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 Have you ever encountered 
this  situation?  A team is formed to 
remove waste.  It can be any waste 
– waiting during set-up, package 
defects, time required to launch a 
new product. The team has used the 
right systematic approach to the 
opportunity and has developed and 
tested a solution that makes a very 
positive impact. The team feels 
good about their results and 
prospects for implementing the 
change across “the system”.
 
 After a few months, you find 
the new process that was expected 
to deliver the improved result is 
“frayed at the edges” and may even 
be difficult to observe.
  
 If you haven’t had to face the 
“Sustaining Demon” yet, you will.  As 
the velocity of your lean journey 
picks  up with more projects to 
eliminate waste coming from many 
directions, it becomes necessary to 
think about how to sustain the new 
changes. If only it were as simple as 
showing everyone the data and 
giving them training, there would be 
no need for this article.  We could be 
off somewhere looking for the next 
process creating waste to conquer.

 Here are some tips and ideas 
to help you increase the “sustain-
ability” of your continuous improve-
ment projects. Try a few and see 
how they work. This isn’t a recipe… 
just a collection of things that have 
worked in the real world.

Understand “WHY”

 If we could do just one thing, 
we need to be sure that every 
person understands why the 
improvement is important. 

• A thorough review of the benefits 
for all stakeholders is high return 
thinking for a team. As  an 
example, posting the scheduled 
changeovers for the week is one 
key change in reducing set-up 
time. This action step not only is 
part of saving the plant money,  
improving customer service, and 
reducing inventories.  This action 
step also makes work much easier 
for Jesse, Andrew and Steve the 
operators who plan for the 
changeover. Some people may 
buy in because they want to 
support the operators, others 
because it makes business sense.

Ideas for helping your 
company transition to 

lean effectively and 
rapidly.
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• Sometimes the simple answer to 
“why” is “the new way it works – it 
has been tested”. The test data 
that confirmed the new method or 
process may be diluted or lost by 
t h e t i m e t h e c h a n g e i s 
communicated to al l people 
impacted by the change. As an 
example, one company posts 
change proposals and test case 
results at the workspace score-
board for review by the team.  This 
gives people implementing the 
change a chance to see the re-
sults  and speak to the individual(s) 
who tested the process.

• What is the impact of not doing the 
new procedure? How are the 
cus tomer, the team and/or 
individuals impacted if someone 
doesn’t adopt the new method?  
Who will notice if I choose to not 
change? This is not a performance 
management question. Rather it is 
part of the process of understand-
ing why.

Design it in/out– Make it Simple

• Design the new process so there 
is  only one choice – the new 
method.  A plastics  manufacturer 
changed bulk unloading hose ends 
to fit the designated storage tanks, 
eliminating the risk of mixed 
materials.

• A n o t h e r c o m p a n y h a d a n 
opportunity to improve productivity 
and service by reducing SKU’s.  
One solution was to simply reduce 
the number of choices of shipping 
cases from 250 to 6. The same full 

line of products was offered, just in 
more efficient case packs. Old 
case packs  were eliminated as a 
choice.  

• Make things  simpler – reduce the 
number of choices people have to 
make.  A team reduced defects by 
over 65% by having one person do 
all dry ingredients  mixing for the 
team instead of having four people 
mix their own dry batches.  Their 
next step is  to have premixed 
ingredients, staged on “surgeon 
trays” to further simplify things.  

• Stand up meetings with tight 
agendas make things simpler by 
designing in limited choices for 
discussion.

Make it Visual

 Visual management reduces 
the time required to follow a 
procedure and observe if standards 
are being met.  A team with the goal 
o f r e d u c i n g c y c l e t i m e f o r 
commercialization decided to put 
critical project information and 
documents in a red envelope or 
folder – physically and virtually.  The 
outside of the envelope contained 
control point checks and timing 
information.  The color identified the 
project to all in the process. The “red 
envelope” made the business 
process, commercialization, visible 
to all who observed it.  

Develop a Control Point Audit

Airline pilots complete pre-flight and 
post-flight checklists religiously.  It’s 

...People  work  
around  systems  for  
two  reasons:
  
1) Because  they  can,  

and  
2) Because  they  need  

to  get  the  job  done  
and  the  current  
method  doesn’t  
work  (or  at  least  
they  think  it  
doesn’t).”

        The  Toyota  Way  
Field  Book
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never OK to skip that step “because 
they were busy”.  A team reduced 
set-up time from 5.5-6 hours to 2.5 
hours. One key element of their 
success was an operator checklist.  
The checklist kept them focused, in 
sequence and allowed the full team 
to know where any member of the 
set-up team was in the process.

 Some processes  just have 
w e a k s p o t s . C o n t i n u o u s 
improvement may strengthen it 
another day. But today the best 
solution you have is the Control 
Point Audit.
  
 “I know that hand washing 
when entering the work place is a 
major food safety control point”, said 
one key production manager. “Who 
has audited that control point and 
when was the last audit?” I asked. 
“Hmmm….” said the manager.

 “ I know that wash down 
methods correctly done will prevent 
mold in the food processing area”, 
said another production manager.  
“Who has audited the control point 
and when was the last audit?” I 
a s k e d . “ H m m m … . ” s a i d t h e 
manager as we looked at mold 
beginning to grow.

Designate an Escalation Process, 
an “Andon Cord” to use if they 
cannot do the new procedure 
defined.

 Sometimes things come up 
that are not caught in the “Do-
Check” part of improvement.  
Sometimes people just forget a 
piece of the training or a situation 
makes execution complicated.  

Identify a method for escalation and 
a resource with accountability who 
understands the urgency to res-
pond.

 Maintain a record in the right 
place to track these situations and 
compile the escalations for learning 
and improvement.

Involve the Next Level 
Management in the change - tell 
them what they need to do and 
see.

 Be sure to include the Next 
Level Manager and Sponsor Level 
Leader(s) in the change and their 
role in it. Often the first level of 
management/supervision is seen as 
the key to success or failure.

 The first TPM autonomous 
maintenance workshop was done. 
The pictures  were posted, the 
checklists and schedules made. As 
part of the end of week shutdown, 
operators were focused on cleaning, 
inspection and tightening.  

 The supervisor on third shift, 
focused on meeting labor budgets, 
sent people home because he did 
not have budget to do maintenance 
and sanitation work. Education 
about the new method needs to 
occur in many places – supervision, 
keepers of scorecard metrics and 
others.

 Take the key leaders  of the unit 
on a walk. Show them how to see 
the process.  Gain their commitment 
to visit and do a “go and see” walk 
at an agreed upon frequency. 
Include improvement milestones in 

“Don’t  just  plan  and  
do,  also  check  and  act.    

It’s  tempting  after  
working  so  hard…to  
sit  back  and  feel  like  

we’re  done…
Unfortunately,  we’ve  
just  gotten  started.    
Whatever  is  put  in  

place  will  fall  back  into  
the  non-‐lean  state  
unless  we’re  vigilant  
about  auditing,  going  
to  see,  and  improving  

further.”

  The  Toyota  Way  Field  
Book
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dai ly “stand up meetings” to 
emphasize importance and keep 
sustainability visible.

Donʼt forget to train and qualify 
new people on the procedures.

 New shifts, seasonal demands, 
new technology…any change that 
causes an influx of new people is  a 
weak spot and risk to lose changes 
that have not been “hardened” and 
become the “new normal”.

Check Lean Project basics to be 
sure that the project has clearly 
defined owners and success 
criteria.

 We all have experienced a 
kaizen project team that delivers 
awesome results. The team focuses 
on an opportunity and exceeds 
expectations. The sponsor and team 
l e a d e r n e e d t o t h i n k a b o u t 
sustaining right from the beginning. 
The charter success criteria may 
define when the project team hands 

the project over to the process 
o w n e r . T h i s a l l o w s  c l e a r 
understanding of when the project 
team has met requirements.

 The team needs to consider 
what reinforcement is needed from 
management to keep the new 
process in place.
 
 Post project implementation 
status and metrics on scoreboards 
that are reviewed routinely.

In the end, remember:
“LEARN – APPLY- REFLECT”

 The suggestions listed above 
aren’t a recipe.  There is not a magic 
combination.  These are some 
suggestions for you to consider as 
you lead lean in your situation.  
Keep the ones that work.  Let us 
know if you have more ideas  to add 
to the list. 
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IF CHANGE WERENʼT SO 
HARD I WOULD DO MORE OF 
IT!
Chip and Dan Heath take a new 
look at how to change things 
when change is hard.

SWITCH:  How to Change Things 
When Change Is Hard
By Chip Heath and Dan Heath
Broadway Books

! C h a n g e i s t h e r o a d 
companion of the continuous 
improvement journey.  As leaders of 
c h a n g e w e c o n s t a n t l y a r e 
challenged by moving others to the 
next milestone. How do we keep 
them motivated? How do we keep 
the energy in the system? How do 
we get others to join us in pursuit of 
excellence?  How do we get people 
to venture out of their comfort zones 
and just consider new options?  
How do we get the team to sustain 
the new process? We have all 
asked these quest ions about 
change. In a nutshell, most change 
is challenging.

! Chip and Dan Heath have 
tackled how to make change 
happen providing a new way of 
thinking about change. The book 
provides a way to approach change 
a t eve ry l eve l – i nd i v i dua l , 
organizational and societal. With the 
premise that all humans are capable 

SWITCH: A Book Review

of change, the Heaths recognize 
that some changes are harder than 
others.  Switch provides a study of 
successful changes and common 
patterns found in those situations.

! “For anything to change, 
someone has to start act ing 
differently.”  Leaders of change have 
three areas to work with in others – 
t h e i r m i n d s , h e a r t s , a n d 
environment.  For many this is not a 
profound revelation. However, the 
approach taken by the authors is 
creative, providing examples and 
analogies of human change that are 
simple to understand and easy to 
remember.

! “For individualsʼ behavior to 
change, youʼve got to influence not 
only their environment but their 
hearts and minds.  The problem is 
this: Often the heart and mind 
disagree. Fervently.” Throughout  
the book the authors use analogies 

“For  anything  to  
change,  someone  has  

to  start  acting  
differently.”

-‐Switch
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for the heart, mind and environment 
that were originally developed by 
Jonathan Haidt in The Happiness 
Hypothesis. The emotional side is 
the Elephant and the rational side is 
the Rider, sitting on top of the 
E lephan t ho ld i ng t he re i ns .  
Together the Rider and the Elephant 
navigate a change journey through 
the environment, the Path. The 
Rider, being on top of the Elephant 
holding the reins, has the position 
and illusion of control.  However, the 
Rider is not strong enough to 
overpower the Elephant when the 
two disagree. The Elephant at any 
point can take over regardless of the 
Riderʼs wishes. The Elephant reacts 
to the moment, choosing to sleep  in 
instead of waking up early to go to 
the gym. The Elephant takes charge 
when you watch the ballgame 
instead of working on a project.

! W h e n l e a d i n g d i f fi c u l t 
change, the Rider, the Elephant and 
the Path must be considered.

The Rider

! The Riderʼs strengths include 
thinking, planning and setting 
direction. The Rider has the ability  to 
see the long term benefits and is the 
source of self control.  However, the 
Rider has weaknesses as well.  The 
Rider can easily  get caught in 
“analysis paralysis” and wheel 
spinning. The Rider, by nature, looks 
f o r p r o b l e m s a n d b e c o m e s 
obsessed with analyzing every 
alternative and scenario. In addition, 
the Rider has l imited energy 
reserves. The Rider uses finite 
energy stores to exercise self 

control when 
establ ishing 
new behavior 
u n t i l t h e 
b e h a v i o r 
b e c o m e s 
a u t o m a t i c 
allowing the 
Elephant to 
t a k e o v e r .  
T h e R i d e r, 

when exhausted from exercising self 
control, can give up and let the 
Elephant take over.

The Elephant

The Elephant is 
strong and has a 
lot of energy.  The 
Elephant offers 
love, compassion, 
s y m p a t h y a n d 
loyalty. The Ele-
phant engages 
when it is time to 
stand up for what 
is right and is the 
engine for getting things done (once 
they are routine).  The weakness of 
the Elephant is that it is lazy, skittish 
and looking for a quick payoff.  The 
Elephant is interested in immediate 
gratification.

The Path

! The Path is just that, the 
route that the Rider and Elephant 
follow when making the change. The 
Path can be full of obstacles and 
distractions, winding and sometimes 
hard to see.  Or the Path can be 
clear reducing the choices for the 

“For  individuals’  
behavior  to  change,  

you’ve  got  to  
influence  not  only  
their  environment  
but  their  hearts  and  
minds.    The  problem  
is  this:  Often  the  
heart  and  mind  

disagree.  Fervently.”

-‐Switch
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R i d e r a n d 
comfor tab le 
for the skittish 
E l e p h a n t .  
The Path is 
the situation 
the Rider and 
Elephant are 
in.

The authors of 
Switch coach 
l e a d e r s o f 

difficult change to consider the 
following strategies.

Direct the Rider
• Find the Bright Spots.  Look for 

the places where things are 
working. Study them, find out 
what works and clone it.  Do not 
confuse bright spots with 
benchmarking. “It wouldnʼt be 
helpful to tell an alcoholic that a 
sober person is a ʻbright spotʼ.”

• Script the Critical Moves.  Too 
many choices paralyze the 
Rider. In addition, the Rider is 
exhausted by ambiguity. When 
confronted with either the Rider 
is likely to continue on the 
familiar path. When leading 
change, give people very 
specific clear definition of 
exac t l y wha t i s needed .  
Reduce cho i ces . W i th a 
complex problem, break it into 
specific smaller components 
and begin with the one most 
likely  to make a difference.  If 
you want your team to be 
“lean”, describe the behavior 
that would best represent 

“lean”. Each team will conduct 
one waste walk and reduce one 
waste observed is much clearer 
than “be lean”.

• Point to the Destination. When 
describing your vision, describe 
the vision in a way to provide a 
very  detailed picture of what the 
vision looks like. The Rider 
needs to understand clearly 
where he is going. While metrics 
a r e i m p o r t a n t , t h e y a r e 
insufficient destination pictures.  
The destination picture needs to 
be c lear, compel l ing and 
motivating.

Motivate the Elephant
• Find the Feeling.  Look for ways 

to reach the emotion of the 
people you are leading. Video 
tapes of the companyʼs founder 
speaking to the values and 
p r i n c i p l e s o n w h i c h t h e 
company was built may refocus 
todayʼs team on tough principled 
decisions that are necessary.  
Show people something that 
moves them – direct interaction 
wi th the customer, v isual 
d i s p l a y s t h a t n e e d n o 
explanation, reminders of past 
successes.  

• Shrink the Change. Make the 
change simple enough, small 
enough that the Elephant is no 
longer spooked.  If the team has 
made progress in the past, use 
that to build confidence. Have 
them identify one thing that can 
be done in the next 24 hours 
that will move things in the right 

When  describing  your  
vision,  describe  the  
vision  in  a  way  to  
provide  a  very  

detailed  picture  of  
what  the  vision  looks  

like.
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direction.  Have demonstrations 
that make the simplicity  of the 
change visual. Identify small, 
short term goals and recognize 
small wins.

• Grow Your People.  Create an 
identity  for your people or 
leverage one they have. What 
word best describes your team 
– fighters, customer driven, 
relentless?  What is the heritage 
of the company? If the company 
has legends about how the 
founders dealt with customers in 
extraordinary ways, build that 
customer first identity. What 
best describes the people who 
made the company great – 
“inventors, problem-solvers, 
innovators, entrepreneurs”.  
Instill a growth mindset. Identify 
the potential tough spots and be 
clear about what is expected 
when these are encountered.  
Help people understand the 
payback for doing the right thing 
now when it is difficult.

Shape the Path
! To change behavior by 
creating a smoother path for 
others, consider the following:

• Tweak the Environment. Is there 
one thing that you can do simply, 
quickly  to increase the likelihood 
of desired behavior? Having 
cross functional leaders work in 
the same area is an example.  
Open offices with cubicles 
encourage interaction.  Amazonʼs 
1-click ordering makes it easier 
to choose a purchase. Establi-

shing a designated period of time 
each week to have an email 
mora to r ium inc reases the 
l ike l ihood of face to face 
interaction.

• Build Habits. Behavior that is 
habitual is “free” – it doesnʼt use 
the Riderʼs energy.  Find a way to 
link the new action to an existing 
pattern such as exercising for 30 
minutes before lunch.  Start every 
meeting with a safety topic to 
increase the importance of safety. 
Having the last person coming to 
a meeting be responsible for the 
notes will shape the behavior of 
on-time meeting attendance. Have 
stand-up meetings to make long 
discussions uncomfortable. Use 
simple, limited item checklists that 
d e fi n e t h e e s s e n t i a l m o s t 
important things you must do for 
your business.

• Ral ly the Herd. Use social 
pressure when making change.  
People follow the behaviors of 
others. Shaping the path includes 
making it visible that most of the 
group has adopted the change, 
making it a social norm. When 
starting continuous improvement 
idea programs, posting ideas on 
t h e i n t r a n e t w i l l i n c r e a s e 
participation when a large number 
o f p e o p l e h a v e b e g u n t o 
participate. The visibility  reinforces 
t h a t a l o t o f p e o p l e a r e 
participating. Having problems 
getting approvals done on time? 
Post the length of time a proposal 
waits at each stage. Showcase 
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the accomplishments of those 
who are adopting the changes.

! T h e b o o k i n c l u d e s a n 
abundance of real world examples 
of change being led using these 
approaches. The examples highlight 
changes made in very  challenging 
cu l tu res by leaders w i th no 
hierarchical authority.  In addition, 
the authors move beyond defining 
the approach and provide readers 
with suggestions for beginning a 
“Switch change”, keeping the 

change in place, a guide to ob-
stacles and a website reference, 
www.switchthebook.com/resources.

! After reading Switch, you 
may say to yourself “I think I knew 
most of this all along”. In spite of 
that, you will find Switch provides an 
innovative way of describing change 
fundamentals that make it easier to 
think about and visualize a way to 
lead the organization to a place that 
is challenging to reach.

Principles, Behaviors, Actions, and 
Results

by Jamie Flinchbaugh

Many organizations struggle today 
with building an effective and 
sustainable culture, whether it be 
based on lean or anything else. 
There are continuous distractions 
and other influences, employees 
want more independence than ever 
before, and leaders get consumed 
with increasingly complex problems 
pulling them away from the always 
important but rarely urgent people 
issues. 

We believe that having a model, or a 
framework, for how your culture 
works can help you focus your 
conversations, your actions and 
your intentions in the right way. To 
be clear about its limitations, I 
prescribe to the premise that all 
models  are wrong and some are 

useful. You could never build a 
"correct" model of culture; it's  far too 
complex.

Our useful model is  as follows: 
Principles drive our behaviors. 
Behaviors determine our actions. 
Our actions drive the results. I'll 
describe each in turn. 

Principles

Principles is synonymous with 
beliefs, values or mental models. 
They affect how we process 
information, what data we might 
select from a complex world, what 
decisions we would make and not 
make and what behaviors we intend 
to exhibit. 

Principles
drive  our  behaviors.  

Behaviors
determine  our  actions.  

Our  actions
drive  the  results.
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It is important to distinguish from 
espoused principles versus real 
principles. I might advocate a certain 
belief, but if that's as far as I take it, 
then it's not really a principle I hold. 
For it to become a principle, it must 
be embedded. It must be my natural 
reaction. 

Let's take an example of "safety 
first" as a belief. Many people might 
espouse this on its merit but is it 
truly an internalized belief? It would 
affect how you process information. 
If someone was describing their 
situation to you, you would be 
filtering that information based on a 
safety perspective. If you walk into a 
new building, there is a tremendous 
amount of data you could process, 
but you might be more focused on 
where the emergency exits  are 
located.

Principles or beliefs  affect not just 
what we do but how we see things. 
One important way that principles 
show up is behaviors. 

Behaviors

Behaviors are not synonymous with 
principles because they are only one 
way the belief is applied. However, 
it's the only visible way. We cannot 
observe how someone thinks but we 
can observe how they behave. 

Behaviors are the pattern of action 
that apply across a wide context of 
situations. The behaviors that you 
would see might include "always 
check all your safety equipment 
before beginning a task" or "assess 
risks in new situations" or "don't 

make a decision that risks safety for 
the benefit of speed". 

What makes behaviors powerful is 
that they apply across a wide 
spectrum of situations.

Actions

Actions are the application of the 
behavior in a specific context. It is 
often very specific steps or actions 
that are definable and repeatable. 
Continuing with that thread". a 
specific action might be "put on your 
seatbelt" or "tie your shoes" or "wear 
your safety glasses".

Results

Results are self-explanatory. They 
are the outcomes that we achieve 
as a result of our actions. I tie my 
shoe so that I don't trip and fall, and 
a wear my safety glasses so that I 
don't lose an eye. They are the 
purpose behind all the rest of what 
we do. 

There are a few important points to 
consider in the use of this model.

1. The real change happens  at the 
thinking level but behavior is the 
only thing that we can observe and 
give feedback on. That means we 
must tune our eyes  and our 
observations towards behaviors and 
g i v e f e e d b a c k q u i c k l y a n d 
frequently. However, we cannot fail 
to connect our feedback to the 
principle. This  is the guiding code of 
the behavior. If people do not see 
how their behavior is connected to a 

The  real  change  
happens  at  the  

thinking  level  but  
behavior  is  the  only  
thing  that  we  can  
observe  and  give  
feedback  on.
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principle or belief, it becomes harder 
for them to apply that consistently. 

For example, if I see someone not 
wearing their seatbelt, I could 
suggest they put it on. However, if I 
do not connect that to a principle of 
"safety first", then the feedback 
could remain in the context of 
seatbelts. But if I connect it to a 
principle, I'm more likely to see that 
behavior coaching be applied to 
"looking both ways before I cross 
the street". 

2. Behaviors and actions differ in 
small but important ways. Actions 
are context specific. For example, "if 
the customer complains  of damaged 
product, then offer a full refund". But 
they stop there. The person 
following those instructions have 
neither the understanding nor 
permission to make decisions 
outside of that context.

Behaviors extend across a broad 
range of contexts. The principle that 
might have led to the action above is 
"always take care of the customer". 
The behavior is actually being able 
to do so no matter what the issue. In 
the context of a damaged product, I 
offer a full refund. But what do I do 
when the product is  late? I still do 
what I need to in order to take care 
of the customer because the 
behavior applies to all cases. 
3. You will still direct actions. That is 
inevitable. "You must wear safety 
glasses" or "you must use this 
expense form" are examples. You 
cannot rely on the principles to drive 
actions that are non-negotiable. 

However, any of these actions 
become more sustainable and 
effective when they are connected 
to principles and behaviors. 

For example, a long time ago I 
worked with another supervisor who 
w o r e h i s s a f e t y g l a s s e s 
(compliance) until he got up close to 
the equipment when he then took 
them off because they were in the 
way (behavior). He followed the 
action (mostly) but didn't follow the 
principle. He got hurt at some point. 
While it was not because of the 
glasses, it was in part because of 
the pattern of behaviors. 

When you connect actions to the 
broader pattern of behaviors and the 
meaning of the principle, it adds 
more power to that coaching. 

There is  no "right" model for culture 
change. It's  an infinitely complex 
problem. Models can only help 
guide you, and we hope this model 
can help guide some of your 
thinking on the challenge. 
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LinkedIn is known to some as  a 
professional version of Facebook, 
even if it did start sooner. Over 80 
million people are members at 
LinkedIn, ranging from the dormant 
accounts to the hyperactive users 
with thousands of connections. 
Members include executives  from 
every single Fortune 500 company. 
T h e r e w e r e e v e n w e b s i t e s 
dedicated to ranking those who had 
the most connections. 

But of course, a connection on a 
website is just a connection on a 
website. What matters is how it is 
used, and how people derive value 
from it. 

One of the best features of LinkedIn 
is  its  Groups feature. Many months 
ago the Lean Learning Center 
started a LinkedIn Group. Today we 
have welcomed well over 700. Why 
do we support this group? Because 
it provides an opportunity of similar 
interests to connect to one another, 
share ideas, and ask questions. 
Here are some of the discussions 
that have been featured recently: 

*How would you describe the roles, 
responsibilities, and required skills 
to be a successful value stream 
manager?

*Do you think Lean and Innovation 
can be friends? Do you have 
examples where this works  or does 
not work?

*How do you get get to understand 
that sometimes that a lower OEE is 
better because it can increase the 
flow?

*Can you under take a Lean 
transformation when your company 
does not face any crisis at this time?

If you are a member of LinkedIn, we 
encourage you to join us there. 
Membership is  of course free, and 
we won't make you jump through 
hoops to become a member. And 
once you are, we hope that you post 
a question or share your own 
expertise and experience with 
others. Just go to Groups on the 
LinkedIn page and search for Lean 
Learning Center.  

Lean Learning Center in
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Lean Learning Center Announcements
Products

! The Lean Learning Center is one of the most 
recognized and premier lean consultancies in the world. With 
on-site assessment and consulting at client locations, an 
adult-learning-designed Center in Michigan and custom 
curriculum developed through an Instructional Design Studio, 
the Center brings unique lean under- standing in creative 
ways to executives, managers, supervisors, change agents 
and front-line employees at clients including many Fortune 
500 companies in a range of industries. The company 
combines consulting expertise and a unique learning 
environment with educational techniques that facilitate 
discovery  to drive cultural and organizational transformation 
resulting in maxi- mum sustained performance.

For more info, visit:
www.leanlearningcenter.com

Open Enrollment
Lean Value Stream Improvement
October 24, 2011

Lean Experience
January 24, 2011
March 14, 2011
May 16, 2011
July 25, 2011
September 26, 2011
December 05, 2011

Leading Lean
May 23, 2011
October 26, 2011

Lean Kaizen Boot Camp
May 09, 2011

Lean Learning Center

40028 Grand River Avenue Suite 300 
Novi, Michigan 48375

Phone: 248-478-1480
Fax: 248-478-1589

Email: info@leanlearningcenter.com

The Mouse Trap Experience The Beer Game

The Hitchhikerʼs 
Guide to Lean Single Point Lessons

Page 13Issue 20

http://www.leanlearningcenter.com
http://www.leanlearningcenter.com

