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This outdated system persists in part because of the mistaken, but widely held, belief that
creativity can be had simply by offering rewards for it.

In one sense, the goals of kaizen teian systems are much more modest than those of
Denny’s all-encompassing system. They target only part of the spectrum of corporate creativity
-- improvements in the immediate workplace. However, at the same time they are far more
ambitious in that they are designed to obtain ideas from literally every employee. Kaizen teian
systems work so well because they are forced to be consistent with what really motivates
peoplc to be creative. A good kaizen teian system gives us a look at what becomes possible

when a company begins to harness the power of the unexpected.

As we shall see, the evidence is clear that kaizen teian systems deliver much more
creativity than simple suggestion systems. Since by default the suggestion system continues to
be used at many U.S. companies, while the kaizen teian approach is an integral part of
Japanese management, the performance differences between the two actually cause disparities

in national-level statistics on creativity.

An Order of Magnitude Difference

It is not hard to document that the second generation system outperforms the first -- the
data speak for themselves. In Japan, kaizen teian systems are commonplace; almost every
company of any size has one. The Japan Human Relations Association publishes an annual
ranking of the top 150 kaizen teian systems in Japan. Table 1 gives a small selection of this
data for some of the internationally known Japanese companies on this list. Companies with
good kaizen teian systems receive a steady stream of ideas from their employees. If a working
year consists of 250 days, Toshiba, for example, averages just over one proposal from each

employee every five business days, or working week.




