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	Open Pathways Team – Orientation #2
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	05.08.2018
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	Facilitator
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	Sarah Riegel

	Team members
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	x
	Mike Cox
	o
	Andrea Jones
	x
	Cathie Oshiro
	x
	Peter Solie

	x
	Mark Dean
	x
	Angie Maddy
	x
	Charles Perkins
	x
	Randy Thode

	x
	Jo Harrington
	x
	Karey Marshall
	x
	Elaine Simmons
	
	

	Guests

	
	
	
	
	
	
	
	

	Topics/Notes
	Reporter

	Introduction
· Overarching preview of themes
· Themes will be fluid
	Myrna Perkins

	Accreditation Themes 


· Overall themes we want to cover – need to add Budget
· ACT team came up with the bullets for each theme
· Let ACT team know if there are other projects that are not covered by the themes
	Jo Harrington

	Initial Focus 


· These are where we want to start
· They are primarily from the Assurance Argument
· May require us to begin keeping data
· Need to document processes if not done already
	Cathie Oshiro

	Evidence 


	Myrna Perkins

	Process Management 


	Randy Thode

	Conclusion
· ACT team will attend a VP3 meeting to discuss people who need to be included in conversation groups
	Myrna Perkins

	Action Items
	Responsibility
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ALWAYS KEEPING IN MIND:
Barton Core Priorities/Strategic Plan Goals
Drive Student Success
1. Increase student retention and completion
1. Enhance the Quality of Teaching and Learning 
Cultivate Community Engagement
1. Enhance Internal Communication
1. Enhance External Communication
Emphasize Institutional Effectiveness
1. Initiate periodic review of the Mission Statement and Vision Statement.
1. Through professional development, identify and create a training for understanding and use of process improvement methodologies.
Optimize Employee Experience
1. Develop more consistent & robust employee orientation.
1. Enhance professional development system.
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INITIAL FOCUS  


Assessment 


• Co-curricular 
• Fundamental Outcomes vs. General Education Outcomes 
• Program Assessment/Program Review 


 
 
Faculty/Staff 
 


• Credentials/Qualifications 
• Faculty and Staff Handbooks 
• Professional Development/Training 


 


Feedback/Constituents 
 


• Advisory Boards 
• CCSSE, Graduation Survey, PACE, etc. 
• External Constituents – Alumni, Community 


 


Retention, Persistence, Completion 
 


• Data Integrity  
• Documented processes/procedures 
• Evidence of Data-Based Improvements 
• Goals/Plan (Ambitious but Attainable?) 
• Ownership  


 
Teaching and Learning 
 


• Faculty Oversight of Academic Matters 
• External Accreditations 
• Policies/procedures for Placement in Developmental and College Level  
• Policies for Awarding Prior Credit 
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Evidence:  


Proof of Meeting Accreditation Standards 


 


 


 


 


“All men are created equal. . .” Thomas Jefferson 


Unlike all men or all mankind, evidence is not created equally – at least for proving accreditation! 


 


 


 







Following the breadcrumbs. . . 


 


Q.  What part does evidence play in the accreditation process? 


A.  Evidence supports the narrative provided in the Assurance Argument. 


 


Example: 


3. C.1-- The institution has sufficient numbers and continuity of faculty members to carry out both 


the classroom and the non-classroom roles of faculty. . . 


Barton Community College has sufficient numbers of faculty to support the College mission and to 
provide high quality programs and services. The Spring FY 2016 Faculty Employment Report 
indicates that the College currently employs 66 full-time faculty members and 209 adjunct and 
part-time faculty; the average full-time faculty tenure is 12 years and 5 years for adjunct faculty 
with at least 40% of adjunct serving six or more years. According to the IPEDS Fall 2014 Report, the 
ratio of students to faculty is 25:1; which allows adequate time for instruction, assessment, 
curriculum oversight, student interaction, and participation on departmental and institutional 
teams.  
 


 


 


 







 


Q.  How does evidence provide proof of meeting accreditation standards? 


A.   


 Evidence substantiates the facts and assertions set forth in the Assurance Argument. 


 


 Evidence responds to any targeted monitoring or concerns/recommendations expressed from 


previous peer reviewers or HLC. 


 


 Evidence helps to explain anything unique to the institution. 


 


 Evidence strengthens overall compliance with HLC requirements. 


 


 Evidence affirms the institution’s overall academic quality and financial 


sustainability/integrity. 


 


 


 


 


 


 







Q.  What are categories of evidence? 


A.  According to Black’s Law, there are three categories of evidence. 


 


1. Clear evidence 
 


Example: Clear evidence that a president was duly appointed by an institution’s board would be a board resolution or 


meeting minutes showing a motion and vote to hire the president. 


 


 


2. Corroborating evidence 


Example: Corroborating evidence that a president was duly appointed by an institution’s board would be a copy of the offer 


letter addressed to the president. 


 


3. Circumstantial evidence 


Example: Circumstantial evidence that a president was duly appointed by an institution’s board would be a copy of a letter from 


the president to the chair of the board, accepting the presidential appointment. 


 


 


 


 


 







Q.  What are some examples evidence—weak and strong? 


 


A.  Examples of responses and evidence (or lack thereof): 


 


2.A The institution operates with integrity in its financial . . . functions. . . 


 


 Response: The Board of Trustees and the President are accountable for ensuring financial integrity.  


 


 Response:  The College has policies regarding financial integrity.”  Appendix – Policy    


 


 


 Response:  An external 3rd-party audit has reported no material weaknesses and confirmed sound and 


transparent accounting procedures.  Appendix – Audit Report   


 


 


 


 


 


 







Q.  How will evidence for the next Assurance Argument be captured?  How will people 


know what evidence to provide?   


 


A.  The Accreditation Consultative Team (ACT) will be capturing/compiling/archiving evidence 


to provide in the next writing of the Assurance Argument (AA).  Having studied many other 


Assurance Arguments and peer review feedback, ACT acts as a link between writing the next 


AA and in a consultative function with the campus community.  ACT will not direct but will 


provide advice to those working on accreditation topics, projects, activities. 


 


 


 


Reference:  http://download.hlcommission.org/ProvidingEvidence_INF.pdf   



http://download.hlcommission.org/ProvidingEvidence_INF.pdf
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HLC 2012 System Appraisal Feedback Report – Process 
Management 
 


Strategic and Accreditation Issues Analysis: Strategic issues are those most closely related 
to your institution’s ability to succeed in reaching its mission, planning, and quality improvement goals 


 


Issues Affecting Future Institutional Strategies. The Systems Appraisal Team identified the 
following strategic issues to assist Barton Community College in prioritizing and taking action on the 
important broad challenges and opportunities it faces. From these you may discover your vital 
immediate priorities, shaping strategies that can lead to a quantum leap in the performance of your 
institution. Implementing these strategies may call for specific actions, so AQIP’s expectation that your 
institution be engaged in three or four vital Action Projects at all times will help encourage your 
administrators, faculty, and staff to turn these strategic goals into real accomplishments. Knowing that 
Barton Community College will discuss these strategic issues, give priority to those it concludes are most 
critical, and take action promptly, the Systems Appraisal Team identified:  


• Many examples exist in Barton’s portfolio where the College has not described the processes it 


uses.  Since development of a process management practice is fundamental to the development 


of any continuous improvement effort, systematic improvement cannot begin without 


understanding how important processes function.    


• Process outcomes (results) and measures of evaluation (improvements) are generally missing 


from this portfolio.  While Barton is adept at identifying what happens at the College, it is less 


fluent in documenting how processes are carried out, the reasons why particular systems are in 


place, and how well those systems and processes support the institution’s mission, goals and 


objectives.  Without process measures, systematic improvement cannot be verified because 


there is no way to understand whether quantifiable changes have occurred.    


• Analysis of results is generally missing from the portfolio.  Analysis includes providing a 


description of the data source, pertinent collection methods, interpretation to clarify meaning, 


and a discussion of how results are used to drive further improvements.  Without the analysis of 


results, the College cannot accurately determine where improvements still need to made and 


when continued improvements to a process or system are not necessary within the short-run.  
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• While Barton reports that specific processes and performance targets are established by related 


departments or work groups, there is limited information as to how or why specific process 


improvements or improvement targets are established.  Likewise, many of the targets are not 


quantifiable.  Well-defined processes for planning, implementing, and prioritizing changes 


resulting from the data are largely absent from the portfolio but would further support the 


College’s quality culture and infrastructure.  


• Barton Community College uses multiple methods for securing data in areas such as  


Helping Students Learn, Accomplishing Other Distinctive Objectives, Understanding Student and 
Stakeholder Needs, and Measuring Effectiveness.  The establishment of data trends and 
patterns of comparison with peer institutions would provide information that would support 
data-informed decision-making to further institutional improvements.  
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Continuous Improvement – whatever we are doing, we want 
to measurably get better 
 
Process Management Steps:   Barton and Quality Management (QM) 
 


1. We suspect a problem/process issue. 
Barton >    Possible problems/process issues are usually identified with anecdotal comments, 
sweeping generalities, words like ‘major problem’, ‘huge risk to students’ and trigger formation 
of committees to begin offering solutions. 


 
QM > Take the time to collect data 
QM > What is the probability the risk will occur? 
QM > Is the problem an outlier? 


 
2. Describe the problem/process to improve– Workflows, process maps. 


Barton > We know the problem, let’s move to the solution. 
Barton > Only Supervisors describe the problem which often means they describe what they 
think is happening. 


 
QM > Have the people doing the work describe the process 


 
3. Identify Options 


Barton> We know the proposed process has 3 extra steps, “but my staff has the time”. 
 
QM > All things being equal, the process with the fewer steps should be selected 
 


 
4. Identify Process measurements.   If you can’t measure it, you can’t improve it. 


Barton>   Identifying measurements are rarely a consideration. 
 


5. Schedule time to collect data and review results.  
Barton > Crickets.  Generally, results are checked at a future date/time. 
 


To include an activity in the Assurance Argument, we asked the following: 


A. Do we have data suggesting a process needs improving? 
B. Do we have a description of the former and improved process? 
C. Do we have data evaluating the Process Improvement? 
D. Do we have a review of the process to check improvements? 
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Deming Process 
Described are Deming’s 14 Points Explained and Implementation of those points, as a business 
process management system.  Dr. Edwards Deming’s 14 points of quality management provide a 
foundation for good management practices.  Listed are Demings 14 points with a summary 
explanation for each of his points. 


Deming’s 14 Points Explained and Implementation: Listing 
and Explanation 
The first of Dr. Edwards Deming’s 14 points describes a need from an overall business 
perspective: 


1. Create constancy of purpose toward improvement of product and service, with the aim to 
become competitive and to stay in business and to provide jobs. 


For the company that wants to stay in business, the two general types of problems that exist are 
the problems of today and the problems of tomorrow. It is easy to become wrapped up with the 
problems of today, but the problems of the future demand, first and foremost, constancy of 
purpose and dedication to keep the company alive. Decisions need to be made to cultivate 
innovation, fund research and education, and improve the product design and service, 
remembering that the customer is the most important part of the production line. 


The second of Deming’s 14 points addresses leadership for change: 


2. Adopt the new philosophy. We are in a new economic age. Western management must awaken 
to the challenge, must learn their responsibilities, and take on leadership for change. 


Government regulations and antitrust activities need to be changed to support the well-being of 
people. Commonly accepted levels of mistakes and defects can no longer be tolerated. People 
must receive effective training so that they understand their job and also understand that they 
should not be afraid to ask for assistance when it is needed. Supervision must be adequate and 
effective. Management must be rooted in the company and must not job-hop between positions 
within a company. 


The third of Deming’s 14 points out that we need to stop the common practice of trying to 
inspect quality into a product: 


3. Cease dependence on inspection to achieve quality. Eliminate the need for inspection on a 
mass basis by building quality into the product in the first place.  



http://en.wikipedia.org/wiki/W._Edwards_Deming
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Inspection is too late, ineffective, and costly. It is too late to react to the quality of a product 
when the product leaves the door. Quality comes not from inspection but from improving the 
production process. Corrective actions are not inspection, scrap, downgrading, and rework the 
process. 


Deming’s 14 points numbered 4-14 describe additional activities that organizations should 
incorporate as part of doing business: 


4. End the practice of awarding business on the basis of price tag. Instead, minimize total cost. 
Move toward a single supplier for any one item, on a long-term relationship of loyalty and trust.  


Price and quality go hand in hand. Trying to drive down the price of anything purchased without 
regard to quality and service can drive good suppliers and good service out of business. Single-
source suppliers are desirable for many reasons. For example, a single-source supplier can 
become innovative and develop an economy in the production process that can only result from a 
long-term relationship with the purchaser. Lot-to-lot variability within a one-supplier process is 
often enough to disrupt the purchaser’s process. Only additional variation can be expected with 
two suppliers. To qualify a supplier as a source for parts in a manufacturing process, perhaps it is 
better first to  discard manuals that may have been used as guidelines by unqualified examiners 
to rate suppliers. Instead, suppliers could be asked to present evidence of active involvement of 
management, encouraging the application of many of the IEE concepts discussed in this volume. 
Special note should be given to the methodology used for continual process improvement. 


5. Improve constantly and forever the system of production and service, to improve quality and 
productivity, and thus constantly decrease costs. 


There is a need for constant improvement in test methods and for a better understanding of how 
the customer uses and misuses a product. In the past, American companies have often worried 
about meeting specifications, while the Japanese have worried about uniformity, i.e., reducing 
variation about the nominal value. Continual process improvement can take many forms. For 
example, never-ending improvement in the manufacturing process means that work must be 
done continually with suppliers to improve their processes. It is important to note that, like 
depending on inspection, putting out fires is not a process improvement. 


6. Institute training on the job. 


Management needs training to learn about all aspects of the company from incoming materials to 
customer needs, including the impact that process variation has on what is done within the 
company. Management must understand the problems the worker has in performing his or her 
tasks satisfactorily. A large obstacle exists in training and leadership when there are flexible 
standards for acceptable work. The standard may often be most dependent on whether a 
foreperson is having difficulty in meeting a daily production quota. It should be noted that 
money and time spent would be ineffective unless the inhibitors to good work are removed. 


7. Institute leadership. The aim of supervision should be to help people and machines and 
gadgets to do a better job. 
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Supervision by management is in need of overhaul, as well as supervision of production 
workers.” Management should lead, not supervise. Leaders must know the work that they 
supervise. They must be empowered and directed to communicate and to act on conditions that 
need correction. They must learn to fix the process, not react to every fault as if it were a special 
cause, which can lead to a higher defect rate. 


8. Drive out fear, so that everyone may work effectively for the company.  


No one can give his best performance unless he feels secure. Employees should not be afraid to 
express their ideas or ask questions. Fear can take many forms, resulting in impaired 
performance and padded figures. Industries should embrace new knowledge because it can yield 
better job performance and should not be fearful of this knowledge because it could disclose 
some of their failings. 


9. Break down barriers between departments. People in research, design, sales, and production 
must work as a team to foresee problems of production and use that may be encountered with the 
product or service. 


Teamwork is needed throughout the company. Everyone in design, sales, manufacturing… can 
be doing superb work, and yet the company can be failing. Why? Functional areas are sub-
optimizing their own work and not working as a team for the company. Many types of problems 
can occur when communication is poor. For example, service personnel working with customers 
know a great deal about their products, but there is often no routine procedure for disseminating 
this information. 


10. Eliminate slogans, exhortations, and targets for the work force asking for zero defects and 
new levels of productivity. 


Such exhortations only create adversary relationships, as the bulk of the causes of low quality 
and low productivity belongs to the system and thus lies beyond the power of the work force. 
Exhortations, posters, targets, and slogans are directed at the wrong people, causing general 
frustration and resentment. Posters and charts do not consider the fact that most trouble comes 
from the basic process. Management needs to learn that its main responsibility should be to 
improve the process and remove any special causes for defects found by statistical methods. 
Goals need to be set by an individual for the individual, but numerical goals set for other people 
without a road map to reach the objective have an opposite effect. 


11a. Eliminate work standards (quotas) on the factory floor. Substitute leadership.  


Never-ending improvement is incompatible with a quota. Work standards, incentive pay, rates, 
and piecework are manifestations of management’s lack of understanding, which leads to 
inappropriate supervision. Pride of workmanship needs to be encouraged, while the quota system 
needs to be eliminated. Whenever work standards are replaced with leadership, quality and 
productivity increase substantially, and people are happier on their jobs. 
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11b. Eliminate management by objective. Eliminate management by numbers, numerical goals. 
Substitute leadership. 


Goals such as “improve productivity by 4 percent next year” without a method are a burlesque. 
The data tracking these targets are often questionable. Moreover, a natural fluctuation in the right 
direction is often interpreted as success, while small fluctuation in the opposite direction causes a 
scurry for explanations. If there is a stable process, a goal is not necessary because the output 
level will be what the process produces. A goal beyond the capability/performance of the process 
will not be achieved. A manager must understand the work that is to be done in order to lead and 
manage the sources for improvement. New managers often short-circuit this process and focus 
instead on outcome; e.g., getting reports on quality, proportion defective, inventory, sales, and 
people. 


12a. Remove barriers that rob the hourly worker(s) of their right to pride of workmanship. 


The responsibility of supervisors must be changed from sheer numbers to quality. In many 
organizations, the hourly worker becomes a commodity. He may not even know whether he will 
be working next week. Management can face declining sales and increased costs of almost 
everything, but it is often helpless in facing the problems of personnel. The establishment of 
employee involvement and of participation plans has been a smoke screen. Management needs to 
listen and to correct process problems that are robbing the worker of pride of workmanship. 


12b. Remove barriers that rob people in management and in engineering of their right to pride 
of workmanship. 


This means, inter alia, abolishment of the annual or merit rating and of  managing by objective.” 
Merit rating rewards people who are doing well in the system; however, it does not reward 
attempts to improve the system. The performance appraisal erroneously focuses on the end 
product rather than on leadership to help people. People who are measured by counting are 
deprived of pride of workmanship. The indexes for these measurements can be ridiculous. For 
example, an individual is rated on the number of meetings he or she attends; hence, in 
negotiating a contract, the worker increases the number of meetings needed to reach a 
compromise. One can get a good rating for firefighting because the results are visible and 
quantifiable, while another person only satisfied minimum requirements because he or she did 
the job right the first time; in other words, mess up your job, and correct it later to become a 
hero. A common fallacy is the supposition that it is possible to rate people by putting them in 
rank order from last year’s performance. There are too many combinations of forces involved: 
the worker, co-workers, noise, and confusion. Apparent differences in the ranking of personnel 
will arise almost entirely from these factors in the system. A leader needs to be not a judge but a 
colleague and counselor who leads and learns with his or her people on a day-to-day basis. In 
absence of numerical data, a leader must make subjective judgments when discovering who, if 
any, of his or her people are outside the system, either on the good or the bad side, or within the 
system. 


13. Institute a vigorous program of education and self-improvement. 
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An organization needs good people who are improving with education. Management should be 
encouraging everyone to get additional education and to engage in self-improvement. 


14. Put everybody in the company to work to accomplish the transformation. The transformation 
is everybody’s job. 


Management needs to take action to accomplish the transformation. To do this, first consider that 
every job and activity is part of a process. A flow diagram breaks a process into stages. 
Questions then need to be asked about what changes could be made at each stage to improve the 
effectiveness of other upstream or downstream stages. Everyone can be a part of the team effort 
to improve the input and output of the stages. Everyone on a team has a chance to contribute 
ideas and plans. A team has an aim and goal toward meeting the needs of the customer. 


The above 14 points with the summary of each was reproduced from Integrated Enterprise 
Excellence Volume II – Business Deployment: A Leaders’ Guide for Going Beyond 
Lean Six Sigma and the Balanced Scorecard, Forrest W. Breyfogle III, Citius 
Publishing, 2008. 


 


 


 


 


 


 


 


 


 


 


 



https://www.smartersolutions.com/books/guide-to-implement-iee-enhanced-system

https://www.smartersolutions.com/books/guide-to-implement-iee-enhanced-system

https://www.smartersolutions.com/books/guide-to-implement-iee-enhanced-system
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7 Unexpected Benefits of Kaizen Events  
https://blog.kainexus.com/improvement-disciplines/kaizen/kaizen-events/7-bonus-benefits-of-
kaizen-events 


Posted by Jeff Roussel  


Leaders typically deploy Kaizen events when there is a difficult or urgent challenge that needs to 
be addressed in short order. The obvious benefit of this rapid approach to improvement is that 
the target process or problem gets solved. That’s awesome, but in most cases, there are many 
improvement tools that could be deployed to address a known issue. We’re big fans of most of 
them, but in our experience, Kaizen events have some unique advantages that shouldn’t be 
ignored when comparing them to your other options. 


In addition to a problem solved, Kaizen events can result in: 


1 - Practice Defining and Documenting Baseline Metrics 


One of the key steps in preparing for a Kaizen event is deciding which performance indicators 
will be used to measure success, and determining how those KPIs will be measured and 
documented. The level of care in gathering baseline metrics is typically higher during a Kaizen 
event than many daily, incremental changes, so the event provides a good opportunity to practice 
and perfect this important skill. 


 


2 - Improved Cross-Functional Collaboration 


It is very common for organizations to find that the biggest opportunities for improvement lie 
where one process joins another or where work is shifted from one team to the next. That’s why 
Kaizen events often involve people from more than one functional area, shift, or department. 
Bringing together folks from many points of view often accelerates improvement and it gives the 
team the opportunity to refine their skills working with different experiences and approaches to 
problems. Kaizen events are a good opportunity to establish a common language for 
improvement and process components. 


3 - Expansion of the Repository of Knowledge 


When Kaizen events are properly documented, preferably in improvement software designed for 
that specific purpose, they add to the organization’s overall tribal knowledge. Lessons can be 
learned and retained from each event, making future improvement projects more effective. The 



https://blog.kainexus.com/improvement-disciplines/kaizen/kaizen-events/7-bonus-benefits-of-kaizen-events

https://blog.kainexus.com/author/jeff-roussel

https://blog.kainexus.com/improvement-disciplines/kaizen/kaizen-software/kaizen-events/a-crash-diet

https://www.kainexus.com/improvement-disciplines/kaizen

https://blog.kainexus.com/continuous-improvement-software/features/measure/the-need-for-improvement-software-to-measure-improvement-kpis

https://blog.kainexus.com/employee-engagement/cross-functional-collaboration/use-cross-functional-teams/offset-organizational-tribalism

https://blog.kainexus.com/improvement-disciplines/kaizen/kaizen-software/5-features-to-look-for

https://blog.kainexus.com/improvement-disciplines/kaizen/kaizen-software/5-features-to-look-for
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documentation is also an outstanding tool for bringing new team members up to speed on both 
processes and the techniques used to make them better. 


4 - Opportunity for More Team Members to Demonstrate Leadership 


Each Kaizen event needs to have a team leader who is responsible for bringing the team together, 
coordinating the event, and making sure that each role is filled successfully. They will also be the 
point person for the executive sponsor and request help if additional resources become necessary 
or if a roadblock is encountered. The person who leads the team does not have to be in a 
management role. In fact, Kaizen events present the opportunity to let more folks try on the role 
of leader. Managers are often surprised by who is able and willing to step up when given the 
chance. 


5 - Clarity About Priorities 


Executive leaders may not be delighted by us pointing this out, but suggesting a Kaizen event to 
target a particular problem is a good way of determining if solving that problem is a high priority 
for leaders. Of course, Kaizen events are not the right solution for every issue. Some problems 
are simply too complex to address in a short time frame. But if a Kaizen event makes sense for a 
defined problem, leaders’ willingness to invest the required resources to focus on it for a few 
days, is useful information about the urgency and importance of the process or problem to be 
addressed. 


6 - Enhanced Ownership of the Process 


When employees are involved in documenting and improving a process, they tend to become 
more engaged and willing to take ownership of it. People who spend time thinking about and 
implementing positive change are less likely to slip back into old habits and more likely to stick 
to the new plan and find ways to make it even better still. 


7 - Improved Standard Work Documentation 


If changes are implemented during a Kaizen event, one of the deliverables is new Standard Work 
documentation. (In fact, is isn’t uncommon that the development of Standard Work is the main 
objective of the Kaizen event.) Standard Work documentation is an essential tool for laying the 
foundation for future improvement, measuring employee performance, and bringing new 
employees up to speed quickly. It is essential that Standard Work be kept up to date, a goal 
which every Kaizen event should accomplish. 


As we said at the outset, there are many tools in the continuous improvement toolbox. Kaizen 
events are one that comes along with a bunch of additional returns. It is a good idea to include 
these bonus benefits when you assess the success of your events. 


 



https://blog.kainexus.com/employee-engagement/2-word-employee-engagement-definition

https://www.kainexus.com/improvement-disciplines/lean/standard-work

https://www.kainexus.com/improvement-disciplines/lean/standard-work
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Benefit 8 


Benefit to Barton Exec. Committee – Fewer meetings. 
Six Sigma and Kaizen 
 
Lean at Miami University - 
http://miamioh.edu/fbs/lean/index.html 
 


 
https://www.myob.com/nz/enterprise/resources/industry-whitepapers/process-improvement 
 


The Six Sigma, Kaizen is an approach to operational improvement that originated in Japan. In 
fact, the word Kaizen roughly translates as ‘continual improvement’. Unlike Six Sigma, Kaizen 
is a general philosophy rather than a strict set of practices. Kaizen was used to transform 
operations at Toyota in the 1980s, and the book ‘Kaizen: The Key to Japan’s Competitive 
Success’ by Masaaki Imai, helped introduce the philosophy to a Western audience. 


The three underlying principles of Kaizen are: that human resources are your most important 
asset; that processes must evolve by gradual improvement rather than radical change; and that 
improvement must be based on a quantitative evaluation of performance. Imai also stresses the 
importance of working as a team and involving everyone in process improvement – not just 
management. 


Critics of Kaizen say that its benefits are overstated, and that the focus on eliminating waste 
above all else can lead to problems in other areas. Like Six Sigma, Kaizen relies on buy-in from 
management and employees – or you run the risk of paying lip service to improvement without 
actually making any changes.   


https://www.smartersolutions.com/services/business-system-iee/demings-14-points-explained-
implementation 


 



http://miamioh.edu/fbs/lean/index.html

https://www.myob.com/nz/enterprise/resources/industry-whitepapers/process-improvement

http://www.economist.com/node/13480663

http://www.brighthubpm.com/methods-strategies/105933-criticism-of-lean-manufacturing/

https://www.smartersolutions.com/services/business-system-iee/demings-14-points-explained-implementation

https://www.smartersolutions.com/services/business-system-iee/demings-14-points-explained-implementation
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		7 Unexpected Benefits of Kaizen Events

		1 - Practice Defining and Documenting Baseline Metrics

		2 - Improved Cross-Functional Collaboration

		3 - Expansion of the Repository of Knowledge

		4 - Opportunity for More Team Members to Demonstrate Leadership

		5 - Clarity About Priorities

		6 - Enhanced Ownership of the Process

		7 - Improved Standard Work Documentation
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ACCREDITATION THEMES 


Assessment 
• Co-curricular 
• Fundamental Outcomes vs. General 


Education Outcomes 
• Program Assessment/Program Review 


 
Board of Trustees 


• ENDS Processes 
• Feedback 
• Mission Review 
• Training 


 
Constituents 


• Advisory Boards 
• CCSSE, Graduation Survey, Etc. 
• External Constituents – Alumni, Community 


 
Diversity 


• Role in Multicultural Society 
• Processes and Activities: 


o Appropriate to Mission and 
Constituencies 


o Reflects attention to human diversity 
o Recognizes human and cultural diversity 


of the world 
 


Ethics/Integrity 
• Academic Honesty and Integrity (student 


and faculty) 
• Academic Integrity (programmatic) 
• Financial Integrity 
• Personnel Integrity (Employee/BOT) 


 
Faculty/Staff 


• Credentials/Qualifications 
• Faculty and Staff Handbooks 
• Faculty Oversight of Academic Matters 
• Professional Development/Training 


 
Feedback/Constituents 


• Advisory Boards 
• CCSSE, Graduation Survey, PACE, etc. 
• External Constituents – Alumni, Community 


 
Infrastructure 


• Enrollment Management 
• Facilities 
• Financial 
• Production – Programs/Class Load 
• Technology 


Mission 
• Aligns with Planning and Budget Priorities 
• Consistent with Academic Programs, 


Support Services, Enrollment Profile 
• Process for review and revision 


 
Policies and Procedures 


• Process for Training Faculty, Staff, and 
Students 


• Proof that P/P are Followed 
• Resources (HR, Fiscal, Physical, etc.) 
• Support Services  


 
Process Management 


• Data – Showing Need for Improvement 
• Process Description 
• Review/Evaluation Schedule 
• Data – Documenting Progress/Outcomes 


 
Retention, Persistence, Completion 


• Data Integrity  
• Documented processes/procedures 
• Evidence of Data-Based Improvements 
• Goals/Plan (Ambitious but Attainable?) 
• Ownership  


 
Strategic Planning 


• Aligns with Mission 
• Anticipates Fluctuations in the Institution’s 


Sources of Revenue, Emerging Factors 
• Considers Internal and External 


Constituents 
• Links Processes for Assessment, 


Evaluation of Operations, Planning, 
Budgeting 


 
Support –  Academic/Student 


• Academic Advising 
• Alignment between needs of students and 


services provided 
• Policies/procedures and Related Training 


 
Teaching and Learning 


• Faculty Oversight of Academic Matters 
• External Accreditations 
• Policies/procedures for Placement in 


Developmental and College Level  
• Policies for Awarding Prior Credit 










