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NOKIA SIEMENS NETWORKS: BUILDING A STRONG CORPORATE         

CULTURE IN A NEWLY MERGED INTERNATIONAL COMPANY 

 

 

 

 

 

 

 

 

Thomas Rosenkilde Anderson 

Head of Care, NE Region 

Nokia Siemens Networks 

 

Nokia Siemens Networks is a global company 

with some 60,000 employees divided into 

eight regional divisions each covering a vast 

geographic area and many countries; indeed, 

together they service the whole world. The 

Northeast Region covers a total of 22 coun-

tries, including the Nordic and East European 

countries, as well  as Turkey, Russia and a 

number of Central Asian countries. Almost a 

third of Nokia Siemens Networksô total turn-

over is associated with service and mainte-

nance. Nokia Siemens Networks Care is re-

sponsible for after sales service such as instal-

lation, support, and 24 hour service.   

 

CONSIDERABLE CULTURAL  

DIFFERENCES 

 

For the Northeast Region Head of Care, Tho-

mas Rosenkilde Anderson, April 2007 offered 

extraordinary management challenges as he 

faced the task of breaking in his newly estab-

lished management team. ñIn our region, NSN 

Care includes approximately 600 employees 

and my 11 managers represent seven nation-

alities and run their daily business from seven 

different countries. When the leadership team 

was initially brought together following the 

merger into Nokia Siemens Networks each 

person brought in very different national and 

cultural backgrounds. Furthermore, two rather 

different corporate and management cultures 

were in play as managers came from either 

Nokia or Siemens,ò explained Anderson.   

MANAGEMENT TEAM BRIDGE - 

BUILDING  

 

ñInitially, we needed to bridge quite a few 

differences and logistical challenges. Profes-

sionally and managerially, each of us were 

already competent before the merger. Now, 

however, we needed to wipe the slate clean 

and learn how to work well together. It was at 

this point that I thought of The 7 Habits of 

Highly Effective People, which I had come to 

know with Nokia a few years earlier. I re-

membered that the Habits had given me a 

number of methods and tools which I felt 

would now help us in establishing the mutual 

respect, cohesion and dynamics needed on the 

management team.  

 

άTherefore, I worked with  FranklinCovey 

Client Partner, Ulla Kaulfeldt, to tailor a man-

agement programme combining The 7 Habits 

with forward-oriented leadership development 

to build trust and give managers a shared 

platform and frame of reference to strengthen 

cooperation internally among the leader team 

and with each leaderôs employees. 

 

SCEPTICISM TO ENTHUSIASM  

 

ñThe 7 Habits were unknown to the majority 

of the participants and quite a few adopted a 

wait-and-see attitude and were slightly scepti-

cal at first. But the mood quickly changed as 

everyone grew more and more enthusiastic 

and excited as the programme evolved. We 

held the 4 x 2 workshop days in Moscow, 

Munich, Ankara and Copenhagen and thus 

visited each otherôs home ground while mak-

ing sure that the leaders were visible to as 

many of the region's employees as possible. 

We also took time to participate in social 

events. I thought that the leaders should have 

the opportunity to relax together in informal 

settings, and this was achieved through a 

number of interesting and enjoyable sight-

seeing events. 

AVOIDED STRESS 

 

ñBasically, as the leader of the group it was 

my aim to help build a high trust, high per-

formance team. Everything in our new com-

pany was chaos; thousands of issues de-

manded attention. Several of the teamôs lead-

ers were close to suffering from stress. It was 

therefore great to see The 7 Habits and FO-

CUS concepts generate insight and specific 

Nokia Siemens Networks (NSN) 
supplies infrastructure, i.e. masts, 
cabling, equipment, software, etc., 
to landline and wireless mobile 
network operators worldwide, in-
cluding Telenor. The company was 
established in 2007 when Nokiaôs 
and Siemensô network businesses 
merged into a global corporation 
numbering approximately 60,000 
employees. 
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tools to improve everyday focus and prioriti-

zation. People started to get things done in the 

right order, which reduced stress and created a 

sense of calmness and security. Quite simply, 

because of this, some of the team members 

avoided suffering the consequences of stress.ò 

 

A NEW LEADERSHIP STYLE  

 

ñThere were no inexperienced leaders on my 

team; all had some amount of previous leader-

ship experience,ò explained HR Manager, Lis 

Thorarinsson. ñTherefore, the objective was 

not to train and build leadership qualities from 

scratch, rather, it was more about everyone 

wiping the slate clean to allow us to establish 

an entirely new NSN leadership style and a 

common ground on the basis of the funda-

mental values of Nokia Siemens Networks.  

 

ñOurs was a rewarding and good process with 

Tonny Maak, who facilitated the entire pro-

gramme. The leadership module, including 

Leadership and The 8th Habit, has given us a 

shared understanding of leadership and a 

number of very useful and easy-to-use tools 

for our day-to-day operations. Leadership 

served as a brilliant follow-up to The 7 Hab-

its; links were clear and good references were 

made back to the fundamentals of the Habits. 

 

STRONG TEAM SPIRIT  

 

ñIt is amazing what the team has achieved. 

Initially, people spoke very little.  But today, 

the leaders actually enjoy each othersô com-

pany; lots of talking and laughing is the order 

of the day. They engage in effective everyday 

communication, not just by e-mail, but just as 

frequently over the phone. They use and help 

each other for other things than work, e.g. 

when planning holidays. We really have 

spanned the cultural gap.  Everyone respects 

everyone else, and leaders have understood 

how to benefit from each otherôs strong points 

in a constructive manner.  

 

ñThe result is that the group remains 100 per-

cent intact; no members have changed since 

the team initially met. This is a remarkable 

result, given that the majority of the remain-

ing leadership teams of Nokia Siemens Net-

works have experienced a 50-70 percent staff 

turnover. 

FAR BEYOND EXPECTATIONS  

 

ñI am truly pleased with my team, proud of 

the efforts made by leaders, and happy to see 

just how cohesive a group we now are. I see 

involvement and energy, and it is growing and 

growing.  Each  of  the  leaders  have become 

better at prioritizing and planning daily activi-

ties, thereby minimising the risk of stress and 

ensuring that leaders complete the most im-

portant tasks. The results achieved by the 

leaders and their teams are quite frankly bril-

liant ï far beyond expectations.  

 

ñThis has been an extremely successful pilot. 

It was not conceived as a pilot, but has now 

become one, and we are receiving requests 

from a wide range of NSN units. People want 

to know what we have done, because they see 

that our development process has been great 

and continues to create good results. Those 

who participated in the process warmly rec-

ommend the project, and therefore the good 

story spreads. My focus is now on maintain 

 

ing a high level of motivation and ensuring 

that everyone continues to have access to 

continued personal and leader-associated 

development.ò   
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FranklinCovey nordic approach is the Danish 

branch of a world-leading consultancy com-

pany.  We assist companies and employees 

who want to achieve measurable improvement 

in efficiency and drive by integrating knowl-

edge, methods, and tools from, for example, 

The 7 Habits, Focus for Outlook, The 8th 

Habit,  Leadership, The 4 Disciplines of Exe-

cution and Helping Clients Succeed. 

 

We offer Consultancy services; Public 

workshops; In-house Workshops and de-

velopment processes; Certification of com-

pany in-house FranklinCovey  

trainers; and Coaching. 

 

FranklinCovey nordic approach 

Tuborg Boulevard 12  

DK--2900  Hellerup 

 

+0045 70 22 66 12   

info@franklincovey.dk 

www.franklincovey.dk 
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IN-HOUSE TRAINERS IN 

CHARGE OF THE 7 HABITS  

HR Manager, Lis Thorarinsson, of 

Nokia Siemens Networks is also a Cli-

ent Facilitator of The 7 Habits, i.e. she 

is certified by FranklinCovey to train 

other NSN employees in The 7 Habits. 

Certified trainers are licensed and 

trained to hold workshops covering The 

7 Habits internally in their companies. 

It is Lis Thorarinssonôs goal to spread 

knowledge of The 7 Habits throughout 

the international organisation. 

TAILORED TEAM AND LEADER 

DEVELOPMENT  

ñWe needed to help the new interna-

tional leader team become an effective, 

high trust, high performance group with 

regards to leadership and specific re-

sults.  The programme consisted of an 

inspiration day and four workshop mod-

ules of 2 days training each. Modules 1 

and 2 explored The 7 Habits + FOCUS 

(focus and prioritization). Modules 3 and 

4 comprised Leadership and The 8th 

Habit and dealt effectively with leader-

ship in the age of the knowledge worker. 

 MORE GOLDEN EGGS 

Wolfgang Heck, the leader of NSN Care 

Program Management for North-eastern 

Europe and located in Germany, has, 

together with his team, got control of 

ñthe whirlwindò and are now focusing 

on the main tasks of everyday life. ñWe 

are much more at the forefront of the 

situation than before. At the same time, I 

have developed my leader role so I can 

operate as a competent and experienced 

guide to assist employees to keep fo-

cused and use their talents in the best 

way possible.  Thus, together we can 

continue to produce ñgolden eggs.ò 


