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Abstract
Purpose The aim of the article is to discuss the issues of the employee suggestion system
(ESS) in a remanufacturing enterprise. ESS is a tool used in many modern management
philosophies like continuous improvement, Kaizen, lean etc. A number of factors influenc-
ing the operation of the employee suggestion system (ESS) were examined in the literature.
However, none considers the fact that within various departments, the nature of this tool
may vary.

Methodology/approach Based on the data from a representative international company, the
system performance was assessed. Using statistical tests, it was examined whether the ESS
works identically in different departments of the company. The article reviews the literature
and attempts to explain the reasons for the results.

Findings On the basis of statistical tests, it has been proved that despite the same imple-
mentation and occurrence of the same types of waste in various departments, the number of
employee suggestions and thus the functioning of the system is different. According to the
authors, the reason for this is the fact that the company performs remanufacturing processes.
Managing an enterprise using lean remanufacturing has a specific character in relation to
classic lean.

Recommendations Since the article presents only one example of a company in which this
phenomenon appeared and the lack of this issue in the literature, further analysis of this
problem is necessary.
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Introduction

The research under consideration concerns an operation analysis of one of the tools most
often applied in modern management methods, namely employee suggestion systems. Pro-
posals of improvements of various processes made by employees of the lowest levels –
people who actively complete a task are very valuable and constitute the basis for numerous
corporate organization methods such as continuous improvement, Kaizen and others.

The article concerns the employee suggestion system (ESS) in the area of lean reman-
ufacturing. The literature in this area was reviewed (August 2020). In the Web Of Science
database, 1101 papers were found with the phrase “employee suggestion system” and 32
papers about “lean remanufacturing”. Various combinations of phrases did not produce any
results (for example “suggestion system” and “lean remanufacturing” – 0, “suggestion sys-
tem” and “remanufacturing” – 1 but in different topic). Similarly, the Scopus database did
not produce any relevant results (“employee suggestion system” – 770, “lean remanufactur-
ing” – 1447, “suggestion system” and “lean remanufacturing” – 0, “suggestion system” and
“remanufacturing” – 0). Additionally, a review of Google Scholar databases, in the case of
combinations of the words “suggestion system”, “lean remanufacturing” returned – 2 arti-
cles, while “suggestion system”, regeneration – 50 papers. However, most often they belong
to research related to sustainable development. It is worth noting that the ESS is also part of
the trend related to sustainable development. The assumptions of sustainable development
are particularly relevant at present [5].

The literature provides a series of factors affecting the success of an employee suggestion
system. Based on a broad literature review, Lasardo et al. [24] indicate 32 factors affecting
success of the system. There are also a lot of commonly and formally accepted procedures
managing employee suggestions. Analyses of these processes are also subject to scientific
research [33], [9], [23]. Systemized approach towards employee suggestions, a modern and
traditional reflection were presented by Pakdel et al. [27]. Proposals of measuring maturity
of an employee suggestion system were presented in the paper [25] whereas an example of
effectiveness evaluation of the method can be found in works of Arif et al. [3]. In their work
Gołaś et al. have shown how an employee suggestion system influences effectiveness of an
enterprise. It was measured by the number of implemented employee suggestions in various
areas of operation. The greatest impact referred to the quality i.e. 27%, safety/ergonomics
23% and cleanliness 18% [11].

In view of the scientific elaborations presented as regards operation and evaluation of
employee suggestion systems, attention is not paid to the fact that both effectiveness as
well as procedures may differ depending on a company department. For instance, produc-
tion and administration departments are naturally different. Administration departments are
in charge of management activities, coordination of processes and finally of winning cus-
tomers through appropriate marketing. Very often it is difficult to define the quality of
introduced changes. Whereas production (services) focuses on manufacturing certain goods,
most often they are physical goods which may be assessed explicitly on the basis of quality
checks. Despite the fact that an employee suggestion system is universal and may be applied
in any industry, it will possess specific features on the level of two different applications.
In more general terms, one must consider how an employee suggestion system affects var-
ious philosophies such as Kaizen or TQM which make use of this tool. Does continuous
improvement work well in both administration and production departments? In foreign lit-
erature one may find numerous elaborations which state that “Kaizen works equally well
in office (administrative procedures) and shop (production processes) settings.” [4], though
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this statement is limited to small and medium enterprises, there are also broader elabora-
tions. On Kaizen websites (www.kaizen-news.com) Wilson presents cases also confirming
the hypothesis regarding compliance of effectiveness in the two areas [33]. Also Göransson
and Tunovic are convinced about this compliance although they display different ways of
implementation [12].

The paper will present results of implementing an employee suggestion system in admin-
istration and production departments of a selected Polish enterprise. An attempt was made
to compare differences between employee suggestion systems of the two departments based
on statistic tests.

An employee suggestion system—a theoretical approach

An interesting, in-depth review of the world literature on lean management (theory, tools,
trend) is presented in the article by Yadav et al. [34]. One of the basic claims related to
effective implementation of lean philosophy is the conviction that lean is not only a set
of tools and techniques of direct application but also an action philosophy and a system
consisting of the basic element such as people [16]. The work environment based on lean
management principles is built on different values and conviction varying from other work
systems. In the lean approach:

– an employee should be aware of dynamic changes and complete openness and
involvement into quick reaction,

– work is based on strict compliance with principles, rules and standards,
– an employee should accept a multidimensional nature of their work and multitasking,
– an ability to work in a team,
– solving problems all the time and improving their work place [16].

Due to its universal principles, the lean management philosophy is readily used in other
areas. It is now believed that the lean management concept should be considered in conjunc-
tion with other approaches, eg agile, green, resilient, etc. The differences and similarities
discussed can be found in the article by Carvalho et al. [6]. The literature indicates that
Amezquita was one of the pioneers in the connection between lean and remanufacturing.
[2] demonstrated the benefits of using the lean approach in improving the efficiency of
remanufacturing processes. A similar opinion is expressed by Fagrher, who identified the
benefits of using lean in remanufacturing processes by eliminating activities that do not
bring added value [10]. Pawlik argues that combining lean management with remanufactur-
ing creates opportunities to increase efficiency in the remanufacturing industry [28]. John
Dally defines lean in remanufacturing processes as a fundamental way to improve the fac-
tories operations by focusing on product flow, speed of operations and elimination of waste
[8]. Kurilova-Palisaitiene points out that lean remanufacturing is useful for optimizing pro-
cess lead times [19]. However, some researchers show challenges in implementing lean
manufacturing in remanufacturing processes. In their work, Kanikula and Koch present the
following problems [17]:

– “not every remanufacturing operation is needed in each remanufacturing process,
– difficulties in definition of takt time for remanufacturing systems (not always consumer

demand is known)
– cycle times varies and it depends on quality or repeatability of incoming products,
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– quantity of disassembled parts varies and it also depends on quality or repeatabil- ity of
incoming products,

– diversity in range of products,
– possible huge amount of core (used products) inventory waiting for disassembly,
– sometimes no high-runners.”

In their article, Kurilova-Palisaitiene and Sundin claim, citing examples, that it is very dif-
ficult even impossible to implement a lean approach to remanufacturing due to the greater
complexity of processes, the unique cycles and operations, quantity and quality require-
ments, and other stock levels [18]. The authors of this study assume, however, that the
implementation of lean manufacturing into remanufacturing processes is possible under
certain strict conditions. It requires appropriate adaptation to the remanufacture nature,
adjusting the implementation of selected lean tools each time, in accordance with the com-
pany’s profile. There are studies in the literature on lean remanufacturing that raise the issue
of appropriate adaptation of lean assumptions and values to manufacturing processes, how-
ever, there is a gap in the studies on specific lean tools in remanufacturing [29]. In this study,
the authors try to fill this gap and undertake an analysis of the application in theory and
practice of the tool employee suggestion system in an organization that is both manufac-
turing and remanufacturing. In the process of implementing the principles of the employee
suggestion system, there are no significant differences regarding enterprises operating under
lean manufacturing or lean remanufacturing.

The literature on lean subject often emphasizes that a successful transformation of an
enterprise towards the lean concept should be related to appropriate motivation of employees
to work. It is commonly believed that a financial incentive is the main factor affecting
engagement of employees. Nevertheless, on the basis of works of an American psychologist
F. Herzberg we may definitely state that “money does not motivate people to engage more,
it does not generate willingness to make a voluntary effort to improve processes they are
working at. In order to achieve it, more is needed to make work and its conditions comply
with internal development needs, ambitions and satisfaction of employees” [16]. Therefore,
it is proposed to base implementation of lean philosophy on natural motivators generating
desired attitudes of employees such as:

– making sense of work of an individual,
– arousing a feeling of fulfilment at work,
– involvement,
– removing waste from tasks to be completed,
– solving problems in a team,
– recognizing one’s effort,
– passing ownership of a process or an area [16].

The lean concept instruments which correspond to the above proposals to strengthen
employee motivation emphasize the importance of various programs, systems encourag-
ing employees to share their ideas, suggestions regarding improvements and modifications
to processes, work positions, standards etc. The management literature introduced the first
documented system of notifying ideas improving operation of an organization in 1770 in
the British Navy. In 19th century some enterprises in USA and Great Britain used the so
called boxes for ideas. Toyota introduced this system in 1951 inspired by Motor Company
[22]. The creator of Toyota Production System – Taiichi Ohno asked aboyt the success of
implementing Kaizen rules said “If it is only possible ask people doing a job for opinions.
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Wisdom originates from ideas of novices” citeShimokawa. It is essential to emphasise the
role of employees performing basic activities, they can improve an organization in a simple
way using cost-effective solutions. A colourful description of this dependency is found in a
book written by Koichi Shimokawa, Takahiro Fujimoto, The Birth of a Management Sys-
tem, the conversation with Taiichu Ohno and Eiji Toyody: “My uncle is 93 years old and
has a hearing problem. The laryngologist told him he needed a hearing aid and that it was
normal for his age. My uncle bought an expensive hearing aid. A few days later he went to
a barber. He told him that his hearing had got worse so he bought a hearing aid. Have you
cleaned your ears recently?, the barber asked. Not really, my uncle responded. Let us have
a look. Then the barber took a lot of earwax out of his ears. Suddenly, my uncle began to
hear well without a hearing aid” [32]. Toyota is a model organization as regards implemen-
tation of lean management, an employee suggestion system in Toyota is called TSP (Toyota
Suggestion Program), it is based on the assumption that employees themselves aspire to
improve their working environment, thanks to which each employee contributes to a long-
term improvement in company operation. The system is also perceived as a programme
affecting financial standing of a company as well as a full identification of employees with
an enterprise. As its authors emphasize it is not only about savings but first of all an increase
in job satisfaction. The programme creates an appropriate atmosphere and a feeling that
everyone contributes to an overall success of a company by providing ideas. The system is
profitable as it achieves an investment return rate on the level from seven to one. Employ-
ees are assumed to come up with about 10 suggestions per annum. [20]. In Toyota Motor
Poland dozens of ideas are developed every year which are implemented in big factories in
the world and Poland employing several thousands of workers even 5 — 6 thousand [30].
An example of an idea implemented in all Toyota companies was developed in Wałbrzych
and was based on the following observation “a production worker pouring a cooling liq-
uid into a machine noticed that its amount reduced by half also cools the machine down.
When his observation was researched by a team of analysts, it turned out to be true. His idea
generated huge savings” [30]. An employee suggestion system plays a crucial role in coun-
teracting the eighth type of waste such as unused employee creativity defined as “the result
of no involvement of employees into tasks who have right competences, inability to listen
to employees, not paying attention to their employees, making it impossible for employees
to learn at the same time” [21]. The operation of an employee suggestion system is based
on the following assumptions:

– implementation of all suggestions made even those providing little value added to an
entity as compared to expenditure (labour, costs) incurred for its implementation.

– operation of a process of evaluating and giving an opinion about a suggestion before
its implementation (yes or no system, acceptance is dependent on the existence of the
value added).

– Functioning of a separate organization unit in charge of promoting Kaizen culture,
communication with employees and evaluation of motions.

– in-depth process standardization so that an implemented suggestion was binding
throughout its entire economic usefulness instead disappearing as the staff rotates.
This is a key element without which a suggestion system will not be effective in the
long-term.

– implementation of a suggestion by its author or supervised by its author.
– Securing employees with necessary knowledge and tools for effective elaboration of

their own improvement projects through periodic training [13].
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When describing the differences in the functioning of the ESS in developed and develop-
ing countries, it is necessary to emphasize the differences in the social, technological and
economic context that affect the development of the ESS.

– low human capital providing the labor force to have poor skills, which leads to poor
labor productivity. While for developed countries typical are high levels of human cap-
ital, providing the labor force to be significantly educated and skilled. This makes it
easier to engrain new technology continuously, causing high labor productivity,

– an educational sector, presented by educational institutions, labor training institutions
and others, which are not in a sufficient amount for underdeveloped countries. That is
why people there do not have an opportunity to learn the modern economic techniques
of goods and services production and distribution,

– technology, researched and developed In most underdeveloped countries there can be
some researches and practices committed at a low level, but nothing more. However,
the developed countries technology sector is shown to be significantly emphasized and
invested in for a prosperous future. [1]

Some researchers argue that “The transferability of Kaizen-oriented suggestion systems
(KOSS) to organizations outside Japan is discussed. It is concluded that, although national
culture is to some extent the reason for Kaizen’s success in Japan, a successful transfer of
KOSS is less dependent on an amenable national culture than on the organizational culture”
[31]. In the article Jabeen et al. [14] characterized the factors influencing the development
of ESS in GCC – developing countries (Saudi Arabia, Qatar, Oman, United Arab Emirates).
The research indicate that leaders management support, individual traits and organization
culture are the key drivers that influence employees involvement in an ESS. The authors
[7] expressed a negative opinion about the functioning of ESS in one of the South African
companies, who stated, that majority of the respondents opined a lack of systematic mech-
anism for the practice and administration of the Kaizen suggestion tools in most Eastern
Cape automotive companies.

Summarizing the difference between the functioning of the ESS in developed and devel-
oping countries, it should be stated that the formal principles of ESS systems operation are
similar, however, social factors such as the level of education, the level of trust between
employees and the employer, religion, openness, organizational culture, motivations that
differ in practice. An important element is the development lean management (including
ESS) in developing countries, because as it Yadav et al. [35] claims, the introduction of lean
management in developed countries has contributed to an increase in product quality, pro-
ductivity, working conditions and customer satisfaction. Yadav et al. emphasizes that the
implementation of lean management in developing countries is marginal.

The enterprise surveyed

The enterprise under consideration is the biggest international investor in the transport
industry. It employs over 1500 people in Poland. It has got 4 production facilities in Poland
– in Silesian region, Łódź, Masovian and Lower Silesian regions. The facility in Lower Sile-
sia has continued the tradition of manufacturing vehicles: bodies and bogie frames since
1833. After 1945 the company was one of the biggest in Poland it terms of the production
volume and the number of employees. Since 2001 the company has belonged to an interna-
tional concern based in the North America. Transport companies from Germany, Sweden,
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Fig. 1 The process of an employee suggestion system operation in an enterprise.

Switzerland, USA and Italy use its products. The enterprise employs 700 employees: 200 in
administration and 500 in production (company website). The company began to implement
an employee suggestion system in 2006.

A characteristic feature of the enterprise is its diversified core activity. Due to the fact that
it is a global organization, it is focused on implementing new product projects, especially for
foreign clients from Western Europe and North America. However, considering the location
in Poland (Eastern Europe), the company offers remanufacturing services for clients from
Eastern European countries and former Soviet republics, which are particularly interested
in the reproduction processes of old, outdated products. Due to its specificity, the described
company is affected by seasonal factors. In some periods, the number of manufacturing
processes exceeds remanufacturing and sometimes it’s the opposite.

The process of reporting and evaluating employee ideas in enterprise X

A continuous improvement department (CI) is in charge of effective operation of an
employee suggestion system.1 The department has got a computer system – a database
(accessible by all employees) registering, describing and archiving all employee sugges-
tions.2 Registration of a suggestion is done the moment an employee receives a form from
the department, most often the contact is made through 5 boxes in the company where
employees can put appropriate forms for reporting a suggestion prepared by CI employees.
The boxes are checked on the on-going basis. The other way of contacting, a less practical
one, is to deliver a form with a suggestion directly to the department or hand it over to a CI
department employee who you meet in the workshop floor. CI employees analyse “Kaizen”
they have received in terms of correctness and justifiability and if they think an idea meets
formal requirements, they transfer it to the right consultant (an advisor, an expert) (an expert
has 5 days to deliver an opinion to the CI department) who evaluates thoroughly the idea
taking into account quantitative, cost and organizational criteria. A key element of the pro-
cess is a decision of the so called owner of a budget who decides about justifiability of a
specific idea considering a cost criterion. Time of implementation, its effects are analysed
and possibly a decision is made about withdrawing an idea depending on circumstances
which were not identified during the analysing stage.

Then, once a quarter all reported (implemented) ideas are evaluated in terms of various
criteria (e.g. the quality, costs, organization, work safety etc.) and employees are rewarded
– this is an element of a broader strategy of motivating employees. A simplified operation
of an employee suggestion system is presented in Fig. 1.

Rules of an Employee Incentive Programme “Kaizen – continuous improvement” includ-
ing an attachment of enterprise X govern the operation of an employee suggestion system.

1In the surveyed enterprise an idea, a suggestion made by an employee is commonly called “Kaizen”. That
is why the author are going to refer to this name in this elaboration.
2The databases register all notifications regardless of their status e.g. reported, implemented, rejected etc.
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This document includes definitions of terms regarding the employee suggestion programme,
the role of continuous improvement in organization of an employee suggestion process,
defined principles of giving awards, principles of calculating points for employee sugges-
tions etc. The attachment to the rules is its integral part containing a visualized process
of reporting, registering and implementing kaizen motions. The ideas which have gener-
ated noticeable benefits for the company and are possible to adopt in other production
facilities are diffused meaning they are transferred to other factories in the group located
worldwide. This way undisclosed knowledge of employees is transformed into disclosed
knowledge which is structured, archived and may be used by the organization in order to
build a knowledge-based company. Functioning of such a system favours building more
permanent relations between an employer and employees. The data that was analysed had
been obtained from enterprise X during an internship under Mozart programme funded by
the Municipality of Wrocław.

Researching employee suggestions in enterprise X

The research carried out in the enterprise concerns the employee suggestion system so the
reasoning refers to this aspect. Nevertheless, it is worthwhile looking at the way of think-
ing presented in the work [33]: based on a case study the author indicates compatibility
between Kazien and continuous improvement. As continuous improvement may be eval-
uated on the basis of the number of improvements- the number of employee suggestions-
this leads to concluding about the mere methodology of Kaizen. To sum up, a tool used in
a certain method is researched so making conclusions on the basis of the research carried
out is a starting point for concluding about a certain scope of the philosophy making use
of the tool. The employee suggestion system in the researched enterprise is one of the ele-
ments of implemented Kaizen philosophy so evaluation constitutes an important aspect of
approaching continuous improvements.

It should be emphasized that implementation of some employee ideas takes even two
or three years so the analysis of years 2016 − 2017 would not contribute significantly
to the research. The research was made into possible dependence between the number of
implemented and non-implemented employee suggestions in administration and production
departments. This action on one hand evaluates resilience, willingness to act and report new
ideas by a department, on the other hand it evaluates the quality of pioneer solutions. The
implemented solutions are well-though, realistic to implement and profitable for a com-
pany. Mutual dependency between ideas which were realized and those rejected constitutes
measurement of the quality of presented solutions.

The hypothesis has formally been formulated as follows: there is no significant depen-
dency between company departments and the number of implemented employee sugges-
tions within a specific year. The statistical hypothesis test χ2 was used to answer this
question. The matrix for calculations comprised 2 (departments) per 2 (implemented/non-
implemented) so a degree of freedom amounts 1 (d .f . = 1). Therefore, the Yates correction
was applied. The research results for particular years are presented in Table 2.

The research making use of the test χ2 most often assumes the level of materiality equal
to 5% – such a level was arbitrarily chosen in this elaboration. Based on the collected
data and on the confidence level lower than 0.2% it was shown that there is a dependency
between a department and the number of implemented and non-implemented employee sug-
gestions – for the total of employee suggestions (c.f. data marked with total in Tables 1
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Table 1 The number of implemented and not implemented employee suggestions according to departments
of enterprise X broken down into years

Implemented

Departments/years 2006 2007 2008 2009 2010

Administration 6 121 218 237 285

Production 21 101 282 450 146

Departments/years 2011 2012 2013 2014 2015 Total

Administration 499 89 43 97 113 1708

Production 153 197 258 182 396 2186

Not implemented

Departments/years 2006 2007 2008 2009 2010

Administration 3 26 183 218 127

Production 4 83 107 228 94

Departments/years 2011 2012 2013 2014 2015 Total

Administration 190 53 37 44 95 976

Production 143 69 52 64 207 1051

and 2). The research results for particular years (Table 2) apart from the test results also con-
tain values, V Cramer’s coefficient. The analysis of Table 2 proves that on the assumed level
of 5% independence is observed only in year 2006, 2010 and 2014 – there is no formal basis
for rejecting the zero hypothesis. Due to the beginning of implementation of the employee
suggestion procedure (small number) year 2006 should be perceived as a preliminary trend
to act for the system, non-necessarily a general trend. However, over the remaining years
(excluding 2010, 2014) we can observe a significant dependency. Therefore, on the basis of
the statistical test we may say that the employee suggestions systems in the administration
and production systems differ significantly.

To make results more precise Table 3 presents a percentage deviation for the years show-
ing the dependency (2010, 2014) as well as a comparison of all years. It indicates that the
actual company data differs from the excepted data.

As regards 2010 the maximum percentage deviation is on the level of 14.9% (for the non-
implemented production) whereas in 2014 it amounts to 10.5% (for the non-implemented

Table 2 Statistical tests

2006 2007 2008 2009 2010

χ2 Yates 0.39 28.32 27.16 22,68 4,34

p-value 0.5323 10−4 10−4 10−4 0.0372

Cra-mer’s V 0.1894 0.2976 0.188 0.1433 0.085

2011 2012 2013 2014 2015 Total

χ2 Yates 38.86 5.19 29.72 0.96 8.04 9.72

p-value 10−4 0.0227 10−4 0.3272 0.0046 0.0018

Cra-mer’s V 0.201 0.1184 0.2836 0.0557 0.1025 0.0409
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Table 3 Percentage deviation for all accumulated years (a total) and years 2010 and 2014

Years Total (2006-2015) 2010 2014

imp. Not-imp. imp. Not-imp. imp. Not-imp.

Administration −3, 2% +6, 2% +4, 5% −8, 7% −4,1% +10,5%

Production +2,7% −5,1% −7,7% +14,9% +2,3% −6%

administration). In fact, it means how much the number of employee suggestions in a par-
ticular specification exceeds their expected number. Deviations from the expected value are
not big, it is worthwhile comparing them to all years where a negative result of the test is on
the level of 1.8 per mille when the maximum percentage deviation amounts to 6.2%.

Additionally, the research was made into the fact whether there is a relation between
departments and subsequent years for the number of implemented employee suggestions.
The result of test χ2, with a degree of freedom at 9 amounted to 641.394 which gives a p-
value below 10−9 so we can speak about dependence between the administration and the
production in creating implemented solutions. The data from the table was visualized in
Fig. 2.

To sum up, there is a significant difference between implemented and non-implemented
employee suggestions (in total and in particular years) as regards the administration and the
production. Attention should be drawn to a certain dynamics, according to the presented
data in the first years the administration prevails in terms of the number of implementations
whereas since 2012 the administration reveals less activity as compared to the previous years
(c.f. 2). A conclusion may be reached that employee ideas in the administration department
have a different nature as compared to those from the production. In a management depart-
ment certain management manners may be easily changed so the process of working out

Fig. 2 The number of implemented and non-implemented employee suggestions per departments of
company X broken down into years
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an idea and its implementation is faster. The initial years of the system operation witness
improvements to a large number of irregularities. After 2012, the number of suggestions
slightly dropped. Whereas, in the production department, proposals for change result from
experiences, a repetitive process which takes much longer than in the management area.
Additionally, the company manufactures large appliances and despite the fact that there is
a serial production, it is not done on such scale as in the automotive industry which may
result in prolongation the evaluation and generation of new ideas.

Conclusion

Significantly, it should be noticed that production and administration departments differ in
terms of the number of employee suggestions. It is a very interesting outcome in the field of
research on functioning of employee suggestions systems. In their research, Lasardo, et al.
enumerate a lot of factors influencing success of an employee suggestion system, such as
competition, an award system, satisfaction, communication, support, organizational obsta-
cles, an implementation manner and others [24], however they do not mention importance
of an operation area as a parameter. Attention should be drawn to the fact that certain ele-
ments such as implementation of the system may depend on a department of a company. For
instance, a sub-process of evaluating a new solution in the production will be much more
complicated than in the administration – more people are involved, more time for evaluation
is needed, more difficult verification of possible implementation of a solution.

The elaboration also continues the research of the company, as it evaluates [15], effec-
tiveness of a production department whereas [26] analysed types of waste in the enterprise.
The elaboration analysed dependency between departments, the type (classes) of problems
occurring in work organization – it has turned out that the type of department does not
affect the amount of “muda” in particular areas which is especially interesting in the con-
text of the research, Despite a similar amount of waste in particular department the number
of employee suggestions is different.

The analysis made resulted in the conclusions as follows:

– the nature of an enterprise – an organization department (area of operations) is a sig-
nificant parameter among parameters influencing an employee suggestion system. The
literature does not consider this aspect.

– within a company and its various departments – despite occurrence of the classes of
waste and the manner of implementation – effectiveness, an operation manner of an
employee suggestion system may significantly differ.

A very important question that arises is the reason for the observed differences. We
hypothesize that in enterprises researched by Lasardo and co-workers there was a differ-
ent percentage share of projects relative to repetitive processes. In the discussed enterprise
X a large number of projects resulted from the area of the company’s activity. Let us pay
attention (Table 1) to a certain tendency. In the company, when a new employee suggestion
system appears, the quantity increases significantly to a certain maximum number, which
in company X occurred in 2009, when 1133 employee suggestions were submitted. Then
the quantity began to decrease and stabilized at a certain level. Let us see, however, that
in the case of the administration department from 2012, the number of employee sugges-
tions ranges from 80 to 208. While in the case of production, where the impact of projects
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is important, the range is much higher (357 = 604 − 246). Therefore, it seems logical
that employee systems operating in lean manufacturing significantly differ in the indicated
context from those in lean remanufacturing.

It should be noted that most lean remanufacturing research does not formally mention the
ESS. Kurilova-Palisaitiene et al. [19] presents the challenges facing remanufacturing. It also
indicates ways to improve the company’s operations based on lean. ESS does not appear
among the so called lean-based improvement. The closest group is organizing employee
cross-training and learning through problem solving. The definition includes “exchange
experience” and “gain knowledge”, but without specifying how such goals will be achieved.
This can be done using the ESS.

The differences in the functioning of the ESS in Lean management and lean remanufac-
turing are based only on the conclusions of the article. There are no other studies in this
area in the literature. In Lean management, companies most often deal with a repeatable
process, while in lean remanufacturing with original projects. Due to the characteristics of
the projects, employees should be taught how to handle them all the time. Therefore, in the
case of lean remanufacturing, there are more employee suggestions in the production area,
while the management area remains unchanged. In the context of lean remanufacturing, we
must educate employees about the specifics of the project each time, so more substantive
training is needed, and in lean management, reminding training is sufficient.

The authors realise that their elaboration does not exhaust the subject of dependency
of employee suggestion system’s operation considering the criterion of company depart-
ments. The subject is particularly interesting and requires in-depth analyses accounting for
theoretical and practical aspects.
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21. Lisiecka K, Burka I (2015) ŹRódła powstawania marnotrawstwa w organizacjach na przykładzie
usługowych przedsiebiorstw ciepłowniczych, Zeszyty Naukowe Uniwersytetu Ekonomicznego w
Katowicach. No. 233 Zarzadzanie 3

22. Miller J, Wroblewski M, Villafuerte J (2014) Kultura Kazien — Budowanie i utrzymanie kultury
ciagłego doskonalenia MT Biznes

23. Naser DS, Fadavi MS (2015) Enrichment of employees’ suggestion system. Eur J Bus Soc Sci 4(06):1–
12

24. Lasrado F, Arif M, Rizvi A (2014) Employee suggestion system assessment model: the best practice
scenarios. J Strat Human Res Manag 3(2)

25. Lasrado F, Gomiscek B (2015) A tool to measure maturity of an employee suggestion scheme. Manag
Prod Eng Rev 6(2):4–13
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