders didn’t follow up or only pretended to care, people started losing 
interest and the improvement culture began to fade. 

Another key point was that even if Kaizen shows results in the short term, keeping those 
improvements going is not always easy. Without regular training, proper communication, and 
systems to track progress, things can easily go back to the old ways. Some employees said they 
had good experiences in the beginning, but then later the interest disappeared because nothing 
changed for a while. 

Also, the findings revealed that employees are more likely to engage when they see that their 
inputs are taken seriously and not ignored. Recognition, even if it’s small, made a big difference 
in their motivation levels. 

To sum it all up, Kaizen has real potential to help organizations become more efficient and make 
employees more engaged, but only if it’s done with consistency and support from all levels. The 
next chapter will now take these findings and compare them to what past research and literature 
has said, to see how this study adds to the broader understanding of Kaizen in Lean environments. 

 

CHAPTER 5  : DISCUSSION  



 

5.1 Introduction  

This chapter is aimed to discuss and make sense of the findings presented in 

Chapter 4 by connecting them with the existing literature that was reviewed in the 

earlier parts of the study. The purpose is not just to repeat what was already found 

but to look deeper into what those results actually mean in a broader academic and 

practical context. In other words, this chapter tries to answer the question: what do 

the findings tell us about how Kaizen works in real workplaces, and how does that 

match or go against what other researchers have said? 

It is also important to try and understand how these findings can be useful not only 

for academics but also for managers and practitioners who are trying to make Lean 

and Kaizen work in their organizations. Some of the results confirmed what 

previous research has already said, like the importance of leadership and employee 

involvement. But there were also some areas where the findings added something 

new, like how people’s perception of Kaizen changes over time, or how certain 

barriers can block progress even when the company wants improvement. 

This chapter will be divided into different parts based on the key themes from the 

findings, and each section will look at what the literature says about that theme and 

how this study supports or adds to that knowledge. Also, where the findings go 

against what is commonly believed or expected, that will also be discussed. 

So, overall, the goal here is to give a more thoughtful analysis of the results and 

connect them back to the theories and ideas already out there in Lean operations, 

Kaizen, and continuous improvement research. The chapter will also reflect on what 

all of this means for the future — for both researchers and companies looking to 

improve. 

 

5.2 Integration of Kaizen and Employee Engagement  

The findings of this study strongly support the idea that Kaizen only works properly when it is 

not treated like a separate task, but when it is actually mixed into the daily way employees do 

their work. This supports what Imai (1986) originally said, that Kaizen is not just about 

techniques, but about changing mindset and habits across the organization. The data collected in 

this study clearly showed that employees became more active and involved when they saw that 

their voices were being heard and their suggestions were not ignored. 

Also, as Liker (2004) explained in his Toyota Way model, employees at the frontline level are 

one of the most important sources of practical, on-the-ground improvement ideas. The results in 

this research reaffirm that point. In many cases, the people who were doing the jobs every day 



were the ones who noticed small problems or ways to make things easier and faster. When 

Kaizen was applied properly, employees were not just told what to improve, but were actually 

given space to suggest what they think needed improvement. 

Another interesting finding was how the perception of Kaizen changed over time. At first, some 

employees didn’t see Kaizen as a helpful thing—they thought it was more work or just another 

management trend. But after some of their ideas got implemented and even recognized by 

supervisors, their attitude became more positive. This kind of emotional and mental shift suggests 

that psychological ownership plays an important role in Kaizen success. When people feel like 

the improvement is their idea, they are more likely to support it and take care of it over time. 

It was also noted that even small forms of recognition, like a public thank you or displaying 

successful ideas on boards, had a big effect on morale and motivation. Some participants said 

they started looking for more things to improve simply because their earlier efforts were noticed. 

So, employee engagement is not just about asking for suggestions but also about making sure 

those suggestions are appreciated and followed through. 

To sum up, this section of the findings aligns closely with earlier literature but also adds more 

practical insight into how engagement can evolve. It is not automatic—it requires effort, 

encouragement, and recognition to make employees feel part of the improvement journey. 

 

 

 

 

 

 

 

 

 

 

 

 

 



5.3 Role of Leadership in Fostering a Kaizen Culture 

The study clearly showed that leadership plays a very big role in whether or not a Kaizen culture 

is successfully created and kept going in the long term. This finding agrees with what other 

researchers like Bessant and Caffyn (1997) already said before—that it’s not just about the 

technical tools or improvement systems, but also about whether leaders are actually showing real 

commitment to continuous improvement. 

In many of the interviews, employees said that when their managers or team leaders were actively 

involved in Kaizen activities, like attending events or reviewing suggestions personally, it made 

them feel more motivated and serious about improvement. One employee mentioned, “When the 

supervisor actually joins the brainstorming, you feel like your ideas really matter.” This shows 

that visible support from leadership is not just symbolic, but it directly impacts how much 

employees want to participate. 

On the other side, in places where leaders didn’t show interest or just pushed Kaizen as another 

task, employees started feeling less interested. Some even said they stopped giving suggestions 

because nothing ever came out of them. This points out that without proper leadership 

engagement, Kaizen can easily become a “tick-the-box” exercise rather than a real cultural 

change. 

Also, leadership was important not just at the top levels, but also in the middle layers. Team leads 

and supervisors acted like bridges between higher management and shop-floor workers. If those 

people were supportive, Kaizen ideas flowed better, but when they were missing or passive, the 

whole process became slow or stuck. So leadership commitment has to be present at all levels, 

not just the top. 

Another aspect is that leaders who practiced “leading by example” had more influence. When 

they took part in 5S activities or followed through on improvement actions themselves, 

employees were more likely to trust the process and join in. This supports the idea that leadership 

in Kaizen is not just about giving orders but being involved in the actual work too. 

In conclusion, the findings add to the literature by confirming that leadership is a critical enabler 

of Kaizen culture. But they also add practical insight into how leadership behavior, 

communication, and follow-up actions affect the motivation and trust of employees in the 

improvement process 

 

 

 

 

 

 



 

 

 

 

 

 

5.4 Training as an Enabler of Continuous Improvement 

Training came out as one of the most important things in making Kaizen actually work. Many 

employees mentioned that without proper training, they didn’t really know what Kaizen was 

supposed to be or how to apply it in their daily work. Some even said they thought it was just 

another quality control tool, which shows that understanding the philosophy behind Kaizen 

requires more than just a one-time explanation. This shows that training is not just about skills—

it’s also about shaping mindset and behavior. 

The research found that when employees received regular and structured training sessions, they 

felt more confident and were more likely to participate in improvement activities. The training 

helped them to understand key lean tools and concepts like 5S, value stream mapping, and how to 

identify waste in a real way. This aligns well with what Liker and Meier (2006) pointed out, that 

continuous and structured learning is essential for developing lean maturity across different 

departments and roles. 

However, the study also revealed some gaps in how training was provided. In some cases, only a 

few employees were trained, and they were expected to pass the knowledge informally to others, 

which often caused inconsistency and confusion. One participant mentioned, “We were told to 

use the Kaizen board, but no one actually showed us what to do.”This kind of uneven 

implementation reduced the effectiveness of the Kaizen process and led to frustration for some 

team members. 

Moreover, the absence of follow-up training or refresher sessions meant that even those who had 

once received training forgot or misunderstood parts of the Kaizen process over time. This further 

supports the need for a continuous learning system, rather than treating training as a one-time 

activity. It was clear that without reinforcement, the Kaizen mindset would slowly fade. 

Some employees also noted that training improved communication and gave them a common 

language to talk about problems. When people understand the same concepts and terms, 

collaboration becomes easier, and problem-solving becomes more effective. This kind of shared 

understanding contributes to a stronger improvement culture over time. 

In summary, training played a key role in both understanding and sustaining Kaizen practices. It 

helped people know what to do and why they were doing it. But for training to be effective, it 



must be ongoing, inclusive, and practical—not just theoretical or limited to a few staff. The 

findings confirm what the literature says but also add real-world evidence on how lack of 

consistent training can hurt even well-intentioned improvement efforts. 

 

 

 

5.5 Addressing Challenges to Sustainability  

While Kaizen has many benefits and is well liked by many employees, keeping it going over a 

long time is not so easy. This study found that there are still a number of challenges that keep 

coming up again and again, which makes it hard to sustain the improvements. These problems are 

actually very similar to the ones pointed out by Sohal and Morrison (1995), like lack of time, 

poor follow-up, and people not always being open to change. 

One of the biggest problems mentioned was time pressure. Many employees said they just didn’t 

have enough time in the day to focus on improvement activities because they were too busy with 

their usual work. Kaizen was often seen as an “extra thing” instead of part of the normal work 

routine. Without enough time dedicated or protected specifically for improvement tasks, people 

tended to forget or ignore them after a while. 

Another issue was the lack of proper follow-up. Some employees said that even when they gave 

ideas or started an improvement, nothing happened afterward. This lack of closure made them 

feel like their efforts didn’t matter. As a result, motivation to keep suggesting improvements 

started to go down. Without a system to track and review Kaizen actions regularly, many small 

improvements ended up being one-time efforts instead of ongoing processes. 

Also, resistance to change was still a common issue. Some workers—especially those who had 

been with the company for a long time—were not always ready to accept new ways of doing 

things. They preferred the old methods and sometimes saw Kaizen as unnecessary or risky. This 

kind of mindset is hard to change unless there is strong leadership support and training, as 

discussed earlier. 

To deal with all of these issues, a more organized or systems approach is needed. For example, 

companies can create structured time blocks every week or month that are just for Kaizen work. 

Feedback systems also need to be set up properly so employees know what happens to their ideas. 

It also helps to have certain people, sometimes called “change agents,” who can help drive the 

improvement process and get others involved. These people can be trained specially to keep the 

momentum going and deal with resistance more effectively. 

Overall, sustainability is not just about starting Kaizen—it’s about keeping it alive. And for that 

to happen, the organization needs to support it through proper time, systems, and people who 

believe in the long-term goals of improvement. 



 

 

 

 

 

 

 

 

5.6 Implications for Lean Operations  

Based on the findings of the study, several implications came out that are very important for 

organizations who are already using Lean or are planning to go for it. These implications are not 

only useful for theory but also for real-life situations in industries where continuous improvement 

is needed. 

Cultural Fit: 
One thing that was very clear in the research was that Kaizen can’t just be dropped into any 

company and expected to work automatically. It’s not something you force on people—it has to 

match the organization’s culture. In places where people are not used to open communication or 

team-based decisions, Kaizen might not be accepted easily. So companies have to look at their 

culture first and slowly shape Kaizen around it. Forcing Kaizen without making cultural 

adjustments will most likely not work in the long term. 

Employee-Centered Design: 
Another big implication is about the role of employees. Many Lean tools are designed by 

managers or consultants and then given to workers to follow. But this study shows that when 

employees are not involved in the design or planning, they don’t fully support the ideas. To make 

Lean initiatives work better, it’s important to involve employees from the beginning. They should 

help co-design the improvements because they know the work better than anyone else. This will 

increase how much they accept the change and how useful the improvements actually are. 

Systemic Thinking: 
Also, the study shows that Kaizen can’t be seen as a one-time event or just a bunch of isolated 

actions. Some organizations treat Kaizen like a campaign where they do workshops and training 

for a while and then stop. But real Kaizen needs to be part of a bigger Lean strategy. That means 

it has to connect with other systems like performance management, training, leadership 

development, and employee feedback. If these systems are not working together, then Kaizen 

efforts stay small and eventually fade out. 



In conclusion, the findings of this research imply that for Lean to be really successful, Kaizen 

must be customized to the culture, include employees in every step, and be integrated into a larger 

system. Otherwise, the benefits will not last and improvements may not be meaningful. 

Organizations need to look beyond just tools and techniques and focus more on people and 

systems thinking. 

 

 

 

 

5.7 Contributions to Knowledge  

 

This study gives some valuable contribution to the growing area of knowledge about Lean 

operations and Kaizen, specially from the human side of things. Many past studies mostly 

focused on the technical tools and systems in Lean, but this research looks more deeply at the 

employee’s role, showing that they are not just following orders but are also playing important 

roles as change agents in the improvement journey. 

One of the main contribution of this research is that it highlights the importance of employees 

being involved—not just as participants, but as people who help to shape and lead the 

improvement activities. This idea builds on existing literature like Imai and Liker, but adds fresh 

data that supports how employee engagement is really central for Kaizen to work effectively. The 

way employees respond to recognition, leadership support, and training shows how critical their 

motivation and mindset are for sustaining continuous improvement over time. 

Another area where this study adds to knowledge is the context. Much of the lean and Kaizen 

literature comes from developed countries like Japan, the US, and parts of Europe. But this study 

brings in a developing economy viewpoint, where different challenges and social norms can 

affect how Lean and Kaizen are applied. Things like hierarchy, communication gaps, and limited 

resources shape how people behave and how much change can actually happen. So this study 

gives more real-world understanding of how Lean works in different parts of the world, where the 

same tools may need to be adjusted to local realities. 

Additionally, the study contributes methodologically by using a qualitative case study design to 

explore lived experiences of employees. This adds depth to the literature, which is often 

dominated by quantitative and performance-based measures. Through interviews and thematic 

analysis, this research uncovers the behind-the-scenes feelings, motivations, and barriers that 

numbers alone can’t show. 



In summary, the study doesn’t just repeat what’s already known—it adds new knowledge by 

focusing on the human part of Lean, giving evidence from a developing country setting, and 

showing how employee voices can shape the success or failure of Kaizen culture in practice. 

 

 

 

 

 

5.8 Limitations and Directions for Future Research  

Like any research, this study also has its own limitations which needs to be clearly mentioned. 

First of all, the research was only done in a small number of manufacturing companies. Because 

of this, the results might not be suitable for all types of industries or organizations. The 

companies selected were mostly from a certain region and so the cultural and management styles 

might not be the same in other places. So, the findings should be carefully used and not assumed 

to fit all situations. 

Another limitation is that this study was purely qualitative. While interviews gave deep insights 

and rich information, it lacks the statistical analysis that many readers expect for broader 

generalizability. This means that while the findings show patterns and themes, they cannot 

exactly prove cause-effect or be applied to bigger samples confidently. 

Also, the study was cross-sectional in nature. It captured the view of Kaizen at a single point in 

time. But Kaizen is something that works over a long period, so we couldn’t see how employee 

attitudes or outcomes changed across time. A longer, longitudinal study might reveal more about 

how the culture of continuous improvement grows or declines in the long run. 

In terms of future research, there are several directions scholars can take: 

• Future researchers can explore the longitudinal impact of Kaizen. It would be 

interesting to see how employee motivation or performance changes over months or even 

years, and what factors help keep Kaizen alive during that time. 

• Studies can also include quantitative data like surveys, performance metrics, or 

productivity scores. This could help in comparing before-and-after results of Kaizen 

implementation or in understanding the statistical significance of employee engagement 

levels. 

• Another area is to look at sectoral differences. So far, most studies—including this 

one—are focused on manufacturing. But Kaizen might work very differently in services 

like healthcare, education, or IT. It would be helpful to know how the tools and mindset 

can be adapted to those sectors. 



• Lastly, future research can also examine the role of digital technologies in supporting or 

hindering Kaizen, especially as more companies start to digitize their operations and use 

data-driven tools. 

In conclusion, while this study offers useful insights, there's still a lot to be explored to build a 

fuller picture of how Kaizen works in different settings and over longer periods. 

 

5.9 Summary  

This chapter has went through the main findings and how they connect with what previous 

studies already said about Kaizen and lean thinking. It showed that things like leadership, 

employee involvement and training are not just add-ons but really necessary for Kaizen to work 

properly in real life situations. The research also showed that when leaders are involved and 

people are trained well, then Kaizen gets more accepted and becomes part of the company’s 

culture instead of just another program. 

Also, the chapter talked about some challenges like resistance and time limitations, and how those 

are similar to what other researchers have also found. It also mentioned that for Kaizen to last 

long term, there needs to be a systems approach, not just separate activities. 

At the end of the day, the discussion proved that employees are not just followers—they actually 

play a key role in making continuous improvement real and successful. And their feelings, 

motivation, and recognition are all big factors. The study added some new knowledge, especially 

from a developing economy view which is not always covered much in Lean literature. 

The next and final chapter will give the main conclusion of the whole research and also provide 

some practical recommendations that organizations can follow if they want to build a more strong 

and lasting Kaizen culture. 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 6: Conclusion and 
Recommendations 

6.1 Introduction  

This is the final chapter of the study and it brings everything together that has been discussed in 

the earlier chapters. It gives an overall summary of what the research has found out, what 

conclusions can be made from the analysis and what this means for both companies and people 

who are interested in Kaizen and Lean operations. It also provides some practical 

recommendations that organizations can maybe apply in real life situations to improve their 

continuous improvement efforts. 

In addition to that, this chapter will also mention some ideas for future research, because there are 

still things that needs to be explored further which were not fully covered in this study. So 

basically, this chapter is like wrapping up the whole study by giving final thoughts, learnings and 

what can be done next. 

 



6.2 Summary of the Study  

This study mainly focused on understanding how Kaizen, when it's done in a way that includes 

employees properly, can help in making a culture of continuous improvement in lean operations. 

The idea was that Kaizen is not only about tools and methods but more about people being 

involved and taking part in the improvement journey. So the study wanted to explore how 

employees actually feel and what their role is when Kaizen is being used in the organization. 

The research used qualitative methods because it allowed to go deep into the experiences of 

employees and managers instead of just looking at numbers. Interviews were conducted with 

people from different levels of manufacturing companies where Lean practices were already 

being used. From the data collected, several themes were identified like employee perception, 

leadership involvement, training and the real outcomes of doing Kaizen. 

It was found that Kaizen works better when employees feel recognised and when leadership 

actually takes part in the activities. Training also played an important role, and without proper 

training, people got confused or didn’t really understand what to do. The study also found out that 

there are challenges too, like time pressure, resistance to change and lack of follow-ups, which 

makes it hard to keep Kaizen going in the long-term. 

So overall, the research tried to show that Kaizen is not just a technical system but something that 

needs proper involvement of people from all levels. When done right, it can lead to better 

efficiency, teamwork and employee satisfaction. 

6.3 Key Conclusions 

• Kaizen is most effective when employees are fully engaged and their input is recognized. 

• Leadership support and visible participation are essential to building trust and sustaining 

improvement initiatives. 

• Training enhances employee capabilities and strengthens the Kaizen culture. 

• Sustaining Kaizen requires structured systems, consistent follow-up, and a culture that 

embraces feedback and change. 

 

 

6.4 Practical Recommendations 

Organizations seeking to embed Kaizen in their lean operations should: 

• Provide regular training and development for all staff involved in improvement activities. 

• Foster a supportive environment through visible leadership involvement and open 

communication. 

• Institutionalize feedback mechanisms and monitor the implementation of employee 

suggestions. 



• Protect time and resources specifically for continuous improvement efforts. 

 

 

 

 

6.5 Suggestions for Future Research 

• Conduct comparative studies across industries to assess the transferability of findings. 

• Investigate the long-term impact of Kaizen on organizational performance using 

quantitative metrics. 

• Explore the role of digital tools and Industry 4.0 technologies in enhancing Kaizen 

practices. 

 

 

 

 

6.6 Final Remarks  

To sum up everything, this study makes it clear that Kaizen is not just a tool that you use once or 

twice—it's more of a whole way of thinking that has to be grown inside the organization. It’s not 

something that works just by itself. It needs people, especially the employees, to really take part 

in the process. Without their participation, Kaizen becomes more like a forced activity than a 

natural improvement effort. 

Also, leadership can’t be left out because without leaders showing support, the motivation of 

employees drops and then the culture of improvement also gets weaker. Learning and training are 

also important so people actually understand how to do Kaizen properly and feel confident in 

making suggestions. 

Organizations that put their employees in the center of these improvement efforts are not just 

improving their processes but also building a strong and flexible culture where innovation and 

teamwork can grow better. In the end, Kaizen is more about people than it is about tools, and 

that’s what this research tried to show the most. 
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