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Mark Hayton

Global Lead Organization
Development Analytics
Nokia Human Resources

This is me

NOKIA

Voice of

Since October 2016 Nokia has heid ‘ Positive Finish at Nokia
| stable public perception Work at perceptlon 93% ... — 4 Y
emp Oyees Glassdoor Nokia Ericsson  Cisco Huswei | N k. ture Prie Mmpﬂw"mmlmhm
Ay Worldwide Systems Technologies OK/a Improvem nt constructive feedback. Main exit
22 _[38] 38 8 [ I | needed for Dare. [l
: Partng thought

Aspects of
leadership
Nokia leaders rate the least

important as 1) Creativity 2)
Inncvation Management and

3 Mu\fgm Vision & Purpose

‘ihe"inddlstr);' -
lead.
Start at Nokia

Employee rating of CEO

onl 4% of Y. ‘ improved 1.9% points
onfes!on.ds were sure Yedr 0n yeur to 87.1°/0
they had received 8 the industry lead

formal induction plan,

“Driving things to solutions via mutual
friendlly co-Operation is missing. Instead,
using escalstions, blaming the other team
¢, is common. This is not something we
can afford in the long run, ™

lowest scoring

principles are 3) Be

defined by hierarchy
plebrating entre

behavior and 1) px
Nokia was the only company
10 improve Positive business
o:;lloc-i' to 53.4% a0
Values 3.9 (78% fav) and increase of
Work-life balance 4.0 (80%
fav] since October 2016, 9.1% pts. Main surveys are CCT and
v , enabling
Company heading Strong comparisons with Cisco,
in right direction 79-8% Ericsson and Muawei. Other

consistency
HCross regions and
Business

Culture heading

in right direction 7 9.5%
40% say that meetings

are the pri muy inhibitor to

studies include exit surveys,
Young Pro and Distinctive
Leadership, as well as input
from Integrators.

CCT Overall

79.4% *3.0%

OD Analytics
Survey network

Brand:
A look at Nokia’s image
beyond an employer, with social media

. . resence and message effectiveness.
Hire to retire: P ge eff

A collection of process dependent surveys
and polls that the significant elements in
an employees life cycle

Employee Experience:

Teams find it difficult to drive progress for the
challenges they face in achieving high quality
Commitment to quality is not apparent in the
day to day operation

Customer Experience:

A global program collecting qualitative and
quantitative feedback on customer perceptions on a
range of aspects of the Nokia’s commercial experience

Mode of Operation:

A weekly check-in of team performance metrics for
designated projects around the company, integrating
survey data with transactional project milestones

Employer of choice:
Locally run, diverse initiatives designed to
give a status check on Nokia’s market
position as an employer

Integrity Week:
Annual competition with follow up content on the
ethics office’s drive to drive intrinsic ethical

.. _/Culture Cohesion:

. CCT Program run twice a year
providing standard analysis

framework across the company

Compliance and readiness:
A set of specific tests determined to
examine the company’s robustness
in the face of a changing
governance environment

Culture of Quality:
An annual program that determines the
effectiveness of R&D programs

Frameworks

Predictor mportance
Tunget 36 Unitd Hhach L Recluit

Pos Genera Satistacton
Pos:Persgnal T g
Positive  Fovimssem "% Copmnctn

othsf Chistomer Relstonship
1 o

ontc Gt Focus.
ol vatf o
Gonte Gotavoraton
Stz Dfecton
Contt Respael

Context ot CoWorkers..Cony Tsam

Negative "'g&

ey ety Dissatstacion”

Neg Personal Trsatment

onte SalaryBenafis

Finland
rds- 1,507
47.8%
Germany
0
France
o ot s 726

48.8%

Gihecintemal Poltics Qther: SloWorking
Nog: Work Environment

ik Organization g GoWorkers
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Ask HRs to become rock stars
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The end of easy answers

'Kl
.

The eye-opener
[ Intentions & Actions Corr: 0.04906
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A METRIC FOR RELATIONSHIPS, NOT TRANSACTIONS
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DETRACTORS

NET PROMOTER SCORE = — %DETRACTORS

Advocacy Predictors:

e Geo- Culture
* Personality

* Tenure

*  Profession

*  Market
Performance

* |Incentivisation
programs

Some of my
friends, maybe.

If they
asked me

(77%

If | thought |

could help

What do you
mean?

If | thought they
were a good fit




»

The truth about surveys

» They usually have a broad focus with practitioner lense

» They tend to reduce complex issues

» We usually challenge their veracity based on our relationship to the
content.

» We usually interpret the results in line with what we believe to be the
case.
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Want to do

If we think about A
Engagement as the $
relationship between
employees we need to
ask ourselves honestly
some key questions:

Discretionary
Performance

—

Performance

Minimum Requirements

t Have to do curve

e Has the nature of work
changed?

* Have our employees
expectations of work
changed?

lime

Do we have a reliable measure that links what we believe
and how we act?

e Does current theory posit a hypothesis we experience to

be true?
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Question Design. * Data Processing S

Pre-Coded Structure Provision ~ »  Data Analysis Les l“ [\,I

Data Preparation * Findings & Conclusions s \v/ e j} "'I

- 5 . - +
Security Settings * Participant Support .. 2 ualtrics
Results Presentation e HR/ facilitator Support - | SPSS Modeler +ableau

Unit / Region Results Split

Lead Time: 9 Months Lead Time: 1 Month



The case for Cohesion

We had a pretty good plan ... What causes large scale mergers to fail?

1865 MERGER MA'I'RIX WHERE THEY STAND
Year Nokia was founded Z a = ®
- : A by’ A * Working in siloes
Corporate headquarters in Finland g
. 103000 |  Lack of trust and collaboration
1 Bpo Y W ycatel Lucen\%
. Countiies o operation R eatigaiinse [ Eo oG BoTt * Non-standard processes
€23.1bn Finland (Paris suburb)
Net sales* Sales (2014) 12.7bn euros Sales (2014) | 13.2bn euros . \ I—
8 R&D investment | 2.5bn euros R&D investment | 2.2bn euros L POO r CO m m u n Icat I O n
Nobel Prizes Employees | 61,656 Employees | 52,600
€49b : H
- oo s E1esson I X1 * Inability to speak openly
in billion euros Huawei 37.4

.. S0 did our executives.

Our Key Question, became clear: Ca n we WOfk togEther?




The case for Cohesion

Trying to understand working together...

Reduce Opinions... Add Context... Focus on the practical...

* |feellike... * “lunderstand”, then prompt e Team Meetings —
* The people around me think...  Compared to our competitors e Quality Checks

 Most people in my organization... e Will this get better tomorrow * Brainstorming Sessions

* | am efficient when ... * The number of friends

* | am strategic when ... * The time it takes to...




Breaking the framework

——AN

We had a rough target to aim at We knew what to ask But we didn’t know what was important

e Tex

Z.

Xt
B

And the tools to derive relevance and and we had a very small support network

significance




My team regularly
discusses Quality
issues in our weekly
team meetings.

0.0 %

A

The quality delivered
matched our
expectations.



Cohesion through analytics

FSEY

Com pa rison landsca pe

Green fields — there is agreement between customer

c

and employee . ; 2 Go-Live

Blue moods, the employee incorrectly believes that g, A A

this is a weak area 3 & Roadmap

Rose tints — the employee is mistaken in thinking that 3,; Coverage

this is a strength A

2 B A A
b Timely Delivery Roadmap A

Consensus Feature Quality
m Nokia is seen to be a company that executes with

Quality Vision
m Nokia is not seen as flexible or agile, and tends to get A

there in the end A

Brand A Troubleshooting
Misalignments A Customer Service
m Employees are less aligned in softer areas
= Blue mood about relationship topics
Rose tinted about technical efficiency )
Customer Experience
e A R AT S
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Cohesion through analytics

Comparing Perceptions

We were able to provide a story about
ourselves, using data validated by the
market and by our colleagues.

We involved Sales, Customer Services,
Procurement, Quality, IT, Finance and
Leadership to provide context.
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Returning to engagement

... and to rock stars

Munchies
Potato chips with assorted dips
Nuts
Pretzels
M & M's (WARNING: ABSOLUTELY NO EROWN ONES)
Twelve (12) Reese's peanut butter cups
Twelve (12) assorted Dannon yogqurt (on ice)




Returning to engagement

Predictor Importance
Target: Q36_Undstd_Mach_Lrrn_Reclassify1

Q26_Emotion_CoCreate

Q32_Opinion_CommsEff

Q21_Understand_Devip
Q11_Unders_NOK_Paosit
Q28_Opinion_Prod_Ser
Q34A1_Opinion_Compny
Q24b_Feel_Authentic
Q24_Opinion_Safe_Env

Q20c¢_Opinion_Carinfo

Q22_Emotion_Celebrat

0.0

Question

w

eels engaged in discussions
x erstand professional growth
ommunications are inspiring

\lokia is positioned to lead

more llkely tO .ompared to our competitors.
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The price of poker

» Easy Answers

» Data Wrangling

» Program roll-out

i
g

» Deeper understanding

» Network of expertise

> A platform for the future



The next steps

Democratization of
Information

Integrated Manager tool
landscape

00 o
Integrated HR tool ““”

landscape °

Integration with core w L

systems

Integrated survey a#
landscape C\e gf

i 4




Any Questions

The Power of
Paranoid Optimism TRANSFORMING

to Lead Through
Colossal Change NDKI

Optimism

hange

RISTO SIILASMAA

an of NOKIA



