
ing of your personal style 
can be of great benefit and 
help you grow in the per-
sonal domain. One time 
tested tool that serves as a 
great example is the 
Meyers-Briggs Type Indica-
tor. 

 The Meyers-Briggs Type 
Indicator (MBTI) was devel-
oped over 50 years ago and 
is administered over 2 mil-
lion times annually. With 
the correct understanding 
of the tool and it applica-
tions, it can be a powerful 
insight into how you re-
spond to the environment 
around you. Without get-
ting deep into how the tool 
works, the MBTI asks a 
series of questions which 
probe the extent to which 
the user is introverted vs. 
extroverted, sensing vs. 
intuitive, thinking vs. feel-
ing, and perceiving vs. judg-
ing. (A wealth of informa-

While it is frequently cited 
that lean leaders must be 
committed learners, most 
of the focus of lean trans-
formations deal with the 
tools and systems to im-
prove business processes. 
Very little energy is spent in 
learning how we can be 
more effective leaders to 
promote the change that 
we want to see. Even more 
problematic, when we do 
take on leadership effective-
ness, typically we race right 
past the current reality of 
our innate leadership ten-
dencies and instead focus 
on an ideal set of leader-
ship traits that we all hope 
to embody. 

 The reality is that any or-
ganization’s lean transfor-
mation is only as good as 
the people that are leading 
it. The adoption of lean 
must be seen as both an 
organizational journey and 
a personal one. Personal 
growth and leadership de-
velopment should be ad-
dressed with the same pri-
ority as learning the lean 
tool kit, for example. This 
is certainly in concert with 
the principle of “create a 
learning organization” 
which promotes learning, 
reflection, and improve-
ment not only for the or-
ganization, but for the sake 
of self-improvement as well. 

 With thousands of books, 
conferences, and products 
on the market, where is a 
good place to start the self-
improvement journey? 
When asked the question 
on how to improve a proc-
ess, the answer is to first 
deeply observe the current 
reality. Drawing on this 
analogy, the logical best 
first step is to understand 
your own current reality. 
For example, how are you 
seen as a leader? How do 
you react to certain envi-
ronmental circumstances? 
How do you filter informa-
tion, through what you are 
told or through facts and 
data? 

 There are many tools and 
self-assessments that help to 
begin to understand your 
unique current reality as a 
person, team member, and 
leader. Truly any tool that 
deepens your understand-
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tion regarding the MBTI, including an 
on-line version of the instrument, can be 
found at www.mbticomplete.com). 

 A personality type emerges from the 
answers to these questions which provide 
potentially deep insights into how the 
user is naturally wired to respond to 
events and conditions on a routine basis. 
Understanding the meaning of these 
personality types is beyond the scope of 
this article, and a tremendous amount of 
literature exists on the Meyers-Briggs 
website. The following tables are a brief 
description of the different personality 
indicators: 
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“Whatever the Circum-
stances of your life, the 

understanding of type 
can make your percep-

tions clearer, your judg-
ments sounder, and your 

life closer to your 
heart’s desire.” 

 

-Isabella Briggs Myers 

 

Extroversion (E) – Introversion (I)
The Extroversion or Introversion dimension is 
called an “Attitude” and reveals the person’s 
preferred source of “life energy”.
Extroversion (E)
Extrovert’s energy and attention is primarily 
directed outward toward people and events in 
their external environment.  An Extroverted 
person typically is aware of and relies on the 
environment for stimulation and guidance, is 
eager to interact with the outer world, is 
action-oriented and sometimes impulsive, is 
open to new experiences, easily communicates 
and socializes, and often desires to “talk things 
out”.
Introversion (I)
Introvert’s energy is primarily directed 
inwardly toward thoughts, reflections and 
experiences in their inner environment.  An 
Introverted person typically has an interest in 
the clarity of concepts, ideas, and recollected 
experience, uses a thoughtful and 
contemplative detachment, enjoys solitude and 
privacy, and desires to “think things out” 
before talking about them.

Sensing (S) – Intuition (N)
These are the two “Perceiving Functions” –
identifying a person’s preferred way to attune 
to and gather incoming information.
Sensing (S)
Sensing refers to perceptions observable by 
way of the five senses and used to establish 
what exists.  Persons oriented toward Sensing 
are often very aware of the present moment, 
are realists, are very observant, and have 
excellent memory of past and present 
experiences / situations.  Persons oriented 
toward Sensing can be so focused on 
observing and experiencing the present 
moment that they do not focus on future 
possibilities.
Intuition (N)
Intuition refers to perception of possibilities, 
meanings, and relationships by way of insight.  
Persons oriented toward Intuition may often 
experience ideas, discoveries, or “hunches” 
about patterns in seemingly unrelated events 
and about possible future events and 
scenarios.  Persons preferring Intuition are 
often imaginative, theoretical, abstract, future 
oriented, original, and creative.  Intuitives may 
also become so intent on possibilities that they 
overlook actualities.

 Judging (J) – Perceiving (P)
Judging (J)
Those preferring a Judging orientation to the 
outer world display and use their Judging 
function (either F or T) when in the extroverted 
world to appraise or evaluate the information 
they have gathered.  The Judging orientation is 
concerned with making decisions, seeking 
closure, planning operations, or organizing 
activities. 
Perceiving (P)
Those preferring a Perceiving orientation to the 
outer world display and use their Perceiving 
function (either S or N) most when in the 
extroverted world to attune to and gather 
incoming information.  The Perceiving 
orientation is attuned to incoming information. 
People preferring the Perceiving orientation in 
the outer world are viewed as spontaneous, 
curious, adaptable, and open to what is new and 
changeable. 

 Feeling (F) – Thinking (T)
Feeling (F)
Feeling refers to the preference to come to 
decisions by weighing relative values and merits 
of issues.  Feeling is more subjective than 
thinking because it relies on an ability to 
understand personal and group values.  Persons 
preferring Feeling tend to anticipate and take 
into account the effect of decisions on the 
people involved and on what is important to 
them.  Those preferring Feeling are concerned 
with the human rather than the technical 
aspects of problems.  They desire affiliation, 
warmth, harmony, and a time orientation that 
includes preservation of enduring values.
Thinking (T)
Thinking refers to the preference to reach 
decisions by linking ideas together through 
logical, cause -and- effect connections.  Those 
preferring Thinking rely on an ability to be 
impartial and neutral with respect to the 
personal desires and values of both the decision 
maker and the people who may be affected by 
the decision.  A preference for Thinking is often 
associated with an analytical inclination, 
objectivity, concern with principles of justice 
and fairness, criticality, an impassive and 
dispassionate demeanor, and an orientation to 
time that is linear and concerned with 
connections from the past through the present 
and toward the future.



Jim Sonderman 
brings an extensive 

background in 
applying lean 

techniques to the 
Lean Learning 
Center team. 
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 Regardless of your type as 
described by the question-
naire, there are a few key 
points that are critical to 
keep in mind as you use 
the tool to increase your 
effectiveness in working 
with others: 

 1. It is almost certain that 
on any given day you will 
be interacting with peo-
ple that perceive the 
environment and process 
information differently 
than you do. This does-
n’t make any style wrong 
or right, but it is possible 
that two different people 
are seeing two different 
pictures when looking at 
the same set of informa-
tion. 

2. This fact leads to the 
second key point which is 
diversity of personality 
types on a team means 
better thinking, but it 
does require more effort 
to work together as a 
team. The tendency may 
be to judge others views, 
rather than see them as 
necessary to understand a 
more holistic picture. 

3. When looking at your 
style, what gaps do you 
see in how you process 
your environment and 
relate to others? What 
might you be missing? 
How can you close those 
gaps, or at least mitigate 
circumstances to which 
you may be blind? 

 Almost all leadership develop-
ment research arrives at the 
same conclusion that self-
awareness of the way in which 
impact others is critical.  The 
Myers Briggs is but one diagnos-
tic tool to help gain this self-
awareness and improve influ-
encing our environment. There 
area many other great tools 
which you may have used. The 
key is to make sure that the self-
improvement path is being 
pursued alongside your organi-
zation’s lean journey. Failure to 
do so will ultimately constrain 
any lean transformation. After 
all, as leaders we must become 
the change that we want to see. 

Lean Learning Center Continues to Grow, 
Adds Consultant Jim Sonderman 

Jim Sonderman has been 
hired as a  lean consultant 
and coach for the Lean 
Learning Center. His back-
ground encompasses 18 
years of experience in the 
automotive industry with 
General Motors and Del-
phi. He spent approxi-
mately 9 years in manage-
ment and 9 years in direct 
continuous improvement 
roles supporting the lean 
transformation of the com-
pany. 

Jim was exposed to lean 
systems early in his career 
while working closely with 
Toyota as a parts supplier 
to the Georgetown, Ken-
tucky and NUMMI assem-
bly plants. He was recog-
nized as an early adopter of 

lean thinking and was se-
lected to aid in the develop-
ment of the Delphi Manu-
facturing System. He served 
several years as a Kaizen 
Leader in the plant driving 
excellence in manufacturing 
though leading kaizen 
events. During his career he 
spent 2 years at the Delphi 
World Headquarters as a 
manufacturing systems advi-
sor supporting the lean edu-
cation and training of top 
leadership. Throughout this 
appointment he chaired the 
Operational Availability 
Circle of Colleagues and led 
in the development and 
dissemination of Total Pro-
ductive Maintenance strate-
gies globally. He spent the 
last four years of his career 
in automotive as a technical 

manager in the Delphi Supplier 
Development Organization 
coaching and assisting suppli-
ers in his or her own lean 
transformation.  

Jim is a Dayton, Ohio native 
and a graduate of the Ohio 
State University. He currently 
resides in Lake Orion, Michi-
gan with his wife Michelle and 
daughter Samantha. 
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Authors: Jeffrey Liker, David 
Meier 

Book Description: What’s the 
key message? 

While Jeffrey Liker’s book The 
Toyota Way was an examination 
of the 14 Principles of the Toy-
ota Way, it was not an explicit 
“how to” guide at a tactical 
level.  This follow up book is 
intended as the more practical 
guide to Becoming Lean (to 
borrow the title of an earlier 
book written by Liker).  The 
Fieldbook is organized in the 
framework of Toyota’s 4 P’s: 
 
•    Philosophy 
•    Process 
•    People and Partners 
•    Problem Solving 
 
The book starts first with 
“philosophy,” not lean tools. It 
develops an important relation-
ship between the two.  The 
book, in its entirety, empha-
sizes that copying Toyota tools, 
regardless of how thoroughly, is 
not enough to become lean. 
Early chapters talk about defin-
ing your company’s purpose 
and philosophy, providing 
many examples of Toyota’s 
purpose and unique view of 
their place in society and the 
world.  From there, the Field-
book guides you through a 
reasonable progression of lean 
topics and methods to work 
with in your own company.  

While there is no simple 
linear progression through a 
lean transformation, the au-
thors address the challenge 
well in structuring the flow of 
the book.  Typical “early” 
stages of lean learning and 
implementation are covered 
first, including learning how 
to identify waste, establishing 
process stability, and develop-
ing flow.  The book spends 
more time on organizational 
culture and management 
methods, as opposed to tools. 
The book remains practical 
and actionable, rather than 
theoretical.   
 
A strong central portion of 
the book focuses on develop-
ing leaders, how to lead in a 
lean environment, and how 
to develop “exceptional” em-
ployees.  One particular high-
light are the detailed exam-
ples, including a breakdown 
of the roles of Group Lead-
ers, Team Leaders, and Team 
Members in a lean setting, 
not covered in most lean 
books. 
 
The book recognizes that 
companies are not Toyota as 
a starting point. Rather, they 
are trying to become a Toy-
ota-like lean organization. 
There is a chapter on respect-
ing suppliers and managing 
them as Toyota does.  The 
last sections of the book 
cover Toyota problem solving 
and implementation strate-
gies, including a discussion of 
the pros and cons of different 
common lean transformation 
or implementation ap-
proaches, including kaizen 
events and the development 
of a “Company Production 
System.” 
 
How does it contribute to 
the lean knowledge base? 

 
This book is a unique com-
pilation of Toyota Produc-
tion System methods, con-
cepts, and philosophies.  
There are many adaptable 
examples of Toyota tools 
and methods, including 
Standard Work Combina-
tion tables, Cross Training 
matrices, 5 Why’s problem 
solving analysis, and A3 
reports.  There are many 
new case study examples in 
the book that will be help-
ful, even to an experienced 
lean practitioner.   
 
The book is also unique in 
that it is co-authored by a 
former Toyota team leader, 
an American, as opposed to 
reading an older book by 
Toyota executive Taiichi 
Ohno or consultant Shigeo 
Shingo.   
 
What are the highlights? 
What works? 
 
The book is very readable 
and easy to understand.  Its 
layout and format borrows 
many of the good practices 
of the “For Dummies” 
series.  You might consider 
this to be a “Toyota Pro-
duction System For Dum-
mies” book.  There are 
many callouts with icons 
indicating “Tips” and 
“Traps” to look out for in 
your own lean implementa-
tion, to help avoid com-
mon lean implementation 
mistakes or failure modes.   
 
This is very helpful, as the 
authors realize that it can 
be difficult work imple-
menting lean.  They never 
talk down to you or make 
you feel bad that you might 
struggle with the Toyota 
Way in your own environ-

For more 
great lean 
books, visit    

www.thelean 
library.com 

Lean Book Review  
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ment, because you are not Toy-
ota. 
 
Furthermore, co-author David 
Meier was a group leader at Toy-
ota. Many perspectives on Toyota 
come from the process or indus-
trial engineering perspective, but 
the perspective of front-line su-
pervisor is of significant value 
and often overlooked. 
 
What are the weaknesses?  
What’s missing? 
 
While this is clearly a field book 
in its application focus, it is less 
clear how it is connected to com-
panion book, The Toyota Way. 
The 14 principles of that book 
are mentioned briefly but are not 

integrated into this book. The 
Fieldbook has value as a stand-
alone volume, but those look-
ing for a specific companion 
to The Toyota Way will be 
disappointed. 
 
You might be surprised to not 
find much information about 
Kanban, a process made fa-
mous by Toyota.  Although 
the concept of pull is covered, 
there is no chapter on Kanban 
or examples of calculations or 
Kanban cards.  Thankfully, 
there are many references and 
other books available on this 
topic.   
 
How should I read this to get 
the most out of it? 

 
The book can be read straight 
through. For an experienced 
lean practitioner, it can easily 
be used as a reference book. 
Topics are well organized and 
tools are easy to find with a 
well-documented index.  For 
example, if you want an exam-
ple of an A3 Report, you will 
find many pages of explanation 
about the tool and how to use 
it.  You will also find fully com-
pleted examples of the tool.  
This is extremely helpful and 
adds to the book’s value as a 
practical reference.   

• Have you ever had a coaching 
opportunity but no quick 
and easy lean tool reference 
materials within reach to 
maximize this opportunity? 

• Have you ever needed the 
lean tool kit organized in one 
simple place to use for brain-
storming in a kaizen or lean 
project? 

• Have you ever been stuck in 
applying a lean concept and 
wanted some quick tips on 
how to get unstuck? 

To meet these needs as well as 
many others, the Lean Learning 
Center has created a collection 
of Single Point Lessons. Over 
65 lean tools and concepts are 
described in an easy to read 
one-page format.   

The Single Point Lessons have 
been designed using a simple 4-
question format that will allow 
you to locate the information 
that you need at the moment 

you need it: 

• What is it? This question 
provides a brief definition of 
the tool or concept. 

• Why use it?  This question 
provides the purpose of the 
tool. 

• What are the factors for 
success? 

• How do you use it? 

The 65 topics have been organ-
ized into four information cate-
gories: (1) Rules and Principles, 
(2) Process Tools, (3) Concepts, 
and (4) Change Management 
and Improvement Tools. 

“We saw a definite need with 
our clients to provide quick hit, 
one piece flow training materi-
als to help teach the lean tool-
kit,” states Melissa Curtis-
Hendley, Director of the Cen-
ter’s Instructional Design Stu-
dio.  “The Single Point Lessons 
were aimed directly at this 

need.” 

To provide maximum flexibility, 
the Single Point Lessons will be 
distributed electronically. The 
Lean Learning Center will also 
customize the layout of the Single 
Point Lessons to include corpo-
rate standards and logos.  

“We can imagine any number of 
uses for these Single Point Les-
sons, from memory joggers, to 
training aids, to advanced applica-
tion tips. We want these to be an 
extremely easy to use reference 
tool,” adds Curtis-Hendley. 

To learn more about Single Point 
Lessons, including pricing and 
distribution, please contact us at 
info@leanlearningcenter.com or 
at (248) 478-1480. 

Examples from the Single Point 
Lessons collection are provided 
on the following pages. The Lean 
Learning Center is very excited to 
offer this product to help organi-
zations teach lean concepts. 

New Lean Training Product:                       
Single Point Lessons 



Single Point Lessons 

 
 

Single point 
lessons can be 
customized for 

your 
organization 
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Single point 
lessons provide 
easy access to a 
wealth of lean 

information 
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Visit: www.leanlearningcenter.com 

 

Single Point Lessons 



 

Organization 

40028 Grand River Avenue 
Suite 300 

Novi, Michigan 48375 

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

Email: info@leanlearningcenter.com 

Lean Learning Center 

Organization 

For more visit 
www.leanlearningcenter.com 

For more visit 
www.leanlearningcenter.com 

The Lean Learning Center was founded in 
2001 by manufacturing and consulting in-

dustry veterans Andy Carlino, Jamie 
Flinchbaugh and Dennis Pawley to address 
the gaps and barriers that are holding back 
companies from successful lean transforma-
tion. In addition to the advanced curricu-
lum, the Center has developed a learning 

environment designed specifically for adult 
learning, utilizing techniques that include 

discovery simulations, case studies, personal 
planning and journaling. Together, with 
affiliate Achievement Dynamics, founded 
by Andy Carlino in 1991, the companies 
offer a complete array of lean transforma-

tion services. 
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Lean Experience (5-Day Program): 

September 17, 2007—Sold Out 

November 05, 2007—Sold Out 

December 10, 2007 

Lean Experience UK Edition—Solihull, England 
(5-Day Program): 

October 22, 2007 

Lean Kaizen Workshop (5-Day Program): 

October 1, 2007  

Leading Lean (3-Day Program) 

December 5, 2007 

 

 

Lean Value Stream Improvement (2-Day Program): 

October 29, 2007  

This is not just another value stream mapping course — it is called Lean Value Stream Improvement.  While building maps is an important part 
of the process, it is not as important as how to understand, analyze and dialogue about the gap between where you currently are and where you 
want to be.  This course will cover the whole process — mapping, thinking, team views, priority setting and tools for closing your gaps.  You will 
leave not just with an understanding of how to build and utilize value stream maps but you will also have the ability to turn that into a powerful 
program for change — including all the slides you need to teach, facilitate and lead. 
 

Key Benefits 

1. Learn how value stream improvement goes beyond building maps. 

2. Be able to lead a team through building tension between an understanding of the current state and a vision of the ideal state. 

3. Prioritize your efforts effectively for the ‘biggest bang for your buck.’ 

4. Leave with all the tools (including materials) and knowledge you need for value stream improvement. 


