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ABSTRACT

To date, Japan’s key success secret for its internationally known quality and excellence is not well
shared or acknowledged in some parts of the world. The level of understanding and realization
of this Japanese recipe for quality is diverse among the least developed, developing, and
developed countries. Developed nations efficiently capitalized on the Japanese management
philosophy and benefited greatly, as reported in several studies in the literature. On the contrary,
only a handful of studies can be found on the adoption of Kaizen philosophy in developing
countries. The existing literature emphasizes the need to carry on more research to discover
where the developing nations stand in terms of the Japanese management philosophy and its
effectiveness on productivity. Challenges associated with facing acceptance and the
transferability of Kaizen as Japanese management philosophy have been the focus of discussion
in the recent studies. Therefore, this research aimed to identify factors affecting the Kaizen
transferability in non-Japanese cultures by answering the question of; what are the significant
factors (internal and external) affecting the transferability and adoption of Kaizen as the Japanese
management philosophy in a non-Japanese culture? Based on literature review findings and
practices, we included six main factors: employee participation and personal initiative, the
discipline of employees, the eagerness of employees, top management commitment, organization
structure, and organization culture.
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1. INTRODUCTION

The economic partnership between Japan and Indonesia has long been established. Japan is
acting as Indonesia’s largest trading partner, and currently the second biggest investor behind
Singapore. It hits a total of US$ 4.9 Billion or 16.7% in overall Indonesian Foreign Direct Investment
(FDI) in 2016 (Indonesian Capital Investment Coordinating Board, 2018). In reference to the Mizuho
Economic Outlook and Analysis of Japan’s foreign direct investment in Asia, there is a trend of an
increase in Japanese investment into Indonesia from US$508 Million in the second half of 2017 to
US$909 Million in the first half of 2018 in the manufacturing industry. Another report from the
Indonesian Capital Investment Coordinating Board (2017) showed that, at the end of 2016, Japan
invested US$1.6 billion with a total of 425 infrastructure projects, which rose significantly compared
to the 2015 investment report with only US$917.27 million and 399 infrastructure projects. As there
is an increase in the trade numbers present in cross-investment areas such as real estate, manufacturing,
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transportation, and public infrastructure, researchers are led to study the reasons behind the large
number of Japanese companies’ investments in Indonesia. In this study, Kaizen is being analyzed as
it is recognized as the key factor of most Japanese companies’ success stories (Aoki, 2008;
Imai, 1986).

Indonesia is a developing country which is experiencing a growth in its manufacturing sector.
According to the World Bank, the annual growth of the manufacturing sector was 4.41% in 2010,
and the contribution of manufacturing to the Indonesian GDP was 21% in 2014. We believe that there
is a correlation between a huge growth in the manufacturing sector with the implementation of lean
and Kaizen activities, as Kaizen fits well within the Indonesian context due to its low-cost approach
to productivity improvement (Aamer et al, 2019, 2018, 2017; Ohno et al, 2009). According to Imai
(1986), in comparison between the Japanese and Western management styles, Kaizen requires little
investment from the practical perspective and works well in a slow growth economy. However, there
is a paucity of studies on the Japanese management method, such as Kaizen, and its relationship with
the manufacturing firm-level productivity in Indonesia. It lacks just as much as the presence of the
studies on the level of transferability and challenges of Kaizen activities to Indonesian firms.
According to our literature review, we came across only a few of studies that focused on the Japanese
management philosophy activities in Indonesia. For example, Ratnawati et al (2016) conducted
research in 12 manufacturing facilities with ISO 9001:2008, supported by the Sumitomo Foundation,
to analyze the effect of corporate culture, where the author referred to it as a Kaizen implementation,
on factors such as job satisfaction, organizational commitment, and productivity. Susilawati et al
(2015) conducted a survey to assess the degree of lean manufacturing implementation in Indonesian
manufacturing companies. Nawanir et al (2013) researched the impact of lean practices on operations
performance and business performance in Indonesian manufacturing firms.

The lack of studies on the level of transferability challenges of Kaizen activities to Indonesian
firms gives rise to the need of conducting more research to understand where the developing nation
stands in terms of the Japanese management philosophy and its effectiveness on productivity. Recent
studies have discussed the challenges in accepting and transferring Kaizen as Japanese management
philosophy (Garcia, Tarraga, & Mascarell, 2018; Ma, Lin, & Lau, 2016; Aoki, 2008; Hong et al,
2006; Brunet & New, 2003). Therefore, this research aimed to identify factors affecting the Kaizen
transferability in non-Japanese cultures by answering the question of; what are the significant factors
(internal and external) affecting the transferability and adoption of Kaizen as the Japanese
management philosophy in a non-Japanese culture?

2. METHODOLOGY

As the objective of this paper is to review the Kaizen transferability factors in the context of
least developed and developing countries, the more feasible method was reviewing the existing
research and publications and treating them as the unit of analysis for the structured content analysis
(Jauch et al, 1980). Research topics in Kaizen were coded based on topics and checked by different
evaluators and authors. In the structured content analysis, there should be a schedule with a list of
categories to check whether the category related to the research question exists or not, then arating
from 1 to 5 rates the significance of the research in relation to the question. In our case, we were not
rating, but analyzing the content to ensure the publication addresses the category.
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3. RESULTS, ANALYSIS AND DISCUSSION

Having analyzed the prior existing papers on the factors affecting the transferability of
Kaizen, six interactive factors were adopted: employee participation and personal initiative,
discipline of employees, eagerness of employees, top management commitment, organization
structure, and organization culture. Table 1 presents a detailed description of the Kaizen
transferability model. Each component or factor of the framework is listed with associated sub-
factors or measurement elements that need to be taken into consideration when designing an
implementation and transferability of Kaizen to a non-Japanese culture.

Table 1. Elements of the Kaizen transferability framework

Factors Measuring Items Sources

F1. Employee (Aoki, 2008) (Hayashi, 1994)
participation and (Das, et al., 2000) (Ahire &
personal initiative Ravichandran, 2001) (Rahman &

Bullock, 2005) (Frese & Fay,
2001) (Frese et al., 1996) (Frese
et al., 1997)

F1.1. | Employees possess enough
knowledge of the basic aspects of
the organization’s sector.

F1.2. | Employees possess enough
knowledge of the organization
missions, and they do their work
accordingly.

F1.3. | Employees understand the basic
processes used to make
organization’s products.

F1.4. | Employees are both process and
result oriented.

F1.5. | The organization actively uses
team-based, rather than individual-
based, suggestion schemes.

F1.6. | The organization has a policy and
steadfast system to address Kaizen
ideas from employees to improve
work processes and equipment.
F1.7. | Team leader level plays a major
role in improving work processes
and equipment.

F1.8. | The organization’s management
adapts to new ideas that the
employees come up with.

F1.9. | The organization gives feedback to
employees on their quality
performance.
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F1.10.

Employees are willing to do jobs
beyond their contractual role and
formal job requirements.

F1.11.

Employees can easily identify
opportunities to improve things
during the job.

F1.12.

Employees are persistent in facing
the obstacles during the job.

F1.13.

Employees are not hesitant in
taking self-actions regarding their
job.

F2. Discipline of
Employees

(Yokozawa, et al., 2012) (Liker
and Meier, 2006)

F2.1.

Employees are responsible for the
job they are assigned with.

F2.2.

Employees are doing what they are
told by the managers.

F2.3.

Employees follow instructions
strictly.

F3. Eagerness of
Employees

(Yokozawa & Steenhuis, 2013)

F3.1.

Employees are eager to learn new
things.

F3.2.

Employees are showing eagerness
for innovation.

F3.3.

Employees have a high interest in
changing or adopting Kaizen
activities.

F3.4.

Employees understand how to
respond to changing circumstance
and evolve their methods over
time.

F3.5.

Management does a shop floor
visit to check the work processes
every day.

F4. Top Management
Commitment and
Involvement

(Ahire & Ravichandran, 2001)
(Flynn, et al., 1994)

F4.1.

Organization’s top management
(senior executives, major
department heads, and
supervisors) view improvement in
quality to increase profits.

F4.2.

Organization’s top management
has objectives for quality
performance.
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F4.3. | Organization’s top management
assumes responsibility for quality
performance.

F4.4. | Organization’s top management
provides personal leadership for
quality products and quality
improvement.

F4.5. | Major department heads within the
organization’s management are
meeting regularly.

F4.6. | Communication links are
established between employees
and top management.

F5. Organization (Yokozawa et al., 2012)
Structure (Aoki, 2008) (Hayashi, 1994)

F5.1. | The responsibility for overall
knowledge and control does not
rest at the top management only.

F5.2. | There is no specialism of tasks at
any level of management.

F5.3. | Horizontal communication is
established within the
organization.

F5.4. | There is flexibility of the assigned
tasks for employees.

F5.5. | Communication can happen at any
level of the organization.

F5.6. | There is no specific individual that
is responsible for a certain
problem.

F5.7. | There is clear employee
orientation, supported by a
contractually or verbally assured
no-layoff policy.

F5.8. | The organization provides a place
in which workers participated in
the improvement of tools in
collaboration with people who had
different functions.

F5.8. | The organization has an on-the-job
training system in which workers
experienced different jobs
according to a human development
plan.

F5.9. | The organization has a policy to
promote long-term employment.
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F6. Organization (Cole, 1979) (Ohno, 1988)
Culture (Besser, 1996) (Kenney &
Florida, 1993) (Liker,

2004) (Shimada, 1990) (Osono et
al., 2008) (Recht & Wilderom,
1998)

F6.1. | The employees are committed to
the company’s long-term viability.

F6.2. | There is a free flow of
information, both along the
vertical axis of management and
between units in the same
hierarchical level.

F6.3. | The organization employs bottom-
up decision making.

F6.4. | The organization focuses on the
development of the employees
(employee oriented).

F6.5. | The organization provides
advanced statistical technique
training for employees.

F6.6. | Management ensures that
employees are capable of taking
initiatives and assimilating better
ways of doing their jobs.

F6.7. | The organization provides rewards
as a mean of appreciating workers’
ideas and hard work.

F6.8. | The organization offers a working
environment which encourages the
workers to admit mistakes.

F6.9. | The organization’s culture is
defined to be group oriented.

F6.10. | Employees develop identification
and mutual trust with members of
the group.

F6.11. | Employees cultivate a sense of
togetherness among them.

F6.12. | The organization facilitates the
employees with uniforms, songs,
morning exercises, social
gatherings, or ceremonies.

F6.13. | Workers always try to improve the
situation, all the time.
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F6.14. | Employees are encouraged to take
corrective actions without going to
the management hierarchy.

F6.15. | Steep internal competition and
independent goals among
employees do not exist within the
organization.

4. CONCLUSIONS

In this research, we addressed the question of; what are the significant factors (internal and
external) affecting the transferability and adoption of Kaizen as the Japanese management philosophy
in a non-Japanese culture? The list of factors identified were based on literature findings and practices
which included six main factors: employee participation and personal Initiative, discipline of
employees, eagerness of employees, top management commitment, organization structure, and
organization culture.

This study contributes to the limited literature of Kaizen practices and increases awareness of
its efficacy on firm-level productivity for the developing country context. The results of the study will
help other developing and least-developed countries in assimilating how to adopt the Kaizen
philosophy, by following the developed framework. In addition, managers and public officials will
have a better understanding of where to direct their effort and attention to improve firm-level
productivity and encourage healthy dialogue between the private and public sectors on reforming and
improving policies and regulations that serve the economic growth of the country. A follow up study
will be conducted in the future by surveying Japanese companies in Indonesia to verify and validate
the findings of this research.

5. REFERENCES

Aamer, A. M. (2017). Distribution Center capacity analysis in stochastic environment: An application of value
stream analysis and Monte Carlo simulation. Proceedings of the IEEE.

Aamer, A. M. (2018a). An Application of Lean Assessment in a Cross-Docking Distribution Center.
International Conference on Industrial Engineering and Operations Management. Bandung, Indonesia.

Aamer, A.M., (2018b). Outsourcing in non-developed supplier markets: a lean thinking approach. Int. J. Prod.
Res. 56, 6048-6065. https://doi.org/10.1080/00207543.2018.1465609

Aamer, A. M., & Islam, S. S. (2019). Distribution Center material flow control: a line balancing approach.
Materials Science and Engineering. 505. IOP Conference Series.

Adler, P. S. (1999). Building Better Bureaucracies. Academy and Management Executive, 13(4), 36-49. Ahire,
S. L., & Ravichandran, T. (2001). An Innovation Difffusion Model for TQM Implementation. IEEE
Transaction on Engineering Management, 48(4), 445-464.

Aoki, K. (2008). Transferring Japanese Kaizen Activities to Overseas Plants in China. International Journal of
Operations & Production Management, 28(6), 518-539.

Bergman, B., & Klefsjo, B. (2003). Quality from Customer Needs to Customer Satisfaction. Lund:
Studentliterature.

Bessant, J. (2003). High-involvement Innovation: Building and Sustaining Competitive Advantage Through
Continuous Change. Chichester: Wiley.



9th International Conference on Operations and Supply Chain Management, Vietnam, 2019

Bhuiyan, N., & Baghel, A. (2005). An Overview of Continuous Improvement. Management Decision, 43(5),
761-771.

Boer, H., Berger, A., Chapman, R., & Gertsen, F. (2000). CI Change: From Suggestion Box to Organizational
Learning. Continuous Improvement in Europe and Australia. Aldershot: Ashgate Publishing.

Bond, T. (1999). The Role Of Performance Measurement in Continuous Improvement. International Journal
Of Operations & Production Management, 19(12), 1318-1334.

Brunet, A. P., & New, S. (2003). Kaizen in Japan: An Empirical Study. International Journal of Operations &
Production Management, 23(12), 1426-1446.

Burns , T., & Stalker, G. (1961). The Management of Innovation. London: Tavistock Institute.

Caffyn, S. (1999). Development of A Continuous Improvement Self-Assessment Tool. International Journal
of Operations and Production Management, 19(11), 1138-1153.

Carnerud, D., Jaca, C., & Bickstrom, 1. (2018). Kaizen and Continuous Improvement- Trends and Patterns
Over 30 Years. The TQM Journal, 30(4), 371-390.

Chi Anh, P., Thi Hoan Yen, T., & Matsui, Y. (2015). Empirical Study on Transferbility of Kaizen Practice in
Vietnamese Manufacturing Companies. Asian Social Science, 11(4).

Claver, E., Tari, J. J., & Molina, J. F. (2003). Critical factors and results of quality management: an empirical
study. Total quality management & business excellence, 14(1), 155-157.

Cole, R. E. (1979). Work, Mobility & Participation: A comparative study of American and Japanese industry.
Berkeley and Los Angels: University of California press.

Courtright, J., Fairhust, G., & Rogers, L. (1989). Interaction Patterns in Organiz and Mechanistic System.
Academy of Management Journal, 32(4), 773-802.

Das, A., Handfield, R., Calantone, R., & Ghosh, S. (2000). A Contingent View Of Quality Management- The
Impact of International Competition on Quality. Decision Sciences, 31(3), 649-690.

Desta, A., Asgedom, H. B., Gebresas, A., & Asheber, M. (2014). Analysis of Kaizen Implementation in
Northern Ethiopia's Manufacturing Industries. International Journal Of Business and Commerce, 3(8),
39-57.

Desta. (1997). The Transferability of the Japanese Kaizen Management Techniques: Lessons for Ethiopia.

Fay, D., & Frese, M. (2001). The Concept of Personal Initiative: An Overview of Validity Studies. Human
Performance, 14(1), 97-124.

Flynn, B. B. and Saladin, B. (2006), “Relevance of Baldrige constructs in an international context: A study of
national culture,” Journal of Operations Management, Vol. 24, No. 5, pp. 583-603.

Flynn, B.B., R.G. Schroeder and S. Sakakibara, 1994. A framework for quality management research and an
associated measurement instrument. J. Operations Management, 11(4): 339-366.

Frese, M., Fay, D., Hilburger, T., Leng, K., & Tag, A. (1997). The Concept or Personal Initiative:
Operationalization, Reliability and Validity in Two German Samples. Journal of Occupational and
Organizational Psychology, 70, 139-161.

Frese, M., Kring, W., Soose, A., & Zempel, J. (1996). Personal Initiative at Work: Differences Between East
and West Germany. Academy of Management Journal, 39(1), 37-63.

Fukuda, K. J. (1988). Japanese Style Management Transferred The Experience of East Asia. New York:
Routledge.

Gondhalekar, S., Subash Babu, A., & Godrej, N. (1995). Towards TQM Using Kaizen Process Dynamics: A
Case Study. International Journal of Quality & Reliability Management, 12(9), 192-209.

Hayashi, Y. (1994). Ibunka interface no keiei: kokusai ka to nihonnteki keiei. Tokyo: Nihon Keizak Shinbun
Sha.

Hofstede, G. (1997) Cultures and Organizations: Software of the Mind, London: McGraw-Hill.

Hong, J. F., Snell, R. S., & Easterby-Smith, M. (2006). Cross-Cultural Infulences on Organizational Learning
in MNCS: The Case of Japanese Companies in China. Journal of International Management, 12(4), 408-
429.

Hosono, A. (2009). Kaizen: Quality, Productivity and Beyond. In I. Ohno, K. Ohno, S. Uesu, A. Ishiwata, T.
Kikuchi, & T. Ueda, Introducing Kaizen in Africa (pp. 23-39). Tokyo: GRIPS Development Forum.



9th International Conference on Operations and Supply Chain Management, Vietnam, 2019

Huntzinger, J. (2002). The Root's of Lean Training Within Indudstry- The Origin of Japanese Management
and Kaizen. AME, 18(1), 13.

Imai, M. (1986). Kaizen: The Key to Japan's Competitive Succes. New York: McGraw-Hill Education. Jaca,
C., Viles, E., Paipa-Galeano, L., Santos, J., & Mateo, R. (2014). Learning 5S Principles From Japanese

Best Practioners: Case Studies of Five MAnufactuirng Companies. International Journal Of Production
Research, 52(15), 4574-4586.

Jauch, L. R., Osborn, R. N., & Martin, T. N. (1980). Structured Content Analysis of Cases: A Complementary
Method for Organizational Research. The Academy of Management Review, 5(4), 517.

Kenney, M., & Florida, R. (1993). Beyond Mass Production: The Japanese System and Its Transfer to The
US. New York, Oxford: Oxford University Press.

Kono, T. (1982). Japanese Management Philosophy: Can It Be Exported? Long Range Planning, 15(3), 90-
102.

Kriiger, V. (1996). How Can A Company Achieve Improved Levels of Quality Performance: Technology
Versus Employees? The TQM Magazine, 8(3), 11-20.

Lagrosen, S. (2003), “Exploring the impact of culture on quality management,” International Journal of
Quality and Reliability Management, Vol. 20, No. 4/5, pp. 473-487.

Liker, J. K. (2004). The Toyota way: 14 management principles from the world’s greatest manufacturer New
York: McGraw- Hill.

Liker, J., & Morgan, J. (2006). The Case of Lean Product Development. Academy of Management
Perspectives, 20(2), 5-20.

Lillrank, P. (1995). The Transfer of Management Innovations from Japan. Organization Studies, 16(6), 971.

Ma, J., Lin, Z., & Lau, C. K. (2017). Prioritising The Enablers for The Successful Implementation of Kaizen
in China. International Journal of Quality & Reliability Management, 34(3), 549-568.

Maarof, M., & Mahmud, F. (2016). A Review of Contributing Factors and Challenges in Implementing Kaizen
in Small and Medium Enterprises. Procedia Economics and Finance, 35, 522-531.

Magnier-Watanabe, R. (2011). Getting Ready For Kaizen: Organizational and Knowledge Management
Enablers. VINE, 41(4), 428-448.

Marin-Garcia, J. A., Juarez-Tarraga, A., & Santandreu-Mascarell, C. (2018). Kaizen Philosophy. The TQM
Journal, 30(4), 296-320.

Nawanir, G., Teong, L. K., & Othman, S. N. (2013). Impact og Lean Practices on Operations Performance
and Business Performance. Journal of Manufacturing Technology, 24(7), 1019-1050.

Ohno, 1., Ohno, K., Uesu, S., Ishiwata , A., Hosono, A., Kikuchi, T., & Ueda, T. (2009). Introducing Kaizen
in Africa. GRIPS Development Forum.

Ohno, T. (1988). Toyota production system: beyond large-scale production. New York, NY: Productivity
Press.

Ouchi, W. G., & Jaeger, A. M. (1978). Type Z Organization: Stability in the Midst of Mobility. The Academy
of Management Review, 3(2), 305.

Parry, M., & Song, X. (1993). Determinants of R&D- Marketing Integration in High-TEch Japanese Firm.
Journal of Product Innovation Management, 10(1), 4-22.

Power, D., Schoenherr, T. and Samson, D. (2010), “The cultural characteristic of individualism / collectivism:
a comparative study of implications for investment in operations between emerging Asian and
industrialized Western countries,” Journal of Operations Management, Vol. 28, No. 3, pp. 206-222.

Rahman, S. and P. Bullock, 2005. Soft TQM, hard TQM and organizational performance relationships: an
empirical investigation. Omega, 33: 73-83.

Ratnawati, J., Ingsih, K., & Nuryanto, I. (2016). The Implementation of Kaizen Philosophy To Improve
Industrial Productivity: A Case Study of ISO Manufactuirng Companies in Indonesia. International
Journal of Applied Business and Economic Research, 14(2), 1343-1357.

Recht, R., & Wilderom, C. (1998). Kaizen and Culture: On the Tranferbility of Japanese Suggestion System.
International Business Review, 7(1), 7-22.



9th International Conference on Operations and Supply Chain Management, Vietnam, 2019

Schonberger, R. (1982) Japanese Manufacturing Techniques—Nine Hidden Lessons in Simplicity. Free Press,
New York.

Schroeder, D., & Robinson, A. (1991). America's Most Succesfull Export to Japan-Continuous Improvement
Programmes. Sloan Management Review, 32(3), 67-81.

Sila, 1., & Ebrahimpour, M. (2002). An Investigation Of The Total Quality Management Survey Based
Research Published Between 1989 and 2000. International Journal of Quality and Reliability
Management, 19(7), 902-970.

Smeds, R., Olivari, P. and Corso, M. (2001), “Continuous learning in global product development: a cross-
cultural comparison,” International Journal of technology management, Vol. 22, No. 4, pp. 373-392.

Suarez Baraza, M. F., Smith, T., & Mi Dahlgaard-Park, S. (2009). Lean- Kaizen Public Service: An Empirical
Approach in Spanish Local Government. The TQM Journal, 21(2), 143-167.

Sudrez-Barraza, M. F., & Rodriguez-Gonzilez, F. G. (2015). Bringing Kaizen to The Classroom: Lessons
Learned in An Operations Management Course. Total Quality Management & Business Excellence,
26(9-10), 1002-1016.

Susilawati, A., Tan, J., Bell, D., & Sarwar, M. (2015). Fuzzy Logic Based Method to Measure Degree of Lean
Activity in Manufacturing Industry. Journal of Manufacturing System, 34, 1-11.

Terziovski, M., & Sohal, A. S. (2000). The Adoption of Continuous Improvement and Innovation Strategies
in Australian Manufacturing Firms. Technovation, 20(10), 539-550.

Wakamatsu, Y. (2007). Toyota shiki Kaizen no susume kata: Saikyo no Gemba wo tsukuri ageru. Tokyo: PHP
Business.

White, M., & Trevor, M. (1983). Under Japanese Management: The Experience of British Workers. London:
Heinemann Educational.

Womack, J. P., Jones, D. T., & Roos, D. (1990). The Machines that Changed the World. New York:
Macmillan.

Womack J P and Jones D T (1996), Lean Thinking, Simon & Schuster, New York.

Yokozawa, K., & Steenhuis, H.-J. (2013). The Influence of National Level Factors on International Kaizen
Transfer. Journal of Manufacturing Technology Management, 24(7), 1051-1057.

Yokozawa, K., Steenhuis, H.-J., & Burijn, E. J. (2012). Factors Affecting International Transfer of Kaizen.
Operations and Supply Chain Management, 5(1), 1-13.

10



