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Bring Express Suomi Oy:ssa on tehty monia asioita, jotta saataisiin parempi
henkildstotyytyvaisyys kuin vuonna 2016. Tuloksia on jo saatu, kun vuoden
2018 henkilostokyselyt antoivat parempia tuloksia. Yrityksessa on kuiten-
kin nahty, etta henkilostotyytyvaisyyden eteen pitaa tehda koko ajan toita.
Vuosittainen kysely ei riita silla tilanteet voivat muuttua nopeastikin.

Ty6eldma on murroksessa ja tdhan vaikuttaa digitalisoituminen, tyétehta-
vissa tapahtuvat muutokset, henkiloston saatavuus, ikddntyminen, arvojen
muuttuminen, asiakkaiden odotukset sekd muut asiat. Ja ndihin muutok-
siin ja odotuksiin myds Bringin tulisi osata reagoida. Ja ndin ollen myos tar-
jota puitteet, etta osaava henkilosté on motivoitunut seka sitoutunut tyos-
kentelemaan yrityksessa sekd taman tueksi rakentaa luottavaisen seka
avoimen tyokulttuurin. Yrityksen pitda huomioida nama asiat, jotta se voi
varmistaa myds uusien tyontekijoiden onnistuneen rekrytoinnin, koska
hyva tydnantaja kuva on se milld vaikutetaan tyontekijoiden saatavuuteen.

Tutkimuksessa kaytettiin henkilostokyselyja vuosilta 2016-2019, tehtiin li-
sakysely lomakkeella sekd haastateltiin HR:d3 ja esimiehid. Osana tutki-
musta oli myos tarkoitus luoda tarvittavaa tietoa, ohjeita, dokumentteja ja
tyokaluja esimiehille, joilla on tarkea rooli henkildstotyytyvaisyydessa, mo-
tivoinnissa, sitouttamisessa sekda avoimen ja luottavaisen tydkulttuurin
luomisessa. Tutkimuksen perusteella monet tarvittavista lomakkeista, oh-
jeista ja tyokaluista olivat olemassa mutta niista ei oltu viestitty tarpeeksi
eika riittavan laajasti koko henkildstolle. Kaikki asiat jotka ovat heikenta-
neet tuloksia, motivaatiota tai sitoutuneisuutta voidaan yhdistaa vaillinai-
seen viestintdan, niin johdon kuin esimiesten osalta. Viestinnan paranta-
misella saadaan moni ylldolevista asioista korjattua.
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Many things and projects have been done at Bring Express Suomi Oy to
achieve better employee satisfaction than in 2016. Results have already
been obtained when the 2018 personnel surveys yielded better results.
However, the company has seen that employee satisfaction is something
that has to be worked on all the time. An annual survey is not enough as
situations can change rapidly.

Working life is in flux and is affected by digitalization, job changes, staff
availability, aging, change in values, customer expectations and more. And
Bring should be able to respond to these changes and expectations. And
so also provide a framework for motivated and committed staff to work
for the company and build a trusting and open work culture to sup-port it.
The company must take these issues into account in order to ensure that
new employees are also successfully recruited, because a good employer
image is what affects the availability of employees.

The study used personnel surveys from 2016 to 2019, supplemented the
guestionnaire, and interviewed HR and supervisors. As part of the re-
search, it was also intended to create the necessary information, guidance,
documentation and tools for supervisors, who play an important role in
staff satisfaction, motivation, commitment, and creating an open and con-
fident work culture. According to the survey, many of the necessary forms,
instructions and tools existed but were not communicated to the staff
enough and not widely enough. Anything that has undermined results, mo-
tivation, or commitment can be combined with poor communication, both
for management and managers. Improving communication can correct
many of the above issues.
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1.1

INTRODUCTION

Bring Express Suomi Oy is a logistics company that is part of the Norwegian
Post Group. There are about 30 employees, but the number has been
closerto 50 in the past. In recent years, strategic decisions have been made
and a focus on core services has led to the closure of some departments.
The logistics industry has always been a 24/7 business, bringing with it its
own challenges and pressures for flexible working hours for experts and
office staff as well. In addition, working life is changing and the importance
of mental coping has emerged. The logistics industry is in a state of flux
and competition between logistics companies in Finland is intense. Over
the past five years, competition among logistics companies' customers has
also intensified, forcing them to look for logistics savers. Technology-
based, application-driven companies are also bringing new competition to
the logistics industry. Application-based transportation is provided by
Wolt, among others.

The Group conducts a personnel survey every year or every other year for
all Norwegian Post companies. The result of Bring Express Suomi Oy's per-
sonnel survey was 66/100 in 2015, 73/100 in 2016 and 81/100 in 2018.
Maintaining employee satisfaction and the root causes that staff members
feel they have heard are fundamental to this study.

Need for development work and topicality of development work

The company felt that there was a need for development work because of
recent concerns about the availability of sufficient and competent person-
nel. It is already difficult to find the right people for some vacancies, so it
is important to keep your employees engaged and stay motivated. When
operating in a small organization, turnover is a burden on all employees.
Although the company has conducted its own personnel survey, partici-
pated in a collaborative project with TTK, Veritas and Diacor, which
mapped the workforce and well-being of the staff and conducted surveys
of Varma and Terveystalo, there is no concrete reason why some things
need to be corrected. This study seeks to find the real reasons and tools to
improve the satisfaction of Bring Express Suomi Oy staff and how to get
supervisors to improve the performance of their team. At the same time,
the role of HR and manager is being updated. This is a development task
that aims to create the necessary documents, tools and instructions for the
entire organization.



What makes this development task topical is the fact that attention has
been drawn to the fact that many studies, as well as experts, have been
reported in the media about the exhaustion of workers, especially young
women. Mental health problems are on the rise and the reasons for ab-
sences are on the rise and if the employee feels that the company is not
working well, they will make their own decisions and change jobs. Coping
at work requires that the employee has the feeling that the employer pro-
vides a framework for coping, ie working conditions are good, the amount
of work and work arrangements are fine - it is nice to come to work

1.2 Research questions and purpose of the thesis

The research and development methods are analyzes of the finished ma-
terial, as well as additional questionnaires and interviews. Finished mate-
rial analyzes are personnel surveys conducted by the Norwegian Post
Group for their companies from 2015 to 2019, a survey conducted by TTK,
a survey by Varma and a survey conducted by Terveystalo in 2019.

The purpose is to examine what answers the existing material gives and
what questions they raise. It has been found that the improvement items
obtained in the surveys do not tell what needs to be improved but remain
at a general level. There are no concrete examples in the surveys and how
things can be improved remains unclear. After the surveys, the results of
the surveys have been reviewed, in different forums, but without provid-
ing additional insight into the problem areas in these contexts. It is also
perceived that the challenge is that employees lack confidence in manage-
ment and the corporate culture is not open enough to allow for open dis-
cussion.

The purpose of the study is to answer three questions:
1. How to keep employee satisfaction at a level where staff is moti-
vated to achieve company goals?
2. How do you commit your staff to a level of turnover that doesn't
hurt your business?
3. How to build a confident and open work culture?

As a result, the research will seek a deeper understanding of existing staff
surveys and produce material that will help maintain the results achieved
and improve what the analysis reveals.

The research is intended to benefit the company so that its staff is moti-
vated and committed. Good motivation causes employees to do their best
and is reflected throughout the team and staff. Good motivation is energy,
which is also reflected in networks and customers. Commitment to the
company also benefits the staff as well as supervisors, including less turn-
over, which results in less time for induction. And for us to achieve all of



this, it requires a confident and open work culture. When the goals set in
the research are achieved, it helps to develop a positive corporate brand
that even helps the company at a time of recruitment challenges.

2 THE COMPANY

Bring is part of the Posten Norge group and a major Nordic postal and lo-
gistics company. The group consists of two parts: Mail (brand color red) for
the Norwegian population and Bring (brand color green) for companies in
other Nordic countries. Bring has grown past the Post and continues to
grow. The company has more than 14,000 employees throughout the Nor-
dic countries. There are three Group companies in Finland: Bring Express
Finland Oy, Bring Parcels AB Branch Finland and Bring Frigo Oy. These com-
panies employ more than 40 people as well as several temporary workers
and subcontractors. Posten Norge Group's net sales in 2018 were MNOK
23,894 and sales outside Norway have grown significantly.

The vision of Posten Norge and Bring is to: Make everyday life easier and
the world smaller. The aim of the company is to be the leading and inex-
pensive logistics provider in the Nordic countries and the leading logistics
company in Norway. To achieve our goals, we promote, among other
things: actively developing the digital development of mail and we are con-
stantly working to improve our operations to find the best solutions for
our customers.

2.1 The new organization of the Group and the strategy for 2020

Since 2016, changes have been made in the management of the Group, as
well as benchmarking of other logistics companies, which led to a divisional
structure consisting of four operational divisions a few years ago:

e Norway Post

e E-commerce and logistics

e International logistics

e Courier Service

These changes have also affected personnel, both in the Nordic countries
and in Finland. Big changes that also have an impact on the staff, and just
the knowledge that the changes are coming to the staff, are consuming. At
the beginning of 2017, the Group had more than 17,000 employees and
now in 2019 the number of employees has decreased by 18%.

In 2019, the Group decided to reorganize its organization and also to up-
date its division structure. The new structure consists of five operational
divisions:



e Norwegian network

e Norway Post

e E-commerce and logistics
e International logistics

e Ownerships and projects

Posten & Bring is one of the largest postal and logic companies in the Nor-
dic countries with the goal of 'Making life easier and smaller in the world'.
It is important for the Group, as well as other logistics companies, to follow
trends. The trends that the Group wants to highlight are digitalization and
consumer impact. With digitalization being faster than before, new busi-
ness models and digitalization are affecting everything. Consumers have
an impact on logistics as e-commerce grows. Consumers' purchasing be-
havior has changed. Customers expect freedom of choice and flexibility,
and access to information and transparency. Easy access to information
and easy sharing. Changes in the logistics sector also affect the kind of skills
that the personnel should have and the employees are expected to be pre-
pared for the change and develop their own skills. It is only by striving to
be customer-oriented, to simplify things, but also to be profitable to meet
these expectations. These conclusions can be found in the group's material
https://www.postennorge.no/en

We make everyday life
simpler and the world smaller

We will simplify and increase the value of trade and communication
for peaple and enterprises in the Nordic region

ake responsibility Play for the tear Strive for more

Simple and reliable - Freedom of «lngen kignne

choice » Environment «Finding

Figure 1. Posten & Bring strategy

The strategy of Posten & Bring, which has been defined until 2020, is made
up of several areas and one image has been sought to get the direction of



the Group. As previously mentioned, the 'roof' above it all is 'Make every-
day life easier and the world smaller', followed by 'We simplify and add
value to the trade and communicate it to people and businesses in the
Nordic countries'. For this we need 'Committed and Skilled Workers', 'In-
novation and Sustainability', 'Satisfied and Loyal Customers' and 'Cost Ef-
fective and Profitable Growth'. The above issues are influenced by 'Taking
Responsibility', 'Teamwork' and 'Increasing Effort'. And the foundation of
everything is that we build on 'Simple and Reliable - Freedom of Choice -
Environment', 'No one knows Norway better' and 'Finding new ways'.

2.2 Group values

Bring's work culture and attitude towards employees is Nordic, which
means that employees are attentive and values matter and that values are
reflected in everything we do, how we do or what decisions we make.

Our values

Courage
Respect
Openness
Honesty
Cooperation

posten

Figure 2. Posten & Bring values

When thinking about solutions or answers to questions, they take in ac-
count existing values:

Courage

o We dare to question and seek new approaches

o We set clear goals for each other and are open to change
o0 We are energetic

o We are eager to innovate throughout our value chain

Respect
o We are attentive to each other
o We accept that we are different



o We understand our customers' needs and expectations and fulfill our
customer promise
o We ensure a safe working environment and prevent accidents.

Openness

o We share knowledge and knowledge with each other
o We are curious and open to new ideas

o We give and receive constructive feedback

o Immediately address ethical issues

Integrity

o We keep our promise

o We bear our responsibility

o We build trust with our employees, customers and partners
o Our message clearly reinforces our sense of security

Cooperation

o We play as a team so that the whole group succeeds
o We work together towards common goals

o We focus on business-critical issues

o We choose the best solutions for the entire Group

These values are in line with the Posten & Bring strategy and these are the
things that we have tried to influence in terms of employee satisfaction
and by following these, the company in Finland has been able to improve
employee satisfaction by 23% from 2015 to 2018.

2.3 Sustainability of the Group

Matters related to HSE (Health, Safety and Environment), play a major role
at Posten and Bring. The Group has its own annual report on sustainable
development to which these areas are also linked. In Posten's view, sus-
tainable development is about long-term actions that are profitable for the
world and for the Poste Group. Businesses need to develop operations to
be profitable, also in the long run, and to function to secure their existence,
now and in the future. Sustainability targets and results are reported an-
nually in a separate report. The 2018 report dealt with key group figures,
Group structure and organization, Group CEOs' greetings on sustainable
development, strategy (long-term profitability), personnel, environment
and innovation.



SICKNESS ABSENCE, %

f& 6,0 5,8

PERSONAL INJURIES WITH ABSENCE H1 value

- 2018 2017 2016
EMPLOYEES WITH IMMIGRANT BACKGROUNDS in Norway, %
2018 2017 2016
, ELECTRIC CARS
2018 2017
90 =11

= 398 455 414 305

Figure 3. The key performance measures in the Group HSE and Personnel
Management (KPl) are: Absence%, Injuries leading to absenteeism, Per-
sonnel (in Norway) % of immigrant background, Number of electric cars
and Carbon reduction, in tons.

2.3.1 Health

One of the most important elements of the Group to monitor is sickness
absence%. The Group has been able to reduce sick leave by 30% since
2006. Work has been going on for several years to enable those on long-
term sick leave to return to work. Open and systematic communication
between the supervisor and the employee has made it possible, for exam-
ple, to adapt the work or to take into account the employee's situation so
that the employee can return to work. By doing so, 67% of the cases have
been affected. As a result of the Group's focus on co-operation with em-
ployees and occupational safety, employees have more hours of work per
year and have a direct impact on the Group's earnings. Improved perfor-
mance has saved NOK 1 billion in pension and insurance premiums and
reduced short sick leave has saved NOK 828 million since 2006. We focus
on health promotion, but not only on reducing sick leave, but also on per-
formance, energy and employee satisfaction - and the Group is attractive.
In addition, the Group does not accept any form of discriminatory treat-
ment in any form.

2.3.2 Safety

In the logistics industry, security is at the heart of everything. Safety is a
factor that affects sickness absence and when it comes to the transporta-
tion industry, safety is also something that affects non-Group employees.
Therefore, the Group emphasizes that 'No one shall be injured or ill as a
result of working for the Norwegian Post or Bring'. Efforts are made to in-
fluence security so that the topic is topical in all contexts, and security is
discussed and key issues are monitored on a monthly basis. Safety training
is provided. New employees are dealt with safety issues by both HR and
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the supervisor. There is also an annual fire warning. Safety issues are also
regularly reported and all employees are required to make safety observa-
tions.

Our safety principles

No one should be injured at work

1. Safety first Safety first
- Nothing is more important than safety. Hotiing kb mors kportark: ther carbb

Don't walk past
Show that:you care and speak up if colleagues

2. Don't walk past display careless behavior or violate safety rules.
« Show that you care and speak up if colleagues Report
display careless behavior or violate safety rules. Report al injuries and near accidents toyour

manager so we can learn and prevent recurrences.

3. Say something

« Report all injuries and near accidents to your
manager so we can learn and prevent
recurrences.

Figure 4. Safety principles

Safety principles include:
1. Safety first - Nothing is more important than safety.
2. Don't Walk Over - Show that you care and intervene if your col-
leagues are negligent or violate safety rules.
3. Say Something - Report any incidents or near misses to your super-
visor so we can learn and prevent relapses.
Here too, we communicate to our employees that the company cares for
and takes care of its employees. When we get all employees involved in
making safety observations and being interested in safety, it is also team
work and everyone takes responsibility and participates.

2.3.3 Environment

Group employees, like the company, are concerned about the environ-
ment and want to be involved in making the change. It has also been clearly
seen in recent years in customer operations and decision making that en-
vironmental issues are at the heart of, for example, the selection of a lo-
gistics partner. In response to these customer demands, and due to the
company's sense of duty, the Group is strongly committed to supporting
projects that reduce its carbon footprint. Posten and Bring want to be the
best logistics company when it comes to environmental issues. Environ-
ment-friendly vehicles Norway has the largest fleet of electric vehicles with
over 1,200 electric vehicles. More than 200 vehicles powered by renewa-
ble diesel, gas or ethanol, including 95% of vehicles comply with Euro 6
emission standards. Emission-free solutions have been provided by mail
delivery in 39 city centers in Norway. More than 1000 trucks are equipped
with cruise control, providing both environmental and safety benefits. The



Group has also focused on energy-efficient buildings and is actively work-
ing to reduce power consumption. The Group uses renewable electricity
and aims to reduce energy consumption. The most energy efficient logis-
tics center in Europe was opened in Trondheim in 2017. Forty-five build-
ings are certified under the Eco Lighthouse program. During the construc-
tion of the new terminals, attention has also been paid to improving land
use in Norway and Sweden. The use of alternative energy sources, such as
geothermal energy, solar cells and district heating has been increased in
buildings and efforts have been made to increase recycling and waste re-
duction. In addition, efforts have been made to raise employee environ-
mental awareness and improve the environmental impact of the company
by streamlining processes and logistics. These measures aim to reduce
emissions by 40% by the end of 2020. From 2008 to 2016, the Group has
already successfully reduced emissions by 43 percent. In a company that
does a lot for the environment, it helps employees feel proud of the com-
pany they work for, their pride in their work, and they also affect the mo-
tivation of the staff and how committed we are to the company and the
story of the company.

2.4 Bring Express Suomi Oy

Bring Express Suomi Oy was formerly part of the Courier Services Division,
but in October 2019 moved to the 'E-Commerce and Logistics' Division.
Bring Express Suomi Oy's services include; e-commerce logistics services
and related terminal functions, courier and warehousing services. As with
the Group, the changes are mentally demanding for the staff, although the
Group has tried to communicate its best efforts throughout the process.
The changes made during 2019 started off well with senior management
within the Group and were informed of the progress of the process, with
the first phase reached in June 2016 and the second phase in October
2019. When the second phase was completed and Bring Express Suomi Oy
was. Some of the changes are still in process and are expected to be ready
by 1.1.2020. In 2019, the number of staff has remained fairly stable and
there have been no major changes but there is pressure to increase staff.

Henkilostomaarin kehitys

0
marra ulu tamm alm miaal sht touks kesd he o ala

28.11.2019
Figure 5. Personnel development of Bring Express Suomi Oy in 2019
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The change in monthly numbers is partly due to the fact that when a per-
son resigns, recruitment sometimes takes up to two months.

Table 1. Age and gender distribution of Bring Express Finland Oy personnel:
Ikdjakauma 20-30 31-40 41-50 50 -
46 % 24 % 12 % 18 %

Sukupuolijakauma| Naisia | Miehia
33% 67 %

On average, Bring Express Suomi Oy has younger employees.

Henkilostomaara Henkilostomaaran muutos Keski-ika

12 kk

33 355

edot pohjautuvat [l okaku

Figure 6. Bring Express Suomi Oy personnel in 2019 and average age

Logistics in general is a male-dominated field, but Bring has tried to be
open minded when recruiting for different positions. Supervisors account
for 15% of the total number of employees. Bring has four nationalities
working in Finland and is 9% of the total staff. There are more nationalities
for temporary agency workers not included in the above figures.

Bring Express Suomi Qy's turnover for the full year was 3% in September
2019. In April 2019, the turnover rate was higher than average when 2
people left the night shift. Working in that shift is challenging and not for
everyone.

The sickness absence rate is moderate with Bring Express, but there is not
too much staff and everyone has an accurate job description that includes
their own specialties and takes some time to master the specialties and
details associated with clients and subcontractors. Bring has a sick leave
policy that is available to everyone. The policy was updated in the fall of
2019 and first discussed with supervisors and the Occupational Safety and
Health Commission before being distributed to all staff.

Table 2. Sickness absence% (September 2019):
2019 Tavoite | 2019 YTD | 2018 YTD | 2017 YTD | 2016 YTD
1,7% 2,2% 2,3% 1,7% 1,8%

Efforts have been made to influence coping at work and life situations by
being flexible in working hours and from time to time. During discussions,
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employees have been open about their own life situation and it seems that
when discussing these issues there is trust and openness towards the man-
ager and HR. But for some reason, the same openness and trust have not
been achieved when it comes to employee-company issues, and this study
seeks to find a solution. Where appropriate, an early childhood care model
is also used and discussions are conducted, if desired or within agreed lim-
its, and a health care form is used:

o Employee survival tracking starts at the request of the employee
o Attheinitiative of a supervisor or occupational health care provider
o The supervisor should discuss with the employee on the basis of
the early mediation model, eg. in the following situations:
o if the employee is on sick leave for 20 consecutive days
Cumulative sick leave is 20 days / 1year
3 short absences within 3 months
reduced working time management
workplace conflicts
suspicion of a substance abuse problem

O O O O O

Collective agreements follow the agreements of the Automobile Transport
Employers' Association (ALT). At present, there are clerical and terminal
workers, so the tests to be followed are: Collective agreement for car
transport workers and Collective agreement for terminal operations.

Personnel satisfaction has been sought through a comfortable working en-
vironment and up-to-date tools. Office workers have paid attention to er-
gonomics, such as having all their desks. The office space is an open-air
office but there are a few conference rooms and two rooms for quieter
working. The terminal also has fixed working conditions. investing in stor-
age with suitable air purification equipment and new forklifts. The staff
also has a lunch benefit and a stimulus benefit designed to support physi-
cal activity and culture.

More attention has been paid to the work of the work safety committee in
recent years, and the company has recommended that the work of the
work safety committee be trained. The occupational safety manager has
now been the same for a few years and has also taken related courses. The
management has also wanted him to take his role seriously and highlight
the shortcomings he has identified. Safety training is provided to all per-
sonnel every year and in 2019 there was a separate week on occupational
safety, which included practicing fire extinguishing. An important part of
the occupational safety culture is communicating with the entire staff and
getting them involved in detecting safety risks. The Group has its own por-
tal for security findings, where the security risk is passed on to the person
in charge, who must react. The process is monitored monthly and reported
to the Group. Assuming that is the case with all staff, security detection is
a good way to expose all staff to risks and fix things before something hap-
pens.
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Table 3. Security Findings (September 2019):
2019 Tavoite | 2019 YTD | 2018 YTD | 2017 YTD | 2016 YTD
150 155 219 54 54

In 2018, everyone was required to contribute to safety findings and this
was reflected in the results. A high goal was sought, including a change in
the security culture. Most importantly, the observations concern that safe
passage in the terminal is blocked, stuff in front of fire extinguishers or
emergency exits, forklift parked incorrectly, too hard to drive, electrical ca-
ble to repair, slippery yard, etc.

Environmental issues are taken into account and reported to the Group
every year. The information in the Group's environmental report also in-
cludes those reported by Finland: Water, heating and electricity consump-
tion, individual statistics on waste (eg plastic, wood, electronics and energy
waste) and emissions from used transport equipment. For the past two
years, Bring has had hybrid and electric cars and bicycle transmissions in
Finland. In the coming years, we intend to expand our operations to eco-
friendly equipment and look for partners and subcontractors who share
Bring's green values.
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Figure 7. Solar panels of the Finnish terminal (kWh) in 2019

The Finnish terminal has had solar panels for two years now and in the
summer, there is enough electricity for others. Solar panels have produced
above expectations in the summer, but spring and late-darkness affect the
overall result. Bring has conducted personnel surveys by the Group for sev-
eral years. With Veritas, the Tydkaari project in 2017. In addition, at the
turn of January-February 2018, Varma conducted a personnel survey as we
transferred the company's Tyel insurance to Varma. At Bring Express, we
wanted to increase our knowledge of where we were going, and felt that
a once-a-year survey was not enough because a lot of things happened a
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year, so for this reason, in 2019, an option provided by an occupational
health services company

The CEO of Bring Express Suomi Oy has been replaced in 2017. Previously
he was a Finnish CEO and after 2017 has been a Nordic CEO who is also
responsible for other matters and Finland is part of his responsibilities.
Otherwise, the management team has remained the same in 2016-2019.
It includes; Chief Financial Officer, Chief Sales Officer and Chief Operating
Officer. There is some turnover in supervisors. Goals are set annually for
management and there are also key figures to be achieved. The basic ob-
jectives are eg. performance, profitability, personnel and environmental
objectives.

3 QUALITY OF WORKING LIFE

Wikipedia has defined the quality of working life:

The quality of working life most commonly refers to the ex-
perience of employees in enjoying work. Quality of working
life has been identified as contributing to job productivity,
competitiveness, job motivation, the public image of work
organizations and the quality of services and products. Qual-
ity of working life is closely related to the concept of well-
being at work. The quality of work perspective emphasizes
the management approach that offers work organization and
participation opportunities, while the well-being perspective
is more closely linked to health issues.

The Annual Working Conditions Barometer, published annu-
ally by the Ministry of Employment and the Economy, defines
the quality of working life in four areas: (2009)

e Equal treatment

e Resources in relation to the level of requirements

e Encouragement, innovativeness, trust

e Workplace security

In Francis Green's Demanding Work (2006), he incorporates the
following five dimensions into the concept of quality of work:
e Skills and know-how (skils)
e Work pressure, effort and intensity of work (work effort)
e Work/organization reflection, decision making and em-
powerment (autonomy)
e Salary, job risks and uncertainty (security)
e Subjective experience of well-being
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In addition, it is seen that the quality of working life is influenced by the
social perspective and the support of the work community. (Poyrid, 2012,
s.26)

In his blog March 12, 2018, Marko Kesti discusses the importance of quality

of working life for competitive advantage. He also mentions in his text that:
Well-being at work, by definition, is a very broad and difficult
to understand quality attribute. Instead of occupational well-
being, it is better to use the term quality of work, which bet-
ter describes the importance of well-being at work. When the
quality of working life is in order, the staff is doing well and
the company is producing good quality for the customers.
The quality of working life is made up of three aspects of the
work community's self-esteem: a sense of security, coopera-
tion and knowledge, and creativity.

According to Marko Kesti, traditional personnel surveys would be a better

option:
Motivation theory provides reliable information on the im-
pact of the quality of working life on staff performance. This
is a new breakthrough in research, since the results can now
be used to make staff development more effective. The
method has also been accepted by the international scientific
community.

According to him:
In Finland, the average quality of work of employees is
roughly 60%. This means that on average 60% of the time
spent at work is effective working time. The figure reveals
that Finnish companies have a huge potential for improving
productivity, which few companies really take advantage of.

The percentage is derived from the existing formula for quality of work,
the QWL (Quality of Working Life) index developed by Kesti.

TYOELAMAN LAADUN INDEKSI on aina naiden kaikkien itsearvostustekijoiden yhteisvaikutus, joka saadaan kaavalla
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Figure 8. Quality of work index

In his blog, Marko Kesti has opened up the factors affecting the quality of
working life:
A sense of security is the foundation, but not the source, of
good performance. If the employee's sense of security is not
right, negative feelings are created that capture attention
and devour performance. With a strong sense of security,
performance can be enhanced through collaboration,
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knowledge and creativity. Employee creativity can signifi-
cantly increase performance, provided that the collabora-
tion, knowledge and sense of security are good enough. The
figure shows that we are quite good at security, fairly good
at collaborative and know-how, but far too bad at harnessing
the creativity and innovation of our staff.

Marko Kesti feels that good quality of working life can be influenced by the
proper utilization of technology and the absorption of working life. (Kesti,
2018)

3.1 The concept of working time

Bring a logistics company has operations seven days a week and operations
are available 24 hours a day. This, together with customer expectations,
puts pressure on eight-hour working hours. Employees are also focused on
their own roles and customer focus, making it difficult to stick to working
hours. In general, working life has also changed so that there is flexibility
and teleworking. The company is more network and global, so it has
changed when and where it works.

According to Anu Jarvensivu and Tatu Piirainen:

Work requires flexibility and the ability to produce new solu-
tions at a rapid rate. Job demands have become contradic-
tory and unpredictable. Employees may rely on less rarely ex-
isting routines or a supervisor who would be able to give
straightforward instructions or answers. Requirements for
multi-skills have reduced the ability to secure professional
identity and its boundaries. A major threat to employee well-
being is the lack of support for the organization. (Alaisini
2009; Kira 2003). As the time and place of work are blurred,
the individual's responsibility for the boundaries of his or her
work increases. (Jarvensivu & Piirainen, 2012, p. 85)

Flexibility is also the fact that you can influence your own work and the
organization of your work. After 2016, Bring upgraded its Flexim system to
track hours, overtime, absences and balances. Bring had introduced bal-
ance tracking as early as 2014, but there was no tracking and the rules of
the game were not clear. The holidays were not up to date either. In 2016-
2017, Flexim was updated to take into account various collective agree-
ments and plus and minus balances, which were defined to be +/- 40 hours
per month. Flexim was also defined as a slip that allows flexibility of +/- 3
hours a day. The supervisors were given the rights to Flexim, where they
had to approve the transactions to be paid. Vacations were also considered
and supervisors now have rights to a salary system that manages employee
vacations. This is how companies need to manage their hours and holidays,
so there was a need to update these things. But this also shows that em-
ployees' concerns are taken care of, and that is why the role of supervisors
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was also clarified. Bring is not keen on introducing telecommuting because
there are so many tasks where telecommuting fails. The company wants
to take into account that people have different situations in life, and they
need flexibility. Flexibility means that you can come even later than normal
flexibility, and if necessary you can work from home as well. This flexibility,
as well as the consideration of life situations, is also part of the work cycle
project, which will be discussed later in this study.

3.2 Asense of security at work

The Psychologist's blog has a well-structured needs theory of the psycholo-
gist Abraham Maslow and is perhaps the most well-known motivation the-
ory in the world. According to Maslow, basic motivations for human moti-
vation and behavior (basic needs) are of the following types:

1. physiological needs

2. security needs

3. needs for fellowship and love

4. valuation needs

5. needs of self-realization (Psykologikirja, 2017)
Based on needs theory, work plays a significant role in meeting basic
needs. Work brings economic security and income covers living, food and
living. Many workplaces also provide occupational health care through pri-
vate medical centres, even though Finland has reasonably good health
care. Through work, there is also a need for psychological needs, such as
the need for belonging and the need for respect. Many also make friends
at work who are an important part of social cohesion. Companies also sup-
port employee hobbies and culture. This is how people find new social cir-
cles. The feeling of appreciation also increases if you get on with your ca-
reer, but the feeling of appreciation also affects your education. You can
also fulfill yourself in a pleasant job.

MASLOW’S HIERARCHY OF NEEDS
APPLIED TO EMPLOYEE ENGAGEMENT
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However, Wahba, M. A., & Bridwell, L. G. have criticized that needs do not
necessarily follow the order of the hierarchy and that the needs of the hi-
erarchy are difficult to test.

The Monster Job Search Service conducted a survey on the feeling of secu-
rity on its website in February 2017. There were 16,114 internationally and
883 Finnish respondents. Which of the following options gives you the
greatest sense of security at work?

1. Good relations with the manager 36.01%

2. Consistent opportunities to progress and advance in career 33.98%

3. Good financial position of the employer 17.33%

4. Regular salary increases (at least once a year) 6.12%

5. None of the above 6.57%
The results of the survey support the findings that typically jobs are
changed for managerial reasons. More than a third (36%) of respondents
consider good communication with their supervisor to be the greatest
safety factor. Secondly, a consistent sense of opportunity to develop and
progress in a career is the second most important factor (34%). (Monster,
2017)

An article in the Occupational Health Institute's Workplace Online Maga-
zine addressed psychological safety. Marja Sarkkinen interviewed in an ar-
ticle by Minna Toivo, who explains what psychological safety is all about:
"Psychological safety is not a new concept, but it has emerged strongly in
recent years. One reason is Google's much publicized study. It was trying
to find out why some teams are doing better than others. One of the unit-
ing factors for successful teams was psychological safety." In his view: “Psy-
chologic safety is more important for the end result than in predictable and
routine work in creative work. If the work environment is complex and
changing, employees need to learn new things and come up with new so-
lutions. Psychological security is central to such renewal. It is also needed
when working together and working in teams, for example. Few people,
especially those who work in expert work, nowadays work alone. Thus,
work has in many places changed in a direction that emphasizes the im-
portance of psychological security”. (Sarkkinen, 2019)

In the article Minna Toivonen also highlights:

In a psychologically safe workplace, information is shared
and errors reported. Overall, there is more communication
than in psychologically insecure workplaces. A safe atmos-
phere is positively reflected in learning and is linked, among
other things, to creative thinking, innovation, risk-taking and
organizational commitment. It is a good idea to create a
space for workplaces and places where you can meet and be
heard. Positive, open and respectful interactions are part of
psychological safety. However, that does not mean that eve-
rything has to be agreed. Management, supervisors, and
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team leaders are key to creating a safe atmosphere. Con-
versely, it is easy for a supervisor or manager to create inse-
curity through their own actions. At work, for example, one
must make sure that everyone is listened to, everyone's opin-
ion is valuable and no one's views are disregarded. Employ-
ees can also support psychological safety by behaving re-
spectfully, respectfully, with respect, and listening. (Sark-
kinen, 2019)

Marja Lehtisaari and Maria Ruokonen also dealt with psychological safety
as a team resource in their Master's thesis. What was interesting in their
research when discussing Edmondson's (2003) model:

In our study, we found new categories of organizational prac-
tices following Edmondson's (2003) model, which, according
to our study, appear to influence the team's shared belief in
psychological safety and thus the opportunity for team learn-
ing. These new discoveries include caring for and recognizing
team members, the importance of physical states, and nur-
turing the Me spirit. We also found a new Team Learning fea-
ture for the model. Our study reveals that the team's shared
belief in psychological safety contributes to the emergence
of a culture of gratitude and praise within the team. There
was a great deal of talk about these topics in our material, so
they became relevant. In our opinion, these topics did not fit
into any of the Edmondson model categories, so we decided
to create new categories for the model. (Lehtisaari & Ruoko-
nen, 2019, p. 137)

Organisaation Jaetut Tiimi-
kiytinnot uskomukset oppiminen
Esimiehen Palautteen
kayttaytyminen pyvtiminen
Epaviralliset roolit Avun
ja vuorovaikutus pvytiminen
Keskindinen Huolista ja
luottamus ja virheistd yhdessa
kunnioitus puhuminen
- = Tiimin —
Kokeilikulthmri S Innovatitvinen
psykologinen o b
turvallisuus
Organisaation tuki Rajojen
ylittiminen
Keskindinen Keskindinen
valittiminen ja kittaminen ja
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tydskentelytilat
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Figure 10. Marja Lehtisaari and Maria Ruokonen, model enriched by Ed-
mondson (2003). In his Master's thesis, psychological safety is a resource

for the team.
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Psychological safety and, in particular, organizational practices are clearly
the factors that also influence the results desired by the company in this
study: staff motivation, commitment, and an open and confidential atmos-
phere.

3.3 Cooperation and competence at work

The Centre for Occupational Safety (TTK) has dealt with the topic of a work-
ing community and cooperation on its own website:

A good work community is characterized by equality, fairness, effective in-
teraction, suitably demanding work responsibilities and a supportive at-
mosphere. A well-functioning work community is both safe and healthy at
the same time. The goals are clear work leadership and work organization,
and each actor's roles, responsibilities and authority at work are balanced.
In a liberated and trusting atmosphere, everyone feels welcome in the
work community. The members of the work community support each
other and share their expertise for common use. An important part of a
well-functioning work community is interaction and attitude. Each mem-
ber of the work community influences the atmosphere with their own at-
titude, motivation, and collaboration and interaction skills. Everyone can
choose to behave kindly and respectfully.

According to the TTK, the ways to improve the functioning of the work
community are:
e clarifying responsibilities and practices and assuming re-
sponsibilities
e smooth work and processes
e enabling a joint discussion
e personal encounters on confidential matters
e honesty in discussing work challenges and development
needs Identifying development needs through various
guestionnaires and discussions
e developing together
e timely resolution and resolution of disagreements

As well as the means that develop a positive atmosphere are:
e certainty about the future
e common goals
e clarity of duties and responsibilities
e good rules and procedures
e learning and developing work community
e a2 community that emphasizes staff activity and growth
e introduced staff abilities, skills and creativity
e smooth cooperation
e time for social interaction
e believe in problem solving
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Auli Airila mentions in her article (2018), "Up-to-date employee skills are
the starting point for smooth and productive work" and, in her opinion,
the development of skills requires collaboration. In addition, Auli Airila
comments in her article: Competence development is a matter for the
entire work community. When work and skills are developed
together, it reflects positively on the well-being of the work
community as a whole. A change in work challenges
knowledge. Working life and work are constantly changing.
For example, digitalization and automation are creating new
ways of working and also completely new professions. Work
has also become increasingly networked and interactive. The
change in work also brings new kinds of skills requirements.
Employees are expected to have more versatile skills, con-
stantly update their skills and develop new skills. Professional
or technical skills alone are no longer sufficient. Employees
are expected to ability to learn new things, readiness for
change, communication and collaboration skills, problem-
solving skills, self-leadership and networking skills.
She was also researching the views of HR professionals on the skills and
needs of Finnish workplaces in the Diversity Barometer of the Finnish In-
stitute of Occupational Health (2016). According to their report:
HR professionals saw the greatest need for skills develop-
ment in employee self-management skills, general IT skills,
creativity, and initiative. Workers' social skills and resilience
were also seen as improving. (Airila, 2018)

The Ministry of Employment and the Economy has a project called Work

Life 2020. The project has its own website and related publications are also

available on the website of the Ministry of Employment and the Economy.

The project shows that: Developing and supporting employee skills is an
investment in the future. In addition to education, it is also
important to enable knowledge sharing and work-based
learning. Our skilled personnel can react quickly to changes
in working life and develop new operating models and prac-
tices.

Tomi Hussi, Director of Research at limarinen discussed the Talouseldma

partners' blog on what skills are needed in future working life:
The work and, through that, the change in skills requirements
has been rapid. The physical workload of work has declined
rapidly as machines have been created for new tasks to make
things easier. More and more jobs have changed so-called.
knowledge work, and processing information in its various
forms plays a significant role in the content of work tasks.
Apart from the mechanical tasks, the change largely concerns
the processing of data, at least at the preparatory stage. Ar-
tificial intelligence can be harnessed to identify different phe-
nomena based on such extensive data that human capacity
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simply does not have the capacity to control equally large
data masses. At the same time, these times are both very in-
teresting and challenging for our skills in working life. Change
has always been present in the world of work, but now its
pace has really accelerated to a whole new level. Through
this, the challenge of maintaining expertise is greater than
ever. The most important factor revolutionizing skills re-
guirements in working life is definitely digitalization. The new
approaches and solutions it brings are constantly breaking
down the ways in which people can add value to their work.
President and CEO of llmarinen 1.8. Jouko P6lénen, who
starts 2018, talked about competence in future companies at
the Talouselama 500 event. In his speech, he referred to the
results of the Future Score test developed by Iimarinen to-
gether with working life experts. The results are confusing:
Less than half know what skills should be developed. This
means that more than half have no idea of their skills require-
ments. On the other hand, it is downright scary to note that
only 15% of respondents feel that people's skills are being
harnessed in many ways. Thus, almost nine in ten respond-
ents feel that their skills are under-utilized for the success of
the organization. (Hussi, 2018)

[Imarinen has also published a guide to '"More interaction, more knowledge
- ways to share tacit knowledge'. The guide is highlighted:
The competitiveness of companies depends more and more
on knowledge, the utilization of knowledge and the ability to
learn new things. As more and more organizations have a
rapidly changing and complex environment, they need to
constantly innovate in order to remain competitive. As
knowledge work increases, the importance of knowledge and
skills to the success of a company has grown. Increasingly,
the core of an organization is the expertise of its staff. The
development of know-how and its effective utilization are
thus justified for economic reasons and for the success of the
company. In the 2010s, we will also live in a time when a sig-
nificant part of the working population will retire within a few
years. With the so-called retirement of so-called generations,
the knowledge acquired over decades is in danger of being
left out of business unless it can be successfully transferred
to the workplace by various means. From the point of view
of individual employees, competence development has be-
come even more important. Developing one's own skills is
the lifeblood of maintaining an employee's ability and ability
to survive. The workplace itself is a learning environment,
and lifelong learning is a significant part of the workplace.
Maintaining and developing one's own skills has become a
way for an employee to maintain his or her "market value" in
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a competitive labor market. In addition, there has been a
change in the ways in which the organization and the work
are committed: once a commitment was made to the em-
ployer, it is now a commitment to the development of one's
own knowledge and skills. Organizations can be considered
to be at different "stages of development" in terms of com-
petence management. Those in the first phase develop and
train their staff, but operations do not follow the company's
strategy. Performance appraisals will be enabled, but the
person's progress will be judged on the current assignment.
Development discussions remain within individuals or groups
because they lack a strategic, operational dimension. The
second step is to map and quantify competencies in an effort
to utilize this knowledge for the needs of the organization as
a whole and possibly for the future. In Phase Il organizations,
competence development is holistic and aims to enable goals
from the strategy. The development of know-how and other
issues is systematically implemented at the level of individu-
als, groups, work communities and networks. There are or-
ganizations that have already reached the fourth stage of
their competence development. They strive for innovation
through the creation of new knowledge and knowledge. Net-
works are important elements in this process. A culture of
working community knowledge and genuine dialogue are
emerging as enablers of innovation. Sharing expertise and
community-based learning are key. According to research,
most of our expertise is experiential, so-called. tacit
knowledge. We will not have access to its development and
sharing, even if the skills of the personnel have been mapped
and competence profiles have been made. Something else is
also needed: collaborative work-based learning practices
that can help companies develop skills and support lifelong
learning for staff. (Ilmarinen, 2019, p. 3-4)
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Picture 11. From lImarinen's guide: More interaction, more knowledge -
ways to share tacit knowledge. KUVIO 1: Osaamisen johtamisen kehit-
tyneisyys (Salojarvi 2005) (p.4.)
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3.4 Creativity in working life

In her thesis, "Mika motivoi tyéntekijan luovuutta ja mita hyétya luovuu-
desta on organisaatiolle?’ Siiri Laaksonen (2016) has listed working envi-
ronment conditions that support employee creativity. These include: the
role of the supervisor, communication, flow, emotions, empathy, reward
and working hours. In addition, he has pondered what motivates creativity
the most. In her thesis Siiri Laaksonen refers to two articles dealing with

motivation:

In his article, Gobble refers to a 2008 survey (published in the
MIT Sloan Management Review in 2009) involving 11,000
people in science and engineering. The study found that
those who reported the greatest motivation for intellectual
challenges were more generous than those who reported oc-
cupational safety as the most important in the work environ-
ment. So it was discovered that work that challenged its cre-
ator intellectually maintains its motivation and effectiveness.
In addition, the study showed that job satisfaction is in-
creased by appropriate rewards for work. (Gobble 2012.)
Motivated by an employee's feeling that his or her work is
valuable and intentional, and that things are moving forward.
For an article on employee motivation written by Teresa Am-
abile with Steven Kramer, 600 supervisors were asked what
keeps employees motivated. According to superiors, recog-
nition and reward became the most important factors. How-
ever, an earlier multi-year study by the authors revealed that,
in the opinion of the employees, the most important motiva-
tor, again, is the progress of work. The feeling of approaching
goals is inspiring, while the back pack eats motivation. Espe-
cially the hesitation of the supervisor and the authoritarian
change of goals cause such a negative effect. (Amabile & Kra-
mer 2010). (Laaksonen, 2016, p. 9)

Karoliina Tapola & Tomi J. Kallio: Tarvitaanko luovan tyootteen johtamista?
In the aspects of theory and empire article they deal with ‘the concept of
creativity in the context of Finnish working life':

In most Western countries, the population is getting older
thanks to improved but more expensive medical care. On the
other hand, the birth rate seems to have started to decline
steadily. At the same time, companies and their jobs are
flowing out of high-standard countries such as Finland as a
result of the so-called China phenomenon. In a global market
economy, it is often profitable and easy to invest executive
work in areas where labor-intensive production costs are
lower than in Western countries. Among other things, the
challenges mentioned above have repeatedly emerged in
various contexts. How can jobs be maintained in Finland?
How can a smaller pool of taxpayers be able to finance the
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rising costs of our welfare society? (See eg Konttinen et al.
2003; Ruokanen 2004; Kiander et al. 2005; Sinkkonen 2006.)
Solutions to problems and challenges have also been sought.
For example, several research articles published by various
ministries and other organizations. Tyéelaman tutkimus - Ar-
betslivsforskning 1/2007 (5. vsk.) and studies have presented
creativity as a solution to Finland's future challenges (see eg
Himanen 2004; Ruokanen 2004; Wilenius 2004; Luovuusk-
ertomus 2004; Kolme puheenvuoroa... 2005; Luova tyoote...
2005; Yksitoista askelta... 2006). (Tapola & Kallio 2019, p. 24)

Karoliina Tapola & Tomi J. Kallio also approach the topic through Amabile's

theory:

According to Amabile's theory, individual creativity consists
of knowledge, creative thinking skills and task motivation. Of
these areas, environmental factors can best influence inter-
nally charged job motivation. Intrinsic motivation refers to
the enjoyable interest in acting for its own sake, not in the
hope of external rewards (see, e.g., Deci 1975). Employee in-
trinsic motivation can be fostered through proper leadership,
appropriate organizational motivation, and sufficient re-
sources (Amabile 1997.) (Tapola &Kallio, 2019, p. 27)
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Figure 12. Tyéelaman tutkimus — Arbetslivsforskning magazine 1/2017. Ka-
roliina Tapola & Tomi J. Kallio: Tarvitaanko luovan tydotteen johtamista?
Ndkokulmia teoriasta ja empiriasta. Kuvio 1. Organisaatioympariston vai-
kutus luovuuteen (Amabile 1997, 53) (p.27).

Ministry of Educations ’Kolme puheenvuoroa luovuuden edistamisesta,
Luovuusstrategian osatyoryhmien raportit’, also referred to by Karoliina
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Tapola & Tomi J. Kallio, deals with creativity from many angles and also in

working life:

In working life, creativity is a resource where innovation is
born. Creativity is the ability to come up with new solutions,
to discover and connect information in a new way. It requires
the ability and interest to develop oneself and influence the
development of the working environment. The high level of
education of the Finnish workforce enables the develop-
ment, testing and implementation of new working methods
and operating models in working life. However, there is a
threat of shifting executive work to low-cost countries, which
also lacks the resources to develop and implement creative
approaches. The quality of work suffers if there is no direct
interaction between work and development work. There-
fore, it cannot be assumed that the performing work is al-
lowed to drain to the countries of cheap labor and that in
Finland the focus is solely on development work. On the con-
trary, research and development must be brought closer to
performance-level work processes, whereby interaction be-
tween different skills and creative resources is more widely
supported to support the introduction and development of
new products and services. Nor can it be assumed that the
pursuit of creativity and innovation concerns only certain
sectors. Innovation must extend to all levels of working life
and enable the widest possible use of creative resources. In-
dustrial production still accounts for a significant share of Fin-
land's GDP. In the service sector, creative solutions are
needed, for example. promoting better interaction between
customers and service staff. The risk is that the services will
be left to the management of information technology, thus
reducing the need to meet people. Despite the risks of glob-
alization, internationalization and multiculturalism are also a
resource for developing working life geared towards creativ-
ity and innovation. Organizations and institutions with at
least public support should develop an internationalization
and multiculturalism plan as part of their governance. Lead-
ing creativity in work communities and management Pro-
moting innovation in all work communities requires a suffi-
cient number of individuals with an intrinsic motivation to
develop their own creativity, a desire to engage others in in-
novative work, and the ability to challenge workplace prac-
tices. However, creative efforts within organizations are eas-
ily wasted unless the work community atmosphere and prac-
tices support these efforts, or if they directly inhibit or hinder
them. This is why organizations need to pay particular atten-
tion to managing creativity. It is based on people's perception
of leadership: does the manager see employees and work in
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terms of the resources and capabilities they contain or as tar-
gets of control? Creativity management includes: recruiting
creative individuals and enabling the use of their talents; pro-
moting working methods that are conducive to the emer-
gence of creativity; managing the tensions involved in the re-
alization of creativity and innovation; and enabling creative
teams and innovative developer networks and practices.
(Ministry of Educations, 2019, p. 23-24)

4 EMPLOYEE SATISFACTION

According to Marko Kesti, associate professor of the University of Lapland,
employee satisfaction is such a broad concept that it would be better to
talk about the quality of working life, which has already been discussed in
Chapter 3, but companies still talk and discuss staff satisfaction. Personnel
satisfaction plays a key role in this study because it is a matter of influence,
both on motivation, commitment and work culture. If employee satisfac-
tion is high then a positive spirit will affect the entire work community,
constructively and as a source of enthusiasm.

According to Anu Jarvensivu and Tatu Piirainen:

"However, attention has been paid to the subject of the work in practical
recommendations, according to which the person's job should form a
meaningful, understandable and manageable whole." And they have
wanted to point out that: "Work orientation is a way of dividing into an
indirect and content orientation. For one, work can be a way to make
money while another may emphasize work as a vocation." (Jarvensivu &
Piirainen, 2012, p. 83)

They have also pointed out that:

The speech on corporate social responsibility emphasizes
sustainable development and the role and role of companies
as part of their environment and society. In this case, the sig-
nificance of work arises from the relationship that work has
to society or the environment, and employees' experiences
of the meaningfulness of work can also be based on that re-
lationship. (Jarvensivu & Piirainen, 2012, p. 88)

4.1 Well-being

Kaisa Hakala in her thesis has considered definitions of well-being at work:
There are numerous definitions of well-being at work. One
definition is that well-being at work means that work is
meaningful and fluent, and that the work environment and
work community are safe, health-friendly, and supportive of
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work. (Kehusmaa 2011, 14.) Occupational well-being is the
ability of an employee to perform daily tasks. Well-being at
work consists of factors related to the person himself, ie
physical, mental and social condition, as well as factors re-
lated to the work environment, such as management and
workplace atmosphere. In addition, the individual's well-be-
ing is influenced by issues and events in his or her private life
that can either give or take resources away from well-being
at work. (Viitala 2013, 212-213.) Occupational well-being is
a broad entity that includes, among other things, fair and
consistent leadership, competence development, an organi-
zational structure that promotes job success, an interactive
approach and employee health (Manka 2011, 35). Wellbeing
at work is made possible through positive and active interac-
tion between the individual and the workplace, the supervi-
sor and the work community. Occupational well-being is re-
flected in the individual as a pleasure and a job. Well-off em-
ployees do well and a good atmosphere enables creativity
and also withstands temporary setbacks. (Manka 2011, 73.)
Employee health is often described as working ability and
well-being, while organizational health is described as being
functional and as a hallmark of a healthy organization. Indi-
viduals' ability to work and well-being enable an organization
to function and to a large extent also influence other charac-
teristics of a healthy organization, such as efficiency and
productivity. As a result, the well-being of the individual and
the organization are constantly and increasingly interde-
pendent. Without individual well-being, there is no prosper-
ous organization. As a result, organizations should pay more
attention to factors that increase employee wellbeing within
the organization's own operating environment and thus en-
hance the organization's own operations and productivity.
(Liukkonen 2008, 51-53.) When talking about well-being at
work, one has to think carefully about what concepts are
used and what kind of well-being at work should be pro-
moted. Occupational well-being, job satisfaction or well-be-
ing as opposed to stress and burnout are also often talked
about when it comes to well-being at work. It should also be
noted that the absence of negative phenomena or symptoms
does not yet mean well-being at work (Hakanen, 6, 2011).
(Hakala, 2016, p. 10)

In the report of the Ministry of Social Affairs and Health, ‘Tyohyvinvointi-
tutkimus Suomessa ja sen painoalueet -terveyden ja turvallisuuden nako-
kulmasta’ says:
From the point of view of health and safety in occupational
well-being research in Finland, in the publication occupa-
tional well-being refers to the worker's ability to cope with
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his or her work duties, influenced by his or her physical, men-
tal and social condition, workplace function and factors.
Well-being at work is also influenced by other factors such as
employment, wages, employment contract, private and fam-
ily life, financial situation, life changes and other environ-
mental events. (The Ministry of Social Affairs and Health,
2019, p.9)

Wellbeing at work can be approached from many angles and there are

many things that can be broken down into more detailed ones. A good ex-

ample of this is given by the Ministry of Employment and the Economy's

key aspects of well-being at work introduced in the Tyoelama 2020 project:
Finns believe that a good work atmosphere, motivating work
and the ability to influence the content and job description
of one's work are the most important factors in well-being at
work. In addition, the vast majority of Finns, 96 per cent, be-
lieve that each employee must take responsibility for the
well-being of his or her work community. The results can be
found in the Made by Finland study by the Finnish Labor As-
sociation. According to Finns, well-being at work stems from
a good working atmosphere, motivating work and the ability
to influence one's own work. Instead, salary and career ad-
vancement remain as factors of well-being at work. Finns see
the responsibility for the well-being of their work community
as the responsibility of every employee. Particularly the
youngest and oldest groups of respondents emphasized the
importance of their own responsibility. Almost the same
number, 93 per cent of Finns, believe that organizations must
take responsibility for the well-being of their employees even
in difficult economic times. This was particularly the opinion
of the female respondents, with the exception of the young-
est and oldest age groups.

The work atmosphere is very important for well-being at
work, and previous studies also show that companies that in-
vest in personnel and product development are more profit-
able than others, says Jokke Eljala, Research Manager at the
Finnish Labor Association. It is interesting that productive
workers are the most satisfied workers and the other way
around, that is, satisfied employees are more productive.
Many studies have shown that well-being at work seems to
be the foundation of everything, and by developing it, organ-
izations and companies can achieve better results, Eljala con-
tinues. According to Finns, work creates well-being. This was
the opinion of 94 per cent of Finns, especially men on both
ends of the age bar and women over 35. Finnish work is
based on cooperation and trust. It is a source of well-being
that will keep us on the world map for the next 100 years.
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Working and sharing together and helping other people cre-
ate new ideas and well-being, Eljala sums up. The Finnish In-
stitute of Occupational Health's report on young workers'
working life expectations also supports these results from
the Finnish Labor Association survey. When we asked young
people about their views on a good workplace, workplace is-
sues topped the list, says Auli Airila, a senior researcher at
the Finnish Institute of Occupational Health.

What do you think are the most important factors for well-

being at work?

1. Good working atmosphere 52%

2. Motivational work 37%

3. Ability to influence the content and job description of
one's job 29%

4. Secured workplace 24%

5. Flexibility in reconciling work and leisure 22%

6. A manager who trusts his subordinates 21%

7. Possibility to use own strengths 20%

8. Cozy and functional working environment 16%

9. The Spirit of Doing Together 16%

10. Good colleagues 15%

11. Caring Supervisor 14%

12. Possibilities for self-development 13%

13. Good salary 12% (Tyoelama 2020 project, 2019)

4.2 Contributing to and improving well-being at work

According to the Finnish Institute of Occupational Health, “well-being at
work is the responsibility of both the employer and the employee. To-
gether, they maintain and develop well-being at work”. The Occupational
Health Institute advises that:
Promoting well-being at work is always done in cooperation
between managers, supervisors and employees. Other key
players are labor protection and shop stewards. Occupa-
tional health care is an important partner in maintaining
workplace well-being. Well-being at work is the sum of many
different factors. It arises mainly in everyday work. Occupa-
tional well-being cannot be achieved through health shocks
that are detached from work. Well-being activities are cross-
cutting and long-term. It addresses, for example, personnel,
the work environment, the work community, work processes
or management. Wellbeing at work affects the organization's
competitiveness, financial performance and reputation.
Well-planned wellbeing investments can pay off in multiples.
Studies show that well-being at work has a significant posi-
tive relationship with business performance indicators such
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as productivity, profit, customer satisfaction, lower em-
ployee turnover, sick leave and accidents.

According to the Finnish Institute of Occupational Health, “in a well-being
work community:
e be open and trustworthy
inspired and encouraged
being cooperative
giving positive feedback
keep the workload in control
dare to talk about problems
maintain operational capability in situations of change”

These are ways to influence and increase well-being at work. However, in
order to best work on wellbeing at work, managers, supervisors and em-
ployees need to understand how wellbeing at work is structured and what
role each plays. Once the fundamentals and roles are understood, then
factors that affect well-being at work, such as work absorption, work abil-
ity, stress, physical and mental strain, insecurity, occupational safety, and
blurred concepts of work and leisure can be affected. Wellbeing at work is
built when an employee starts in a company. (The Finnish Institute of Oc-
cupational Health, 2019)

SAADOKSET JA SOPIMUKSET TUKENA

Tydympaériston on oltava kunnossa
tytturvallisuuslaki
valtioneuvoston asetukset ja -pdatokset

alakohtaiset sekd kone-, laite- ja tydvilinesdadokset

Roolit, vastuut ja asiallinen kohtelu
tyGturvallisuuslaki

tydsopimuslaki

tydaikalaki

yhdenvertaisuuslaki

tasa-arvolaki

tydsuojelun valvonta- ja yhieistoimintalaki
yhteistoimintalaki

tyGterveyshuoltolaki ja sen muutokset

Korvaaminen

tyGtapaturma- ja ammattitautilaki; tydeldkelait

(Lihde: Manka, M-L 2011)

Figure 13. Occupational health institute orientation on occupational well-
being
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The employee is contracted and given a job description. When starting out,
the induction should include issues related to work and the work environ-
ment, as well as industry legislation and safety issues. The familiarization
introduces the company, teams, colleagues and the rules of the company.
The task and job description should be structured in such a way that the
employee's working capacity is sufficient for the job.

Riitta Viitala (2015, p. 213), refers in her book; Henkilostéjohtaminen —
Strateginen kilpailutekija, tyokykytaloon:
Widely popular in Finland, the model developed by the Finnish Institute of
Occupational Health summarizes the factors affecting work ability in the
workplace. It has been called the Tyokykytalo (llmarinen 2003). Elements
of Tyokykytalo are:

e heath

e know-how

e motivation, attitudes and values

e work, work community and organization

The Occupational health institute itself sees that:
Health and function are its first floor. Physical function, men-
tal and social function and health together form the basis of
working capacity. Expertise is on the second floor. It is based
on basic education and professional knowledge and skills.
Continuous updating of knowledge and skills Lifelong learn-
ing is important. The importance of this layer has been em-
phasized in recent years, as new skills requirements and ar-
eas of expertise are constantly emerging in all industries. Val-
ues, attitudes and motivation are on the third floor. On this
floor, the reconciliation of work and non-work life also
meets. My own attitudes towards work have a significant im-
pact on my ability to work. If the work is perceived as mean-
ingful and suitably challenging, it strengthens the ability to
work. If work is a compulsory part of life and does not meet
one's own expectations, it weakens working capacity. With
age, work and pension attitudes change and can lead to quit-
ting work or early exclusion. The management, work commu-
nity and working conditions are on the fourth floor of the
house. This layer represents the workplace in a concrete way,
and the working and working conditions, work community
and organization belong to this layer. Supervisor work and
leadership are also a key part of the floor: supervisors and
managers have the responsibility and responsibility to organ-
ize and develop the workplace capability of the workplace.
Working ability is about the compatibility and balance be-
tween human resources and work. The working capacity
house works and stays upright when all floors support each
other. With age, significant changes occur in the lower layers
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of the individual's resources. The fourth layer, work, is chang-
ing rapidly and does not always take sufficient account of the
human ability to respond to change. The fourth layer, which
has often become too heavy, weighs down on the lower lay-
ers with bad consequences. All floors of the house should be
constantly developed during the working life. The goal is to
ensure the compatibility of layers as people and work
change. Naturally, the individual is primarily responsible for
his or her own resources. The employer and supervisors, for
their part, are responsible for the fourth floor of the house:
work and working conditions. (The Occupational health insti-
tute, 2019)

Organisaatio
toimiva tydymparistd
Jjatkuvatavoitteellisuus
kehittyminen

Johtaminen Mina Tydyhteisd

kannustava voimavarat vuorovaikutus
tasapuolinen motivaatio tyoyhteisotaidat
oikeudenmukainen elamanhallinta ryhman toimivuus

osallistava terveys ja tydlkyky

Tyo
SUjUVUUS
vaikutusmahdallisuudet

oppiminen

Tyshyvinvointiin vaikuttavia tekijoita (Manka 2011)

Figure 14. Occupational health institute orientation on occupational well-
being

Well-being at work is influenced by the fact that all factors have been taken
into consideration and tried to influence, as well as the fact that the re-
cruitment has been successful and the person feels that the job is mean-
ingful, enthusiastic and enjoyable, and empowering - to get the job done.
These can be achieved through good orientation, open communication,
and the understanding that success requires the input of both employee
and supervisor. Managers and supervisors need to see their own role as
contributors to success and understand how well-being at work is built.
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5 HUMAN RESOURCE MANAGEMENT

The purpose of this chapter is to ponder and find things in managerial work
and leadership that are relevant to the issues being studied:

1. What in managerial and HR leadership has an impact on keeping staff
satisfaction at a level that motivates staff?

2. How can management and HR management engage the staff so that
turnover is at a level that does not harm the business of the company?

3. How can managers help build a confident and open work culture?

According to Pauli Juuti, "' most experts associate the roots of human re-
source management with 19th century industrialization. They believe that
HRM was born out of the patriarchal leadership that was prevalent in the
early days of industrialization. The importance of the early days of indus-
trialization is still evident in the organizations of our country. " (Juuti, 2015,
p. 15),

Sinikka Vanhala and Monika von Bonsdorff made the following observa-

tion:
HR researchers (e.g., Delery & Doty 1996) have long debated
which one is better at improving organizational performance:
individual good HR practices or bundles of HR practices. An
example of such a bundle of performance-related practices is
the construction of a motivational reward system. In a situa-
tion where the entire HR system is built so that all HR prac-
tices are mutually supportive, the term internal fit is used.
Another important discussion concerns the extent to which
HRM and practices should be linked to an organization's busi-
ness or service strategy, rather than using universally recog-
nized, universal HR practices. This is called strategic fit or ex-
ternal fit. The third aspect relates to the observed differences
between industries, sectors, and countries and groups of
countries (the so-called contextual approach), which has con-
tributed to questioning the universal thinking of personnel
practices (Stavrou et al. 2007). The application of good or
best staffing practices is guided by the perception of their
universality. (Vanhala & von Bonsdorff, 2012, p. 121)

They have also highlighted good practices:
One of the most well-known lists of good HR practices is pre-
sented by Jeffrey Preffer (1998). It consists of seven sections:
e Job security
e Selective recruitment of new employees
e Self-directed teams and decentralized decision mak-
ing
e A remuneration system that is proportional to the
performance of the organization
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e Extensive staff development

e Systematic reduction of status differences and barri-
ers

e Broad dissemination of information on the organiza-
tion's finances and performance within the organiza-
tion. (Vanhala & von Bonsdorff, 2012, p. 122)

From the employees' point of view, good staffing practices are thought to
improve the quality of working life and have a positive social and psycho-
logical impact. Good HR practices also have their downsides. Increased
stress due to work efficiency has generally been identified as a key issue.
The roles of HR and supervisor should be clear. These roles also play a role
in corporate culture. This study does not call into question the fact that
good human resource management also has an impact on company per-
formance and profitability.

5.1 Impact of managerial work on well-being at work

There must be the willingness and ability to learn more in the work of su-
pervisors. A manager must find the ability to lead and do so, taking into
account the people he or she is leading and their needs for leadership. The
supervisor must be able to observe and take into account the differences
between his teammates. He must also have the self-knowledge and ability
to accept criticism, to deal with emotions and to intervene in difficult mat-
ters. The manager also needs to have good communication skills. These
are the topics Pekka Jarvinen has written in his book, Ammattina esimies.
According to Sinikka Vanhala and Monika von Bonsdorff (2012, p.133)
""Managers play an important role in mediating formal or planned person-
nel practices (Harney & Jordan 2008; Purcell & Hutchinson 2007)".

Marjo-Riitta Ristikangas and Vesa Ristikangas have discussed leadership in
their book 'Valmentava johtajuus'. According to them (2010, p.17), “Real
success comes from combining the basic mission and objectives of an or-
ganization with the individual needs of the employee. Then working to-
gether has a purpose. " In the book they state:
In order to keep motivated talents in the house, attention
must be paid to their leadership. The opportunity for contin-
uous growth and development is valued because learning is
an intrinsic value for them. We need discussion and listening,
asking good questions, and appreciative feedback. Alongside
the feedback from the supervisor, the feedback from col-
leagues is also appreciated. (Ristikangas & Ristikangas, 2010,
p. 19)

According to Marjo-Riitta Ristikangas and Vesa Ristikangas:
If there was no leadership, we would live in stagnation. Lead-
ership is needed so that groups move and reshape, at best,
work in the same direction and build cooperation. Leadership
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is a group phenomenon that always involves influencing one
another. Similarly, managerial work is an organizational role
that does not automatically include leadership. May be a
manager, but others in the group have leadership. Leader-
ship has at least the following features (Northouse2004, par-
agraphs 1-5):

Leadership is a process

Leadership is always about power and influencing people
Leadership is manifested in a group context

Leadership is in some way related to achieving a goal
Leadership can grow and develop. Leadership is a choice
Leadership involves a desire to lead

Leadership involves taking responsibility. (Ristikangas &
Ristikangas, 2010, p. 28)

NouhswnNe

Their view is that: The effects of non-conductivity are manifested as sick-
ness absence, insomnia, depression, even heart attacks
(Nyberg 2009). At the organizational level, decision-making
stumbles, customer relationship management is retrenched,
and stakeholders are left behind. When non-management is
established as part of the entire organizational culture, the
adverse effects multiply. The reputation of the organization
suffers, the resources of the work community are not utilized
and results are not produced - and, above all, the employees
do not good. Why? Because there is no desire to lead. (Risti-
kangas & Ristikangas, 2010, p. 33)

The theses seem to have a popular topic on the impact of managerial work
on well-being at work, a search on Theseus gave 742 related documents,
even though it was limited to higher polytechnic material, while the sub-
ject 'staff satisfaction' found 81 documents. When you search for 'the im-
portance of managerial work', there are already 1433 documents related
to the search, so you can say that managerial work has been studied from
many angles. In her thesis, Kaisa Andersson has focused on issues that in-
fluence the well-being of supervisors at work:
There are two options when it comes to developing leader-
ship in organizations. The first is the development of the
leadership capacity of the leaders and supervisors involved in
the management work, and the second is the definition of
the organization's objectives, policies and contents. Because
immediate supervisors play such an important role in per-
ceived well-being at work, developing their leadership skills
is a very important way to promote well-being at work. Im-
proving the quality of managerial work is a key way to pro-
mote well-being at work, and one of the key tools here is
manager training. It has been found that managerial coach-
ing can have a positive impact on employee well-being, for
example, in stress levels and sleep quality. (Donaldson-
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Feilder, Munir & Lewis 2013, 155-174.). (Andersson, 2018, p.
37)

Supervisors can be trained and coached, but they must be receptive and
have the desire to develop. When organizing training and coaching, man-
agement should ensure that supervisors are given the opportunity and
time to digest and implement new things. Management and supervisors
also always have the opportunity to learn new things themselves and fol-
low new research and trends. You can bring new things, for example, to
managerial meetings and discussions with your own teams. According to
Kaisa Andersson's thesis, the most influential have been the interaction
and leadership styles of the superiors, empowerment, fairness, fairness,
inspiration and motivation.

A supervisor's impact on well-being at work is built on the fact that the
person who builds the ability to work is ready to support the employee's
health, professional skills, values and contribute to working conditions,
work content and requirements, the work community and the organiza-
tion. The supervisor must also intervene and act if he or she notices a de-
crease in working capacity. The supervisor also needs support in his or her
job and the supervisor has the same rights to well-being and good working
ability as his or her subordinates. Managerial know-how consists of
knowledge, skill and will.

5.2 Managerial effect on engagement

Jasmin Pham in her thesis deals with the definition of commitment:
Employee commitment refers to the employee's commit-
ment to the company, its values and goals. Commitment can
be emotional, continuous or normative. Commitment to an
organization means a positive attitude of the employee to-
wards the organization, a strong belief in its goals and values,
a desire to do its best for the organization and a desire to
remain in the organization. (Lampikoski 2005, 46; Moon
2016; Michelsson, Kinnunen & Laaksonen 2017.) When em-
ployees are committed to a company, competence remains
in the company and turnover is reduced.

Jasmin Pham continues:

Commitment is the goal-oriented creation of a relationship
between leaders and staff to ensure that the staff feels con-
nected to the organization, is satisfied, and wants to remain
in the organization. Commitment strengthens persistence
and reduces willingness to trade. (Haapanen 2013, 12-20;
Moon 2016.) Commitment can be made to the organization,
to a specific unit of the organization, to the team or to the
work itself (Lampikoski 2005, 51). (Pham, 2019, p. 6)
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However, everything is based on the psychologist Abraham Maslow's the-
ory of needs and understanding both the mapping and the ability to meet
the needs of the employee, and the fact that there are differences be-
tween employees in which needs are most influenced and desired engage-
ment.

Wellbeing at work and employee engagement are influenced by many
things. It is important how the recruitment takes place and how the em-
ployee feels when they start. Are there clear enough messages about what
the job is about. You also need to pay attention to what kind of reception
a new employee will get when starting. The working environment, frame-
work and tools must be in order and allow the employee to succeed in their
own work. Supervisors and HR have their own roles in orientation and the
work community as a whole. The job description should be provided to the
employee as soon as he / she starts and reviewed with the employee to
clarify his / her role. The employee needs to think about themselves in the
company and in the work community - so it's nice to come there. The ba-
sics create security where it's good to build. The employee must trust that
the employment contract is in order and that the agreed matters are being
followed. You need to be able to trust that salary matters and those that
affect the employee, such as working hours and holidays, are verifiable and
correct. When engaging a person, it is important that the manager knows
his or her subordinates and recognizes their differences. Each employee
has his or her own priorities, values of his or her own, and expectations of
the job, company and work community. Different life situations also influ-
ence how one feels, what is important and how one can influence em-
ployee engagement.

According to Riitta Hyyppa (2014), " A manager can influence employee
behavior and the means of motivation management and interaction '. The
supervisor should also pay attention to how to lead people, how to organ-
ize work and how the content of the work is structured. The employment
is clear and employees are given job descriptions. The rationale for deci-
sions and changes should be opened as much as possible and the subject
discussed. The supervisor must be up to date and strive to do things right
and with high quality. The manager should open up to the employees the
vision and strategy of the company and how each role has its place in this
strategy and how the employee's own contribution can influence the com-
pany's performance and set goals. Employees also want to influence things
that affect their own work, and the supervisor must give employees the
opportunity to be heard.

5.3 The role of the manager in an open and confident work culture

The employee should trust the supervisor and how a supervisor succeeds
in building an open and confident work culture also depends on how well
he or she succeeds in his or her supervisory work. The manager is expected
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to have good communication skills, and listening is also an important part
of the supervisor's work. Trust and confidence in the supervisor is en-
hanced by the fact that the supervisor is knowledgeable and up-to-date.
Employees also expect feedback on their actions, and utilizing this is an
important management tool for the supervisor as it is part of the motiva-
tion and can be used as a reward. Positive feedback should be provided on
a daily basis, at least at the team level, for example thanking the team for
their work or if the given goals have been achieved. Giving such positive or
constructive feedback requires practice and skill. Constructive feedback is
about giving feedback on work performance or practices. Giving construc-
tive feedback is more challenging because it also has to be equal for all
employees and giving it in a constructive and constructive way. In this case,
the employee must also be given the opportunity to discuss the topic and
the supervisor to be prepared for the feedback to go to the employee's
emotions and to react appropriately to the employee's feelings.

Trust is mutual. For employees to trust a supervisor, the supervisor must
have confidence in their employees and demonstrate it. Confidence can
be demonstrated, for example, by taking responsibility and delegating
some tasks to the team. You can also give the team responsibility for eg
achieving goals and self-guidance. Leadership can be a coaching job to de-
velop team members and spar for better results. Leadership supports
thinking and creativity. In addition, a discussion of issues is created so that
there are many different points of view. Discussions are opinionated, crit-
ical, visual, creative, emotional, and all of this seeks to engage and develop
team and individual skills. Through discussion, things are viewed differ-
ently and they dare to challenge and create something new. Then employ-
ees also see that having the courage to bring things up affects things and
increases openness and confidence.

In order for trust to be on both sides and for superiors to trust their team,

subordinate skills must also be considered. Leena Hurri has considered

subordinate skills in her thesis:
Since the early 2000s, organizational citizenship has also
been considered as a counterweight to leadership skills. The
first definitions of subordinate skills in international scientific
literature can be found in the early 1980s. Smith, Organ, and
Near (1983) demonstrated that organizational effectiveness
is assured when employees exceed their responsibilities to
help their colleagues and achieve organizational goals. For
this kind of committed work behavior, those researchers
used the term Organizational Citizenship Behavior (OCB). Ac-
cording to Keskinen (2005b, 20), organizational citizenship
can be thought of as having the same features as the concept
of Citizenship, which is more familiar to us Finns. Good or-
ganizational citizenship, and thus subordination, is assumed
to include the duty to ensure workplace comfort, the rational
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use of resources, co-operation with colleagues and supervi-
sors, expressing opinions to advance matters, and active par-
ticipation to promote workplace issues. Ristikangas (2008,
p.230) also states that good behavior, greeting, courtesy, due
listening, respect for the other, avoidance of bullying and sex-
ual harassment is common to all members of the work com-
munity. These are general life skills that are part of the work
community skills and can be required by all members of the
community. (Hurri, 2011, p. 48)

The OSH (Tyéturvallisuuskeskus) has approached subordinate skills well by
addressing workplace skills, which include both managerial skills and sub-
ordinate skills. This illustrates the need for both and when they are in or-
der, it is easy to maintain confidence and open discussion.

6 COMMITMENT

Employee engagement is influenced by many factors, including whether
employee values and company values are integrated, leadership, role, job
description, development, and for some, career opportunities, rewards,
appreciation, and the work community. These are just examples and this
study seeks to identify the key factors that make Bring staff committed and
how they can be influenced.

Key points of motivation:

e The organization must ensure the basics of the employment rela-
tionship, ie observe contracts and laws

e Salary must be paid on time, correctly and in accordance with con-
tracts and laws. Salary is also related to the fact that the employee
feels that the salary corresponds to his / her skills, contribution and
responsibility.

e Working hours are reasonable and flexible

e Working conditions - all the things that affect well-being at work

Commitment also seeks to ensure the capability of the organization. Hille
Korhonen and Tytti Bergman, in their book 'Johtaja muutoksen ytimessa'
(2019, p. 74), mention that " an experiment was made in the IT industry,
giving some of them bonuses in cash and some of them in entertainment.
Those who received the latter appreciated more their reward, felt less, in-
justice, and were more satisfied. "

Appreciation has an impact on many things, including commitment and an
open work culture. According to Hille Korhonen and Tytti Bergman (2019,
p. 98), " Feeling of lack of appreciation is also easily created if people do
not feel noticed”. According to authors (p.99) “appreciation is, along with
trust, key themes in everything. Employees also need to value each other.
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The manager shows a pattern in it”. Employees have no sense of appreci-
ation if management is not visible and give the opportunity for interaction
to occur. Management and supervisors should communicate appreciation
and understanding of everyday problems.

Posture and enthusiasm create a sense of unity and a sense of commit-
ment. Supervisors and management must have the courage to encourage
and thank. Here too, the supervisor must be a model for everyone and
make a difference in his or her own actions and get everyone involved in a
positive, enthusiastic and supportive atmosphere.

Accordind to Tiina Saari and Pasi Pyoridinen:
In principle, motivation arises from simple things that return
to justice and respect for the other person, but which, in
practice, may be halfway. There are many reasons for this:
hurry and time pressure, tight company competition, inves-
tor impatience, scarce resources and staff shortages. These
eat up the well-being of the employees and at the same time
the preconditions for the success of the company. Also, on-
going organizational changes and uncertainty about the fu-
ture of one's job and workplace are eroding the basis for em-
ployee engagement. (Saari & Pyodridinen, 2012, p. 41)

Also they emphasize that:
The theoretical definition of commitment includes the as-
sumption of an employee's desire to remain part of the or-
ganization and to work towards shared goals and values. A
committed employee sees their own goals and those of the
organization as common, strives to do their job well and
wants to continue working. (Cohen 2007; Mowday et al.
1979; Porter et al. 1974). (Saari & Pyoridinen, 2012, p. 42)

In the study by Tiina Saarinen and Pasi Pydridinen, issues affecting cus-
tomer service personnel at the call centre include:

e Security and safety

e Appreciation of work

e Salary

e Good work atmosphere and team spirit

Their (2012, p. 52) study of expert work also reveals an "ambitious attitude
and enthusiasm towards the content of work" and "the relevance of work

On the other hand, commitment has its own challenges. Tiina Saarinen and
Pasi Pyoridinen have wanted to highlight:
While employee engagement is undoubtedly an important
prerequisite for the success of an organization, the reverse is
the need for renewal. The unit has managed to hold on to its
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experts even too well: there is no new blood on the staff.
(Saari & Pyoriainen, 2012, p. 55)

Deloitte follows and researches various trends and provides information
on current affairs and trends on its website. According to a 2015 study, the
biggest challenges facing companies today, globally, are in organizational
cultures and employee engagement. Kevin Kruse's article on the Forbes
website also discusses employee engagement and sees that a happy or
satisfied employee does not mean he or she is committed, but if the em-
ployee has an emotional commitment to the company, it has an effect.
Emotional commitment comes when an employee cares about their work
and the company.

5. ltsensa toteuttamisen tarve

Organisaatio: Osaamizen hallintz, mielekds yo, lnovuus | vapaus

Tyontekda: Oman oydn halinta @ csaamisen yliZpito

Arviointi Kehityskeskustelut, oszamisprofiiit. mnovaatiot, teteeiset 3 taiteeliiset tuotokset

4. Arvostuksen tarve

Organisaatio: Arvot, toiminta ja talous, palkitseminen, palaute, kehityskeskostelue
Tyontekis Aktiivinen rooli organisaztion toiminnasza ja kehitSmisess3

Arviginti: TyGtyytyvaisyyskysehye, mloudeficet ja oiminnalliset tulokset

3 Liittymisen tarve

Drganisaatio: Tyoyhteiso, johtaminen, verkostot

Tyonbekix Jous isuuden hyvaksyminen, kehitysrmySnteisyys
Arviointi: Tyoryytyvatsyys-, tyddimapiiri- ja bySyhteison imnuuskyselyt

2 Turvallisuuden tarve

Dirganisaatio: Tyoeuhde, Hyookot

Tyontekija Turvalliset, ergonomiset @ sujuval byo- 2 nimintatavat
Arvigint: Tilastot, riskit, tySpaikiaselitys

1. Psykofysiologiset perusiarpeet

Dinganisaatio: TyGkuormitus, tybpafdaruokaily, nroterveyshuolio.
TyontekijE Terveellizet efintavat

Arvigint: Kyselyt, terveystarkastukset, Fyysisen kunnon mittaukset

Figure 15. Stairs to well-being at work by Rauramo

Paivi Rauramo's work, Tyéhyvinvoinnin portaat (2004) and Tyéhyvinvoin-
nin portaat: viisi vaikuttavaa askelta (2008), utilizes the motivation theory
of the theorist Abraham Maslow (1943), according to which human needs
form a hierarchy. Tyohyvinvoinnin portaat by Rauramo is another way of
approaching wellbeing at work and commitment. The first is basic psycho-
physiological needs, such as workload. Second is the need for security,
which is employment and working conditions. The third is the need for
joining, which is the work community, management and networks on the
part of the organization and, for the employee, flexibility, acceptance of
diversity and pro-development. The fourth is the need for appreciation and
the fifth is the need for self-realization. Rauramo’s Tyohyvinvoinnin
portaat has also been utilized in the material of the Finnish Center for
Safety and Health and in the workbook on the wellbeing at work pages.
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Now, however, it seems that Abraham Maslow's motivation theory as well
as Rauramo's Tybhyvinvoinnin portaat should be rewritten or at least up-
dated. Recently, news and surveys have addressed the Z-generation and
their expectations of working life. Talouselama's online publication dealt
with issues that emerged from a survey of ServiceNow, a provider of digital
services. Some of the hopes were the same as in previous generations:
professional growth (37%), interesting work (27%) and good pay (26%).
Young people expect more interaction and feedback, even on a weekly ba-
sis. They look forward to having fun at work. It has also clearly been shown
that young people value freedom more, so they want flexibility in working
life, both in their daily work and in how they spend their time working over
the year. It can also be seen that some also miss the freedom to decide
where to work. For some young people, safety means something other
than what it means to another or to their parents. They do not feel that
part of security is a stable job or that a steady income is needed that can
shorten a bank loan. There are young people who do not want to commit
themselves, both to work and to material, but who value freedom.

What is worrying is that young people have a great deal of fatigue and even

burnout. In an article in Helsingin Sanomat (11/12/2019):
Statistics Finland's (Tilastokeskus) publication ‘Digiajan tyte-
[ama — tydolotutkimuksen tuloksia 1977-2018’ deals with the
working conditions of Finnish wage earners and the changes
that have taken place over four decades. Recent research has
focused particularly on the effects of digitalization. More
than half of survey respondents say that digitalization has in-
creased the speed and efficiency of work, with over a third
reporting that workloads have increased.

Talouselama reported (December 11, 2019), "According to Kela's statistics
released on Wednesday, the number of recipients of guarantee pension in
October 2019 was 104,600. Business Insider, in an article on its website
(13/12/2019), discusses the 'circulation' in America, where young people
try to earn enough in a short amount of time, such as when they are 30, to
leave work. They are ready to compromise on things, even eating. No
longer are you looking for a bigger house or car, but less is enough. Envi-
ronmental issues have also taken on such a large role that they revolution-
ize the way we think about goods and needs. And as consumption de-
creases, so does the economy. Worldwide trends, environmental aware-
ness, consumption, etc. do not go hand in hand because in China, Asia in
general, South America and Africa the standard of living is still rising, so
commodities are in demand.
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7 THE WORKING CULTURE

Corporate and work culture have an impact on how people feel and what
motivation they have. Pauli Juuti (2015, p. 24) sees that "' Our work culture
is built on a division of tasks and hierarchy within traditional organizational
thinking and a clear distinction between the internal and external world of
the organization”. According to Pauli Juuti (2015, p. 25), communication
and communication are distorted by contradictions and mistrust. Work
culture also includes equality, value, initiative, responsibility, communica-
tion, and in many companies, values reflect the kind of work culture we
want to have.

Hille Korhonen ja Tytti Bergman in their book ‘Johtaja muutoksen yti-

messa’ writes:
How do you know that the desired renewal has progressed?
The first signs are usually a change in speech. You will begin
to hear new terms related to a new issue from the mouth of
the staff at different levels of the organization. When you
hear the subject neutral or even positive, then the reform has
already taken a significant step. When a person realizes what
a new situation is, he or she begins to mirror his or her own
work and begins to speak differently. As speech changes,
thinking and attitudes also begin to change and eventually
change the way they act. (Korhonen & Bergman, 2019 p. 31)

The whole work community has an impact on the work culture or what
kind of work culture is shaped. Insurance companies have raised concerns
about people's well-being and staying in work that their support measures
for companies also include well-being issues and guides. lImarinen empha-
sizes in its guide:
Respecting well-being at work is also the responsibility of
very employee. It is no longer enough that the work is done
well. Work community skills must also be in order. One of the
success factors of the organization is the effective coopera-
tion. Effective collaboration can be influenced by everyone's
own attitude, enthusiasm and their own interaction skills.
Members of the work community must respond to the set
goals by committing to them and appreciating their own
work and that of others. When the work community under-
stands the strategic goals set by management, it is easier to
commit to them. There must be a good level of confidence in
both the employer and his colleagues. Each member of the
team can keep this concerns raised by unclear objectives and
disadvantages of working in the conditions. Work and work-
related issues can be developed together. Responsibility for
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managing well-being at work rests with management and su-
pervisors, but successful leadership also requires a working
and committed work community. (Ilmarinen, 2019, p. 6)

7.1 Appreciation and trust

Appreciation and trust are important in an open atmosphere. Attention

must be paid and efforts must also be made to ensure that the confidence

gained is not lost. Feedback from employees should not be belittled or mis-

used. Also, the information should not be filtered, because then the infor-

mation changes along the way. Employees should also dare to bring out

the things that go wrong. According to Hille Korhosen & Tyyti Bergman:
The willingness to have an honest and open discussion must
be demonstrated frequently and in many places. It must be
encouraged and even required. Practical examples must
show that it is desirable behavior and has no negative conse-
guences. (Korhosen & Bergman, 2019, p.105)

According to Rauramo's ‘Tyohyvinvoinnin portaat’, valuation issues within
the organization are; values, operations and finances, rewards, feedback
and performance discussions. For an employee, appreciation is created; an
active role in the operation and development of the organization. Accord-
ing to Rauramo's staircase model, appreciation can be assessed by: job sat-
isfaction surveys, financial and operational results.

It should be noted that the Y generation has a new way of seeing what
builds trust. Their expectations are transparency as part of building trust
and shared leadership, new forms of collaboration and blurring of bound-
aries (Pentti Sydanlakka, 2009).

7.2 Communication

Communication is an important part of an open atmosphere. Proper com-
munication strengthens employee satisfaction and commitment. Commu-
nication is often the part of the personnel survey where there is always
room for improvement. Hille Korhonen & Tytti Bergman (2019, p. 110)
have attached many things to communication. " All communication in the
everyday life of the work community: decisions, gestures, words. When
you integrate each measure and project into a larger renovation package,
the message gets through, "According to them (p. 111)," Two-way commu-
nication is particularly important. Ask, ask, ask! And listen, listen, listen!
Asking straight is often the key to understanding the real situation and thus
getting the right information. It is not always easy to get straight answers.
An open and honest approach will get people involved. "
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In order for the message to reach all employees and open to them, the
communication must be diverse and repetitive. The versatility of commu-
nication includes written and digital communication, oral communication,
body language and presence. All of these messages are meant to promote
interaction, and the message should be consistent, no matter how you
communicate.

Hille Korhonen & Tytti Bergman have dealt with management presence
and open interaction. According to them, management's communication
channels are:

e Physical presence - workshops, visits and events

e Web Communications - videos, blogs, and other posts

e Goal setting and reward

e Staff inquiries

e Staff training

e External communication and marketing

Communication success could be tracked by various metrics, but what
matters is who wants to communicate and how they communicate. In
communication, it is also worth considering the point from which you want
to communicate; from a corporate, employee, customer / stakeholder,
process, renewal, or financial perspective. The message can also be sus-
tained from a social or environmental perspective. It is also essential that
what is meant by communication is defined and that the communication
is clear and thought-out to the target group.

8 DEVELOPMENT PROJECT QUESTIONNAIRE

To make Bring a more open organization, change is required. Bring itself is
revolutionary and change is a way of working and doing business. We can
only compete with our competitors by being a flexible, evolving and cus-
tomer-oriented logistics company. Bring does not strive to be in the com-
fort zone, but strives to be something other than the competitors. The
competitive situation is challenging as logistics is changing and there will
be companies looking to create something different from the traditional
and something new. To a large extent, these are based on digitalisation
and its maximum utilization. A couple of years ago, Bring had a program to
get more staff involved in brainstorming and developing something new.
Good ideas were received and some were put to the test, but now this has
been less so due to the Group's own ERP projects and the fact that Finland
has wanted to be a pilot in new services for customers. In the future, it
would be good to involve the staff again in brainstorming and developing
services, which would increase the motivation of the staff.

Bring's work culture is already quite open, but we want to keep it that way
and improve the employees' courage to talk to their supervisors about all
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things and bring up any flaws. An open atmosphere requires trust, requires
some reform of the work culture, and is even helped by multichannel com-
munication. The goal is to get unfiltered feedback and ideas. The change is
not too great because the situation regarding openness is quite good, but
we also need open communication when the employee feels that the only
way to develop, or for some other reason, is to look for work at another
company. When you want to change, be aware that it takes time. Things
need to be looked at and repeated because others take time to internalize
and the message has not yet reached everyone. Renewal is always slow. It
would be a good idea to move forward with more openness and employ-
ees talking about things they didn't want to talk about earlier and not fil-
tering the message.

8.1 Bring’s own staff survey

8.1.1 Staff survey 2016

The Group conducts a staff survey approximately every two years and is
usually conducted in the autumn. In 2016, there were 28 respondents, or
93% of the respondents. The result was 73/100, falling short of the target
and the Group's result.

The questions were divided into 11 sections:
e Motivation
e Competence
e Appraisals/security
e Organizational framework
e Healthy working environment
e My team/unit
e Business focus
e Local leadership
e Attractive workplace
e Customer/earnings focus
e Ethical and social responsibility

The total number of questions was 65. In comparison with other Group
companies and countries, Finland had room for improvement:
e The amount of work corresponds to my work capacity

e | can take breaks during the working day (in addition to lunch)

e Having an appraisal during the last 12 months

e My work is not too physically demanding
| have had a safety training during the last 12 months with my su-
pervisor

Better yet than others were:
e | am satisfied with the quality of the previous appraisal
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| think our company has a good reputation

| have the equipment | need to get a good result

My unit will learn from the experiences of other units

At my unit, we are constantly working to improve and improve the
way we work

Things that were perceived as strengths that can be considered to influ-
ence staff engagement:

Over the past 12 months, working conditions have not caused me
sick leave

No one in my unit has been bullied or harassed in the last 12
months

| take responsibility for my own health so that | can do my job well
There is no discrimination in my unit

| am satisfied with the quality of the previous appraisal

Things that were challenging and need to be developed for Finland in 2016

were:

| have the opportunity to develop (through new jobs, training, re-
sponsibility, project management, etc.)

My tasks are varied enough

| have enough opportunity to influence my own work situation
Everyone in our unit is responsible for sharing knowledge and ex-
perience with one another

My unit is open to new initiatives

After the results, the material was discussed with management, supervi-
sors and staff. Supervisors made SMART plans and created a folder for su-
pervisors to collect material for supervisors. It was discussed with supervi-
sors that all employees should have a job description and a list was pre-
pared for supervisors and HR for induction. The supervisor has the rights
to mepcon (personal data and absences of his or her team members) and
the rights to Flexim, which approves employee hours.

8.1.2 Staff survey 2018

The next employee survey conducted by the Group was in the autumn of
2018. The survey included 33 people and the response rate was 100%.
Earnings were 81/100 and better than those of the division and better than
the group as a whole.

Questions related to the same 11 sections as in 2016:

Motivation

Competence

Performance appraisal / security
Organizational framework
Healthy working environment
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My team / unit

Business focus

Local Leadership

Attractive workplace
Customer / earnings focus
Ethical and social responsibility

The total number of questions was 64. In comparison with other Group
companies and countries, Finland had room for improvement:

If I experience ethical issues at work, it is natural for me to discuss
it with a colleague or supervisor

My work is not overly psychologically stressful

| have had enough of the activity-related education and training

| feel that the company is committed to ensuring that its employees
remain committed

Having an appraisal during the last 12 months

Better yet than others were:

| have enough knowledge / skills to recognize the health risks asso-
ciated with my job

The physical working environment at my workplace is good enough
| can use my knowledge and skills in my work

My unit is actively working to prevent personal injury

| think our company has a good reputation

Things that were perceived as strengths that can be considered to influ-
ence staff engagement:

| am satisfied with the quality of the previous appraisal

My supervisor is available when needed

My work is not too physically demanding

The issues, goals and actions agreed in the development discussion
have been followed

| have enough knowledge / skills to recognize the health risks asso-
ciated with my job

Things that were challenging and need to be developed for Finland in 2018

were:

| have the opportunity to develop (through new jobs, training, re-
sponsibility, project management, etc.)

Everyone in our unit is responsible for sharing knowledge and ex-
perience with one another

At my unit, we are constantly working to improve and improve the
way we work

I have enough opportunity to influence my own work situation

My unit is open to new initiatives
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The target for the personnel survey is 80/100 by 2020, which is what we
hope to achieve and work to do. The subject of this study is also what is-
sues affect Bring's staff and what is behind the answers. What are the root
causes and those that really matter to staff satisfaction, motivation and
commitment, so finding and improving things requires communication and
action. For improvement, HR and each supervisor will make an action plan,
which will be discussed in the next section.

8.1.3 The action plan 2019

After the 2018 staff survey and when the results are published, each su-
pervisor must make an SMAT plan (plan of action).
Supervisors are attached as follows:
e The results are ready - now what? Display unit results
e Employees have spent time surveying and are expected to take the
results seriously. It is not the job of the supervisor to work alone.
Present the results to your employees, work together to identify
priorities and agree on what to focus on and ensure that actions
are followed up.
e Remember that results processing should be collaborative, with
the goal of developing unit and work environment
e Reports from the Employee Perspective Survey are intended as
tools to support dialogue and improvement.
e The goal is not high grade but rather employee confidence and
good experience with such surveys.
e Before inviting your employees to look at the results of your de-
partment or unit, it is important that you think about what you
want to convey and where you want to focus.

There are some successful attribute keywords that can be used as a start-
ing point to create useful steps. The term "SMART" is introduced. SMART
consists of the first letter of each keyword, which together form a good
and useful indicator:

S) Specific: The measures should be specific and concrete - not general or
abstract. Describe concrete actions.

M) Measurable: Measures should be measurable, meaning that it should
be possible to verify whether or not progress has been made.

A) Agreed: Everyone should agree that a particular action is the action we
want to take. In particular, it is important that you accept the measure.
The agreement also implies the appointment of a person responsible for
the practical implementation of the measure.
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R) Realistic: Measures should be realistic as far as practicable, taking into
account the financial situation, personal resources, resistance and time
available, etc.

T) Timing (deadlines): Deadlines should be set for the commencement and
completion of enforcement. Some measures may be of a more permanent
nature. Both time-limited and more permanent measures should be eval-
uated within a specific timeframe.

In 2019, particular attention has been given to measures to prevent acci-
dents at work and where there is bullying at work, and this has also been
highlighted when the action plan is drawn up.

What if we get low scores on bullying or discrimination issues?

e Bullying and discrimination are things that are not acceptable in the
workplace. As a leader you should take such feedback seriously. At
the same time, you should act prudently and respectfully.

e Employees have responded to the questions as observers (“l don't
know...”) rather than reporting themselves. The fact that multiple
respondents respond that bullying / discrimination does not neces-
sarily mean that many employees will experience it. Respondents
may have the same thing when answering a question. However,
many answers mean that it is visible.

e Suggested actions if the results of these questions are low: De-
scribe the organization's assistance and support opportunities and
encourage you to seek help. As a leader, you should be available to
employees who have a problem and eventually seek help.

e Report formal support and whistle blower channel.

e Use it as atopicin your next PLUSS interview.

e As a general rule, such matters should be dealt with in a secure
framework rather than in a group discussion during the meeting.

e Do not use pressure to identify who is acting if they do not want to
bring it to themselves. It is not always necessary to identify the vic-
tim or offender, but to facilitate healing.

e Preventive measures are important.

The timetable for these action plans was that each manager should have
their own team action plan made by the HR portal by the end of February
2019 and all improvement suggestions were given a timetable for when
the necessary actions were taken.

After the supervisors had gone through the staff survey results with their
team and set targets for 2019, the targets were still being reviewed with
the superiors, management and HR on the scene. The topics that were dis-
cussed and action plans in the teams varied from one department to an-
other. Improving communication was the most desirable suggestion for
improvement. In storage and terminal work, physical well-being and the
right tools, fluency in processes such as waste recycling and security are of
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great importance. Other departments came up with feedback, leadership,
clarity of processes, progression / change of tasks, and training.

Managers take things forward and HR improves and guides:

e Training / course of things. For training that is more expensive or
leads to a degree, HR has made a form that agrees the training be-
tween the company and the employee. The form was submitted to
the supervisors.

e Provides training for supervisors, in cooperation with Varma, and
these were held in spring 2019.

e Open positions are first communicated internally

e Training and information on occupational safety issues will be im-
proved in cooperation with the occupational safety manager.

e Supervisors should pay attention to their own communication
within the team and between departments.

e HRstrives to increase communication on common issues.

8.2 Appraisals

PLUSS debate, or development debate every year. Performance reviews
starting at the turn of the year, first with the Group management and then
with the rest of the management. Performance reviews are held with em-
ployees in February and the purpose of the performance review is to set
goals for the coming year and to discuss employee matters in general. The
development discussion uses the HR Portal, which contains group-defining
questions and defines KPIs. The portal also fills in a CV and inquiries about
the employee's interest in working in other countries, for example.

There will be a second round of development discussion in the autumn and
a discussion on how things have gone. Feedback is provided as well as re-
viewing whether the KPI goals have been met. For management, perfor-
mance reviews should be held by the end of October.

8.3 Tyokaari-project 2017

When the results of the 2016 staffing survey were worrying, Bring took the
opportunity to participate in the Pilot Project of the Finnish Institute of
Occupational Health, Veritas and Diacor, the Age Leadership for All Career
Steps (lkdjohtamista kaikkiin tyéuran vaiheisiin) pilot.

Goals of lIkdjohtamista kaikkiin tyduran vaiheisiin pilot:
1. Strengthening workplace skills for managing disability and well-be-
ing at work (information)
2. Strengthening work-based development (skill)
3. Enhancing cooperation between experts on safety, health and
workplace safety at work (cooperation)
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| TYOURAN VAIHEITA |

[ I | |

L] 1 L ® L L]
Tybelimiin Tytn ja muun elimin Tydkyvyn Tyburan Konkarina Elakkeelle
kiinnittyminen yhteensovittaminen muutokset tienhaarat tybyhteisbasd slirtyminen

Perehdytys Tybajan Varhainen Urakehitys- Osaamizen Slirtymin
joustot tuki keskustelu jakaminen hallinta

ESIMERKKEJA JOHTAMISKAYTANNOSTA

Figure 16. Career phases
https://www.ttl.fi/tyoyhteiso/ikajohtaminen/

Bring embarked on a pilot project because:

e For warehouse / terminal work, a person can also come di-
rectly from elementary school, but this requires special fa-
miliarization with the supervisor and HR.

e Bringis aware that the necessary workforce can be found in
groups whose mother tongue is not Finnish and in this case
they have to pay attention to many things, such as orienta-
tion, career issues, coping and communication.

e Part of the job is physical, so the physical and hectic pace of
work in all departments requires that attention be paid to
coping and getting back to work.

e The competition for employees is going to get tougher in
the future, so Bring wants a reputable employer below and
one of the things that we do now is take into account the
life stages of the employees and the adjustment of working
and leisure.

Again, a questionnaire was launched that highlighted areas for improve-
ment, such as leadership at different stages of life, opportunities for com-
petence development, and job modification and work organization.

Tulokset ja suositukset

~ |kdjohtaminen 63.204

~ Tyduran ja ty6ssa jatkamisen suunnittelu 19.3%

4 Tyén hallinnan varmistaminen: osaaminen ja 10.5%

a Tydaikajarjestelyt 22.8%

a  Tyén muokkaaminen ja tybjarjestelyt 18.4%

~ Tybterveyshuolto ja terveystarkastukset 13.2% 18.4%

4 Terveellisten elaméntapojen ja elamanhallinnan 15.8%
edistaminen

Figure 17. There were 19 people who responded to the Darbkaari project
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The questions concerned age management, career planning, planning for
continuing work, career planning, job management, working time arrange-
ments, work adjustment and organization, occupational health and medi-
cal examinations, and the promotion of healthy lifestyles and life manage-
ment. The part marked in black is where there is room for improvement
(keen beginner), pink is the baseline (good baseline) and yellow is the part
where the staff has been satisfied (developers).

IyBkaari johtamisessa

NOKAS ALOTTTELIA vk PERUSTASD Kehitt3jat

Esimiesten ikdjohtamistaidot

57.9% 15.8% 15.8%
@ Selvittikaa henkiliston ikdrakenne, seuratkaa elaksitymista @ Varmistakaa, ettd esimiehet puuttuvat kielteisiin
ja vaihtuvuutta. Pyrkikda huomioimaan johtamisessa ikdasenteisiin tydyhteistssa.
eri-ikdisten tarpeita. lkaikkuna tyoyhteisan kehittamiseen
Tyahyvinvointia kaikille sukt

Lisitkda esimieskoulutuksiin ikijohtamisen osa-alueita.

Kirjatkaa ikajohtamisen periaatteet, ja tehkaa Suosikaa monipuolista ikarakennetta esim. rekrytoinneissa,
vuosisuunnitelma ikdjohtamisen edistamiseen. Kasitelkaa tydpareissa, projekteissa ja timien kokoonpanossa.
ikdasioita yksikks- ja tydjarjestelytasolla. Johtamiskdytantdjd eri eldmanvaiheisiin

Vskaarimalliia kohtl piderpid tysari lod?) Panostakaa esimiesten henkilsjohtamisen taitoihin
Kehittakaa uusia tyétapoja, jotka hyddyntavat eri-ikdisten monipuolisesti, Arvioikaa eri-ikaisten yhteistyin vaikutusta
vahvuuksia ja vudistavat liketoimintaa ja palveluja. osaamiseen ja tuloksellisuuteen.

Arvioikaa, miten eri-ikaisten vahvuudet on saatu kayttson. unnedlytaidot ikajohtamisessa (pdf)

Figure 18. Results for age management questions

With regard to age management issues, it was felt that the supervisor
would need to improve his or her age management skills. In general, the
situation in work cycle management is better, although 57.9% felt that
there was room for improvement here. For the enthusiastic beginner, it is
recommended that the company investigate the age structure of its per-
sonnel, monitor retirement and turnover, and seek to address the needs
of different ages in management.

Tybkyvyttomyysriskien ennakointi Elakeikaa |ahestyvien tyburasuunnittelu
INNOKAS ALOITTELIA HYWA PERUSTASD KEHITTRJAT INNDKAS ALCATTELSA HiVA PERUSTASO
42.1% 21.1% 63.2% 10.5%
@ Arvioikaa tydhén liittyvét vaarat ja tunnistakaa merkittavat @ Kannustakaa esimiehid ottamaan keskusteluissa esiin
tydkyvyttomyysriskit. Suunnitelkaa toimenpitest elaksityminen ja tydssa jatkaminen.
Mialekksseh uutean

tydterveyshuollon kanssa. Mielekk

Varmistakaa, etta tyburasuunnitelma tehdaan elakeikaa

Tiivistakaa yhteistyota tydsuojelun, tytterveyshuollon ja lahestyville, viimeistaan 60-vuotiaana. Kirjatkaa eri
elikeyhtion kanssa. Kehittakaa tydnkiertoa, monipuolistakaa toimijoiden roolit (johto, esimies, tydntekija)
tydtehtavakuvia, hyddyntakaa tydterveyshuollon tydurasuunnitelman toimeenpanossa.
ammattihenkildita ennaltaehkaisyssa. Tysurakeskustelu (pdf).

Arvioikaa yksildllisesti, etta jokaiselle elakditymisikaa

Huolehtikaa, etts tydn vaaroista ja riskien olemassaclosta on lahestyville on tarjolla kattava tyburasuunnitelma.
koko tybpaikalla yhteinen ymmirrys, ja koko henkilosts on Huolehtikaa siita, etta kokemuksen sirtamiselle eteenpain on
sitoutunut myds yksiling vaalimaan omaa ja kellegojen varattu riittévasti akaa,

terveytta. Johto seuraa toimenpiteiden vaikutusta,

Figure 19. Planning for a career and continuing in work

In disability risks, anticipation was perceived to be a better model, but
42.1% felt that there was room for improvement. The recommendation
here is to assess work-related hazards and identify significant risks of disa-
bility. These are made, but there should be more information about safety
and what has been done before it. Security issues should be discussed
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more frequently and in different forums. More attention was needed on
career planning for those approaching retirement age. This is true that not
enough attention has been paid to this because the average age is low.

Kehityskeskustelujen yksiléllisyys

INNOKAS ALOITTELUA HyVA PERUSTASG KEHMTALET

@ Ottakaa kehityskeskustelut kdyttésn kaikille tyéntekijdille.
Kasitelkid keskusteluissa myds tydkykyd ja eliméntilanteen
vaikutusta tydhon.

Kehityskeskustelulomake (pdf)

Keskustelkaa kehityskeskusteluissa myds tyskykyyn
vaikuttavista asioista. Tehk3a yksildlliset
kehittymissuunnitelmat, joissa on huomioitu yksilén
vahvuudet ja osaamisen kehittamistarpeet.

yvourakeskustel ol F
youra ustelu (pdf)

Vahvistakaa esimiesten vuorovaikutustaitoja niin, etta

esimiehilld on kyky kayda kehityskeskusteluissa myds pitkan

aikavalin uratoiveita lapi.
Figure 20. Career Planning and Continuation Planning (Individualisation of
Development Discussions)

The company has annual performance reviews, which are held for those
who started in the first quarter, and are also scheduled to have a lighter
discussion with everyone else. The discussions were not 100% so there is
room for improvement. However, the recommendations provide good
guidance for development discussions such as working ability, strengths,
skills development needs, and improving managerial communication skills.

Osaamisen kehittamisen mahdollisuudet Osaarmisen kehittdmisen limapiiri

HYA PERUSTASO

@ Kannustakaa ja tukekaa osaamisen ja ammattitaidon
kehittamista ja yllapitamista.

yonhallinnan arvieinti

Panostakaa tydyhteisGtaitoihin yhtena osaamisalueena.
Pitakaa huolta, ettd osaamisen kehittimiseen on riittavat Sitokaa palkitseminen osaamisen kehittamiseen.
aikaresurssit, ja yksilolliset suunnitelmat toteutuvat. Kirjatkaa yiyhteisataidat (pdf)

eri toimijoiden roolit (johto, esimies, tyontekija) osaamisen

Kokeilkaa innostavia ja yhteissllisia tapoja oppia myds
kehittamisessa.

) epdonnistumisista. Kehittakas vusia liketoimintamalleja
Saainen et ennakkoluulottoman verkottumisen kautta.

Lisétkid keinovalikoimaa osaamisen kehittdmiseen. Kohti innostunutta tyéyhteissa (pdf)

Uudistakaa organisaatiotanne ja henkiléstés

ennakkoluulottomasti osallistamalla koko henkildsto.

idistajana

Figure 21. Ensuring job management: competence and professionalism

Skill development is part of Bring's development debate, but it would be
good for supervisors to make written training plans and seek financial ap-
proval from management for the plan, but it would help to improve the
results if they were also handled more with the staff.



55

Discussions should also look at the employee's own responsibility for de-
veloping skills and planning, so that he or she actively seeks alternatives.

Tybaikaratkaisujen moninaisuus Tyntekotapojen moninaisuus
INN A HYVE PERUSTASO KEHITTAIAT INNDKAS ALCTTELLA HivA PERUSTASO KEHITTAIAT
26.3% 31.6% 47 4% 21.1%
@ Kokeilkaa mahdollisuuksien mukaan yksilallisia @ Kokeilkaa monimuotoisia tyén tekemisen tapoja (esim.
tydaikaratkaisuja ja -joustoja. Varmistakaa mahdollisuus etdtydt ja -kokoukset).

vaikuttaa tyokuormitukseen. =
) ¥ Suosikaa monimuotoisia tyén tekemisen tapoja (esimerkiksi

etdtyatd, verkkopalavereja ja muita uutta teknologiaa
Kehittakaa joustavia tydaikaratkaisuja tydpaikka- ja hyédyntévia toimintatapoja).
henkildstétarpeet huomiciden, Kokeilkaa livkuvaa tydaikaa ja Mobiilityd ja etatyd

t.yoalkapankk\a aludkaa i aytoooni ol L, Eri-ikdisten Larpeet otetaan huomioon yksildkohtaisesti,

Tydnantaja tukee monipuolisesti tydntekoa eri
Lisatkad henkilostén mahdollisuuksia jarjestelld omaa elamanvaiheissa.

tyoaikaansa. Suosikaa yksilollisia tyoaikaratkaisuja ja
seuratkaa niiden toimivuutta myds kuormittavuuden

kannalta. Wanasifriactaluian maninaic e

Figure 22. Working time arrangements

Working time solutions and flexibility are already in place, but not every-
one has started or seen to be flexible, because terminal work, for example,
requires being there. While telecommuting and meetings are suggested
for a variety of working methods, Bring's tasks are partly physical, requiring
presence, so not everyone succeeds and has been reluctant to put some
of their employees in an unequal position. It is also good to communicate
and discuss these issues with employees.

Vapaajérjestelyjen moninaisuus

INNOKAS ALOITTELIA HYVA PERUSTASD

47.4% 15.8%

@ Ottakaa kiyttdsn tyduran pidentdmists tukevia
vapaajarjestelyita (esim. osittainen hoitovapaa,
vuorotteluvapaa, opintovapaa, osa-aikaelike),

Tyontekijan vapaajirjestelmit

Kannustakaa yksildllisiin vapaajirjestelyihin, Luokaa
yksilallisten vapaajarjestelyiden kiyttéon selkedt pelisaannat.

Edistdkad vapaajarjestelyjen kayttdd yksilon ja tydpaikan
tarpeet huomioiden. Helpottakaa tyshon paluuta yksilén
tarpeet huomioiden.

Figure 23. Arrangements for working time (Diversity of leisure arrange-
ments)

With regard to the diversity of leave arrangements, it is recommended that
leave arrangements be made in support of longer working lives. Bring en-
joys longer vacations for some, but it is difficult to make free arrangements
given the size of the organization, but on the other hand nobody has spo-
ken. For this question, it is good to discuss with staff whether they have
any expectations, as 47.4% of respondents would expect more but have
not previously appeared.



56

Tyénteon tuki eri eldmanvaiheissa Ty&n muokkaaminen tydkyvyn muutoksissa

IRHOKAS ALGITTELIA
47.4%
KEHITTAAT

21.1%

INNOKAS ALOITTELLA HiE PERLSTASD

57.9% 15.8%

@ Pyrkikaa tunnistamaan ja huomicimaan eri eldméanvaiheiden

WV PERLSTASO

ja ian vaikutuksia tydkykyyn.
Tydura

@ Luckaa tybpaikalle varhaisen tuen malli. Tykyvyn
Tunnistakaa eri-ikdisten tydnteon voimavarat, Tydn ja muun

elaman tasapainoa tuetaan.

muuttuessa pyrkikaa muckkaamaan tyotehtava tydkykya
vastaavaksi tai etsima&n sopiva uusi tyotehtava.
simerkkeja perheystavallisilts tyopaikoilta Tyokywyn hallinta, seuranta ja varhainen 1uk
Eri-ikdisten tarpeet otetaan huomioon yksilokohtaisesti.
Tybnantaja tukee monipuclisesti tyéntekoa eri
elamanvaiheissa.

Tehkad linjaukset tyin muokkaamiskdytannsista.
Varmistakaa, ettd varhaisen tuen malli on tiedossa, ja
panostakaa varhaiseen tukeen (mim. esimiesten koulutus
tydkywyn puheeksi ottamisesta). Vahvistakaa myos muita
keinoja, joilla tuetaan tydssd pysymista.

| — tydkywyn puheeksiottaminen

Huolehtikaa, etta jokaisella tydntekijalla on monipuclinen, ja
hanen voimavaraihinsa nojaava tyonkuva, ja ettd yksildiden
tyskykya tuetaan monipuolisesti.

TULE tyéshon -malli: Mukauta

Figure 24. Job editing and work organization

The answers are sometimes interesting and it is difficult to get to the bot-
tom of why this is the case. 57.9% feel that life and age have not been
taken into account. At Bring it is allowed to be absent when the family sit-
uation demands with a full pay. It is also possible for you to work as much
as you can with full pay. Financially supported, efforts have been made to
recognize that the employee has been able to reconcile work and current
private life. Bring employs an early support model and has sought to ac-
commodate and modify work tasks where necessary. However, a small or-
ganization limits what it has to offer if there is a need to completely change
jobs. It is not possible to inform other employees about the work being
done or how much it has been done because it is covered by the privacy
policy and discussions and changes are made with the individual and the
aim is not to become aware of others.

Ennakoiva tydterveyshuoltoyhteistys Terveystarkastukset

HYWA PERUSTASD HYVA PERUSTASD
15.8% 15.8%
KEHITTAJAT
@ Teettikas lakisasteiset terveystarkastukset
21.1%

tybterveyshuollon tydpaikkaselvitysten tulosten perusteella.

@ Solmikaa tydterveyshuoltosopimus ja laatikaa

toimintasuunnitelma yhteistoiminnassa. Kirjatkaa eri-ik3isten
Tarkentakaa terveystarkastusten siséltsjs huomiciden

tyantekijoiden tarpeet tyopaikkaselvitykseen. Luokaa pohja
yhteistyélle tydterveyshuollon kanssa.

Tybterveyshuolto-tistolehti (pdf)

Kirjatkaa tyaterveyshuollon toimintasuunnitelmaan
eri-ikdisten erityistarpeet, Panostakaa
tyéiterveyshuoltoyhteistyshon, jossa mm. esimiehilld on
suora kontakti tydterveyshuoltoon.

lyoterveyshuolto

Ottakaa tysterveyshuolto mukaan organisaation
kehittamistyin suunnitteluun ja toteutukseen monipuolisesti,
Kehittakad ikdjohtamisen toimintatapoja perustuen
kattavaan tytkykyasioiden raportointiin,

Miten tyoterveyshuolto tukee byGssa jatkamista

eri-ikdiset. Sisallyttiakaa yksilollista ohjausta
terveystarkastusten toteutukseen,

Tervaystarkastukset (TTL)

Arvioikaa terveystarkastusten sisiltaja yksiliden ja
tydympdristén muutostiedon perusteella. Laatikaa yksilllisia
terveyssuunnitelmia tarpeen mukaan. Tukekaa yksilsita
myos ryhmamuotoisilla ohjelmilla.

Figure 25. Occupational health and medical examinations
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An action plan has been drawn up with the occupational health care com-
pany and is visible to all.

SRSy

Terveyden edistaminen

INNGHAS ALOITTELIA HYWA PERUSTASD

® Tukekaa tydintekijoiden mahdollisuuksia terveytts ja
tyokykya edistavaan toimintaan vapaa-ajalla.

| it 11 ik -
sHO-LULKE oman tyohyvinvoinmn arviointn

Tarkistakaa, etta tyépaikan toimintatavat ja arjen kaytannot
edistavat terveyttd ja tydkykya. Kehittikas keinoja, joilla
haastatte yksilditda oman tydkywyn yllapitoon.

clintavat ja hyvinvoint

Kannustakaa henkildstéd vaalimaan terveytta ja tydkykya
niin ty&paivan aikana kuin vapaalla ja arvioikaa, onko
toiminta vaikuttavaa.

; liiia Fveshtaicaliibiinnan kehittimicoan (KK
vokaluja tyoyn sistliikunnan kehittimises !.\f.ll

Figure 26. Occupational health and medical examinations

Health promotion has been supported by stimulus benefits and fitness
days. The company has sliding working hours, which it has also been hoped
will encourage employees to move and exercise.

During the spring and early autumn of 2017, pilot-related meetings were
held, with superiors, management, HR and the OSH committee attending.
As a result of these meetings, a list of things that were started to be imple-
mented was obtained.

A below are the Bring goals for 2017 and what was done:

» Introduced regular manager meetings and agreed how to distrib-
ute common material and tools for managers; information, hours
and holidays.

» Updating induction: Managers and HR have lists that advance the
induction and the induction process with supervisors 15.11.17

» The Early Support Model and Skills Development were communi-
cated to all employees and the Early Support Education and Train-
ing Model was available to supervisors 18.10 and 23.11.2017

» The OSH committee updated the risk assessment and distributed it
to everyone.

» Common small things to do. Going to bowling and eating in the
spring of 2018. There was a reflector day and there were delicacies
at Easter, donuts and shimmers on May Day, roses for Women's
Day etc.
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8.4 Employment pension insurance company survey in early 2018

At the beginning of 2018, we changed our employment pension insurance
company Varma and as part of the change, we conducted a well-being sur-
vey with Varma. This step was considered that at least every half year to
obtain a good feedback personnel to respond to real time as possible.

By responding to Varma's occupational well-being survey, employees pro-
vided valuable information on the company's strengths, areas for improve-
ment, and ideas and wishes for developing the operations. Employees an-
swered about 30 multiple-choice questions on the following topics:

e Strategy, objectives and actions
e Knowledge and work community
e Leadership and motivation

e Health and life situation

Employees also had the opportunity to post open comments on each
theme.

This survey showed what had been done in the framework of the Tydkaari
project in 2017, as well as the work done on supervisors. One important
factor has been the emphasis on supervisors' work and the responsibility
of supervisors for their own role, whereby HR's role is to support supervi-
sors in their role.

Table 4. The following table clarified the role:

VASTUUT / TEHTAVAT

Neljannes
Rooli ittai
Esimiehet

Tarvittaessa

Esimiestehtavit:

Operatiiviset tehtavat:

Resurssit

Paivittaiset tyot
tulee tehtyd

Tuntilistojen hyvéksyntd
Tybajan seuranta (my®és saldojen
seuranta)

Lomien ja sairaspoissaolojen
seuranta

Raportointi

Tiimipalaverit

Raportointi

Kaikilla on péivitetty tydnkuva
Kaikilla on tarkempi tehtéva
analyysi

MTI-kyselyt ja Smart suunnitelma

2* vuodessa PLUSS-keskustelut

Rekrytointi
Tiedottaminen uudesta tai ldhtevasta
tyontekijdstd seka tiimin tapahtumista

Ohjaaminen tydhontulotarkastukseen
Tydntekijan tarvikkeiden tilaaminen
(my®&s tietokone)

Huolehtii tyéntekijéiden muistamisista
(syntymdpv, vauvan synt, jne)
Tyotodistus

The survey was answered by 30 employees and 7 supervisors / manage-
ment representatives. The result was 37/40 and current job satisfaction
was 8.4 / 10. There was dispersion between departments.
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Tyohyvinvointikysely

Strategia, tavoitteet ja
toiminta

Osaaminen ja tydyhteiso

Johtaminen ja motivaatio Terveys ja elaméntilanne

Figure 27. Various aspects of Varma's occupational well-being survey

Varma's occupational well-being survey had four sub-areas to which the
employees responded. The areas map out the knowledge and knowledge
of the staff so that the insurance company can identify the risks and what
support the company needs.

Ty6tyytyvaisyyteni talla hetkella!

Figure 28. Staff satisfaction at the moment of the survey

Staff satisfaction in general, just answering the questionnaire. The result
was very good when done in early 2018. The result shows that efforts have
been made since 2015 to improve employee well-being and the result has
begun to show.
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The following is a more detailed discussion of what Varma's personnel sur-
vey asked and how the staff responded. The questions are different from
what Bring's personal questionnaire has been so the answers have pro-
vided new insights and a bit of new perspectives.

Strategia, tavoitteet ja toiminta

1. Tiedan tydpaikkani lahiajan tavoitteet.

2. Oma perustehtavani on minulle selkea.

3. Tiedan omat vastuuni ja valtuuteni

4. Saan riittavasti tyopaikkani muutoksiin liittyvaa tietoa.
ﬁ.e:-:’:nkm itse aktiivisesti tyopaikkani muutoksiin liittyvaa

6. Tyohoni liittyvat kehittamisehdotukseni otetaan
vakavasti

1 1.5 2 2,5 3 3.5 4 4,5 5

BEring Express Suomi Oy

Figure 29. Answers to questions about strategy, goals, and actions

Issues related to strategy, goals and operations needed to be improved
from the corporate side, in the communication of objectives and changes.
The most successful was the implementation of the mission, responsibili-
ties and authority. It is positive that the employees have experienced that
development tasks are taken seriously.

Osaaminen ja tyoyhteiso

8. Osaamiseni vastaa hyvin tyoni vaatimuksia. 4.2

9. Minulla on riittavasti mahdollisuuksia ammattitaitoni a1
kehittamiseen !

10. Kehitan aktiivisesti osaamistani. 4.4
11. Tyomme sujuu hyvin 4.3

12. Meilla on hyva tydilmapiiri. 4.4

1 1.5 2 2,5 3 3,5 4 4,5 5

®Ering Express Suomi Oy

Figure 30. Answers to knowledge and work community questions

When asked about their skills and the work community, the staff was rel-
atively satisfied (4.1-4.4 / 5). It was felt that the atmosphere was good, the
work was going well and the skills corresponded well to the demands of



61

the job. On the positive side, knowledge-related issues had improved since
2107 when compared to a survey conducted in the context of the Cycle
Project.

Johtaminen ja motivaatio

14. Lahiesimieheni kantaa vastuun tekemisistaan

15. Tiedan, mitad lahin esimieheni odottaa minulta.
16. Lahiesimieheni saa asiat sujumaan _

17. Esimieheni mahdoellistaa onnistumiseni tyossa.

1&. Lahin esimieheni foimii oikeudenmukaisesti.

19. Saan lahimmalta esimieheltani riittavasti palautetta
tyostani.

20. Yrityksemme arvot nakyvat arjessa.
21. Viihdyn nykyisessa tyossani

22. Tyopaikallamme toteutuu tasa-arvo (esim. sukupuoli,
ikd, osatyokyvyisyys, etninen tausta, uskonto/vakaumus)

EBring Express Suomi Oy

Figure 31. Answers to leadership and motivation questions

Leadership and motivation were examined in nine separate questions. Em-
ployees felt that they were comfortable with their current job and that
their immediate supervisor acted fairly and was responsible for what they
did. The person to be improved, in turn, has been perceived to have been
through the values and how they have been perceived in everyday life.
Values have been reviewed and shared, but there would clearly be a need
to look at how to touch your own job and everyday activities. The best way
to do this would be to apply values through teams. Employees also needed
feedback from their superiors.

Terveys ja elamantilanne

24. Terveysongelmat eivat haittaa tydtani. 4.5

25 Tydymparistdodn ja tydolosuhteisiin liittyvat ongelmat
eivat haittaa tyotani. 4.4

26. Voin luottaa siihen, ettd saan tydkykyyni liittyvissa 44
ongelmatilanieissa apua. '

27. Tyo joustaa riittavasti elamantilanteeni mukaan. 4.6

1 1.5 2 25 3 3.5 4 4,5 5

EEring Express Suomi Oy

Figure 32. Answers related to health and life situation
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When asked questions about health and life situation, employees were
somewhat satisfied with their situation (4.4-4.6 / 5). Varma's personnel
survey shows that the results have also improved in the sense that the
company is flexible according to the life situation, compared to the survey
conducted in 2017.

Osa-alueiden keskiarvot

4.3

EBring Express Suomi Oy

Figure 33. Average of responses for all sub-domains

There were four sub-areas and the most successful were the health and
life situation in the sub-area. Based on the responses, the areas of strategy,
objectives and action would have the greatest potential for improvement.

In the individual questions it was felt that the best results were achieved,
for example. (4.4 to 5.0 / 5.0):
e My basic mission is clear to me
| know my responsibilities and authority
We have a good working atmosphere
My immediate supervisor is responsible for what | do
My immediate superior acts fairly
| enjoy my current job
Your immediate supervisor makes things happen
My supervisor enables me to succeed at work
Equality at my workplace

Health and life were also considered good.

Things to improve were:
e | know the immediate goals of my workplace
e | am adequately informed about changes in my workplace
e Our company values are reflected in everyday life
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Based on this survey, there was room for improvement in general commu-
nication, and as managers review common issues in team meetings, HR
can also improve on highlighting issues, and what Bring's values, goals, and
guidelines can translate into for all staff.

Management and supervisors are aware that many changes have taken
place since then. The Group has updated its strategy and its organization.
From the beginning of 2018, the departments were also cut and staff have
reported that the workload is significant compared to the number of staff.
When the staff is small and everyone has a well-defined job description
but there is a shortage of litters, it feels like staffing well. Only busy peri-
ods, vacations and sick leave make it hard.

8.5 Survey of the Occupational Health Center in 2019

In addition, the Pulse questionnaire was introduced in 2019, which is a
guestionnaire provided by Terveystalo to its personnel. The pulse survey
is conducted four times a year.

The introduction of the survey was also a wish of the Group for more fre-
guent monitoring of employee satisfaction, which is an addition to the
Group's once a year survey.

Background on Pulse:

e As part of the Healthy Workplace (Terve Tyopaikka) business
model, from May 2019, Terveystalo will provide its corporate cli-
ents with a free opportunity to follow the experience of their em-
ployees in the functioning of the work community and in manage-
ment activity. The snapshot is built on a light nine-question Healthy
Workplace Pulse questionnaire.

e The invitation to the survey will be sent to the e-mail address on
the Terveystalo Patient Information System employee card, the ad-
dress given by the employer to the occupational health service for
the purpose of providing occupational health services.

e The questionnaire is answered through My Health. The employee
receives personal feedback as soon as they respond. The summary
enables the employee to follow the development of his or her well-
being at work and thus develop his or her work community skills
spontaneously. The employer will receive a group report for con-
sideration in the steering group if there are at least 20 respondents.

e Using the information generated by the survey, we can work to-
gether to better design occupational health priorities. It also pro-
vides a low-threshold way to gather feedback and engage the en-
tire organization in the development of the work community and
leadership.
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Pulssi measures work community functioning and leadership:

e The questionnaire asks you to comment on statements about the
work community, leadership and work ability.

e Claims look at social support, work community flexibility, and indi-
vidual empowerment in the work community.

e Leadership statements map a supervisor's ability to motivate, or-
ganize work, set goals, and create role clarity. The sense of justice
that results from the manager's actions is also explored.

e Employerimage is created through experience of commitment and
work relevance.

Pulse-claims:
e |feel good about going to work.
e | know what is expected of me in my job.
e | can achieve my goals.
e Get help or support from my colleagues when needed.
e | am proud of my work.
e My supervisor treats employees fairly.
e | caninfluence decisions that are important to my job.
e | want to continue to work for this employer.
e Ability to work Estimate. Evaluate your ability to work on a scale of
1-10.

The first survey was conducted in the spring of 2019, even though it was
known that the results might reflect a project for a new ERP system that
began at the beginning of the year. Finland was a pilot in the implementa-
tion of the new ERP system and it was also evident in the project's chal-
lenges.

In the spring of 2019, the first survey was conducted but no report was
received, with only 13 participants. As a result, the results had not become
an enterprise level report. Most of the answers are in green, so the results
look good and don't worry about them. An occupational health nurse was
met in September 2019 to discuss the outcome of Bring's work and, in par-
ticular, his supervisors had received good feedback. They also discussed
what are the factors that make a difference, staff comfort and well-being.
He said the feedback that came with his work was:

e Listening to the employee

e Supporting

e Communication

e Security
e Working community
e Information

In the fall of 2019, 23 out of 31 people, or 74%, participated in the Pulse
survey at Terveystalo. The pulse result improved from the spring. Occupa-
tional well-being has remained fairly stable at the time of the previous
measurement, but working capacity was felt to have improved.
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Positive experiences were:
e My supervisor treats employees fairly
¢ | know what is expected of me

Things to develop and the things the company should respond to are:
e Get help or support from my colleagues when needed
e |am proud of my work
¢ | caninfluence decisions that are important to my job
¢ | want to work for this employer in the future

The results have now been reviewed with management and supervisors
and distributed to employees. Managers also get results in team meetings
and try to get feedback on things that show that the staff is not as satisfied
as they could be.

In-depth inquiries into deteriorated areas were conducted in early Novem-
ber 2019. The questionnaires were distributed to the staff as an attach-
ment to the e-mail and in paper form. A week was allowed for answering
and the forms could be returned to a closed return box, one in the terminal
and the other in the social space. 30 forms were requested but only 8 were
returned.

The questions sought more information on what should be done differ-
ently to:
1. colleagues would support and help,
2. the employee would be proud of their work,
3. allow employees to influence matters that are important to their
job;
4. employees would like to continue at Bring,
5. and at the same time, they asked what motivated them, what mat-
ters most to employee satisfaction and how to build a confident
and open work culture.

6. the things that came up in the survey results were that:

must be a job description,

8. clear processes and division of labor between individuals and de-
partments;

9. communication and information flow should be improved, both by
the company, management and superiors, and between depart-
ments

10. adequacy of resources

N
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9 SUMMARY AND FOLLOW UP

In summary, Bring has generally sought to respond to the theory of needs
of psychologist Abraham Maslow. For basic needs, we have been able to
provide stable pay and thus financial security. Employees also enjoy occu-
pational health care with both lunch and refreshment benefits. Ergonom-
ics is also taken into consideration. We have been able to respond to some
psychological needs, such as the need for belonging and appreciation, be-
cause many feels that Bring has a good working spirit and nice colleagues.
Many have also made friends, which are an important part of social cohe-
sion. At Bring, employees have been able to progress and have been given
training. But there is still room for improvement.

9.1 Reflect on analyzing surveys and interviews

In the studies, the results showed that external motivational factors, such
as salary, benefits and position in the job, were in order. The working con-
ditions were also not one that would have received negative feedback. The
result of the questionnaires was that there was room for improvement re-
garding intrinsic motivation factors and some respondents felt that some
psychological needs were not met, ie there was room for improvement in
interdepartmental work. The supervisor-subordinate relationship is not
the best, the supervisor has not been able to clarify the goals and perfor-
mance evaluation, feedback practices, remuneration, performance re-
views and career development were inadequate. Some workers also feel
that not all physiological needs are taken into account, that there is too
much work and no time for rest or recovery.

After receiving additional responses from the employees, we interviewed
HR and all supervisors to gain their insight into research questions and em-
ployee feedback.

The interviews were a good one, both with the HR assistant and the supe-
riors. It became clear that listed topics below already exist, but they need
to be informed and communicated again.
e Atemplate already exists for the job description
e Material exists on processes
e Thereis already a list for induction, both for the supervisor and for
the HR
e Development discussions (PLUSS) will be held for everyone in the
first quarter of the year and follow-up discussion in the fall. People
who have started in the second quarter will be considered a lighter
version of the development discussion
e The development interview is documented in a web-based pro-
gram and the program also fulfills a CV and career aspirations.
These aspirations as well as supportive training will also be dis-
cussed in the development debate.
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e Targets are always set at the beginning of the year and KPIs are also
included
e Material for managers is compiled in their own folder

What clearly needed an improvement also on the basis of HR and mana-
gerial discussions is communication. Going through company results more
often would also be necessary because a sense of security is an important
part of commitment. Even when employees have expectations of addi-
tional resources, it is best to talk about things openly. Outcome and KPIs
are facts that are good for framing discussions because decisions and so-
lutions need to be explained and where they are based. And most of all,
when things are perceived to have an impact on the staff, they should go
through with the staff and listen to what they have to comment on and
have an open discussion. Some of the issues have been communicated to
employees via email and a few times in shared meetings, such as strategy
and values, but these should also be clearly addressed in team meetings.

Communication at Bring is:
e HR, management and managers share information via email
e Mylink, although most communications are in Norwegian because
it is a corporate language.
e Team meetings
e Joint meetings between HR and superiors
e Meetings of the Labor Protection Board and info on these
e Management Group Meetings

Not all issues discussed here are disclosed to staff, but matters concerning
staff should be disclosed. For the time being, we do not intend to adopt
new digital work environments and ways of communicating, but rather
stay within the tools that the Group has outlined.

Bring has a small organization, so communicating should be easy, but you
still need to make sure that communication is visible, diverse, and visible
to all departments. Therefore, Bring should use multiple channels for in-
formation sharing and interaction. Meetings between different groups and
meetings would be a good way to increase interaction. These groups in-
clude: management, supervisors, team leaders, HR, the HR committee and
the OSH committee.

It has been shown by all that communication should be made more effec-
tive and there are many things that should be communicated more. Such
topics include new customer relationships and positive customer feed-
back. These things have an impact on the sense of security, stability and
pride, and can influence whether an employee wants to continue in the
company. In these contexts, appreciation for those involved can also be
shown, which is a positive signal to all employees. Sales and superiors
could introduce more and more rewards through various means, which
would also increase goodwill and cohesion.
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The interview also looked at managers' expectations of HR for 2020 and
what could support them in their next year as a manager. On this basis, a
preliminary HR plan for 2020 was made. At the end of November, HR vis-
ited Tyel Insurance Company and discussed issues such as risks and the
overall increase in mental health issues in Finland and the increasing num-
ber of employees leaving work. We also discussed that supervisors play a
big role in employee well-being and also have an impact on work culture.
Managers need support in their job and HR can think about more training
and support. We agree to come back in February 2020 and make more
detailed plans for 2020.

Many of the issues discussed above will be immediately influenced by im-
proving communication. To this end, a communication plan for 2020 has
been made and reviewed with management, distributed to supervisors
and staff. Working life is in transition. The company also needs to be pre-
pared for this change, as part of the process, companies need to be ready
for employee mobility because not all engagement tools will work for mil-
lennia, but must prepare teams, job descriptions, hustles and familiarity to
make employee turnover as smooth as possible. Admittedly, additional re-
quirements can be placed on supervisors and companies as people get
older, retirement age increases, and these people are part of future staff
and should be kept in work for as long as possible.

The study concludes that communication is a major contributor to em-
ployee satisfaction, motivation, commitment and a confident and open
work culture. Above all, regular, diverse, interactive and open communi-
cation. And that is what Bring will be working on in 2020.

9.2 Extension Development proposals

In addition to improving communication, efforts must be made to develop
managerial work. According to the interviews, superiors did not want
change in their own work, although they play the biggest role in well-being
at work, how to keep staff satisfaction at a level that motivates and en-
gages staff and builds a confident and open work culture. There is a clear
contradiction with feedback from employees.

Supervisors should ensure that each employee is briefed and receives a job
description in writing upon commencement. The supervisor should also go
through with his team to make it clear to everyone what the company
strategy is and what it means for team members. The manager must influ-
ence the commitment of the employees by doing their own work, taking
into account work organization, influence and development opportunities.
He also gives enough feedback, rewards and investment in interaction. The
manager is also expected to lead. Supervisors need to take the time to
work with the team on how to lead the team. They also need to think crit-
ically about their own managerial work. Managerial work is not easy as the
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world of work and business is changing to such an extent that change man-
agement is nowadays part of the basic skills of a manager. Therefore, su-
pervisor training should be continuous.

Helka Pirinen mentions, in the foreword to book Esimies muutoksen johta-
jana (2014), that “Leading people to change is about doing the basics. The
employee wants to be able to influence change, achieve success, and feel
worthy and necessary”. According to her, ' Authenticity, openness and di-
rectness are the keys to change management”. Change, which today is
more or less, requires confidence to succeed, so it is important to achieve
it anyway. Competition in the logistics industry is fierce, so getting teams
involved in an open, courageous and imaginative way to work will help the
company change a little at a time and take a lead over competitors.
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Appendix 1
List used by HR for orientation

Perehdytyksen alkamispaivamaara:
Seurantakeskustelun paivamaara:

Perehdytettava Perehdyttaja

Perehdytyksen organisoimisesta vastaa lahiesimies.
Tehtavakohtaisesta perehdyttamisesta vastaa yksikkd. Tukitoiminnot osallistuvat perehdytyspro-
sessiin.

Merkitse rasti ruutuun, kun asia on opastettu.
Muuta tai tdydenna luetteloa tarpeen mukaan.

Tehtdvit asiat ennen tyontekijan aloittamista Vastuu Opastettu
Ty6sopimuksen tekeminen HR
Ty6suhteen muoto HR
Koeaika ja sen merkitys HR
Irtisanomisaika HR
Lopputilin maksaminen ja vuosilomakorvaukset HR
Palkka ja palkanmaksu HR
Edenred-kortti HR
Verokortti HR
Tyontekijan ilmoittaminen Postenin HR:3dn HR
Tyontekijan perustaminen palkanlaskentaan HR
Kulkukortin tilaaminen ja henkilon perustaminen Fleximiin HR
Henkilon perustaminen tyoterveyshuoltoon HR
Tyosuhdeasiat Vastuu Opastettu
Tybajan seuranta HR
Ty0ajat, tydvuorot, ylityot, tauot HR /esi-
mies
Lomat HR
Sairauspoissaolot, ilmoittaminen, seuranta HR
Muista poissaoloista sopiminen ja ilmoittaminen HR
Noudatettava tybehtosopimus HR
TyOsuojeluorganisaation esittely HR
Tyo6terveyshuollon esittely HR
Yritysesittely Vastuu Opastettu
Yrityksen toiminta-ajatus ja liikeidea HR
Yrityksen arvot HR
Yrityksen omistussuhteet HR
Ymparisto- ja yhteiskunnalliset asiat HR
Organisaatiokaavio HR
Pelisddnnot sosiaalisessa mediassa viestimiseen HR




Toimintatavat yrityksessa Vastuu Opastettu
Kaytostavat tydyhteisossa HR
Vaitiolovelvollisuus HR
Tietoturvallisuus HR
Tasmallisyyden merkitys HR
Varhaisen tuen malli HR
Paihdeohjelma HR
Epadasiallinen kayttdytyminen, tyopaikkakiusaaminen ja hdirinnan ehkaisy-| HR
toimenpiteet, toimenpiteet hairidtilanteissa

Henkilostopolitiikat HR
Konsernin eettiset ohjeet HR
Turvallisuusasiat Vastuu Opastettu
Omaan tyon ja tydymparistoon liittyvat riskitekijat esimies
Pelastussuunnitelman lapikaynti HR
Kokoontumispaikka HR
Hatapoistumistiet HR
Alkusammutuskalusto HR
Vdestonsuoja HR
Toimintaohjeet hata-, uhka- ja poistumistilanteissa HR
Ensiapupisteet ja toimintaohjeet tapaturmissa ja sairauskohtauksissa HR
Ennakoivan turvallisuustydskentelyn esittely ja turvallisuushavaintojen teke- | HR
minen

Kulunvalvonta- ja halytysjarjestelma HR
Omaisuuden suojaus ja valvonta HR
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Appendix 2
The list used by the supervisor for orientation

Perehdytyksen alkamispaivamaara:
Seurantakeskustelun paivamaara:

Perehdytettava Perehdyttaja

Perehdytyksen organisoimisesta vastaa lahiesimies.
Tehtavakohtaisesta perehdyttdmisestd vastaa yksikkd. Tukitoiminnot osallistuvat perehdytyspro-
sessiin.

Merkitse rasti ruutuun, kun asia on opastettu.
Muuta tai tiydenna luetteloa tarpeen mukaan.

Tehtdvat asiat ennen tyontekijan aloittamista Vastuu Opastettu
Tietokoneen, tarvittavien ohjelmistojen ja paasyoikeuksien tilaaminen esimies
Puhelimen hankkiminen ja liittyman tilaaminen esimies
TyOpisteen jarjestaminen ja siivoaminen esimies
Henkildston tiedottaminen uudesta tydntekijasta esimies
Henkilon ohjaaminen tulotarkastukseen esimies
Yksikk6ékohtainen perehdytys Vastuu
Esimies, tyotoverit ja heidadn tehtdvansa esimies
Asiakkaat, muut sidosryhmat ja heidan odotuksensa esimies
Tiimin toimintatavat esimies
Tiimipalaverit, tiimin sisdinen viestintd, yhteiset mailboxit jne. esimies
Tiimin kontaktihenkil6t yrityksen ulkopuolella esim. paayhteistydkumppanit, kansain-| esimies
viliset kollegat

Padyhteystyokumppaneiden tiedottaminen uudesta tyontekijasta esimies
Tiimin tavoitteet esimies
Palveluasenne ja asiakaskeskeisyys esimies
Omat tehtdvat Vastuu Opastettu
Omat tyotehtdvat ja vastuualueet esimies
Tyoohjeet esimies
Henkilokohtaiset pdatavoitteet esimies
Oman tyon merkitys kokonaisuuteen, sisdinen yhteistyo esimies
Koneiden, laitteiden ja jarjestelmien kaytto esimies
IT-tuki ja toimintaohjeet héiridtilanteissa esimies
Oman tyon kehittdminen ja laatu esimies
Vioista ilmoittaminen esimies
Mistd ja kenelta saa lisatietoa tehtavasta ja tukea tyoskentelyyn esimies
Tyopaikan tilat, siisteys, tydymparisto Vastuu Opastettu
Sosiaalitilat esimies
Kulkutiet esimies
Pysakointi esimies
Terminaalialueella kulkeminen esimies
Suojavarusteet terminaalissa kuljettaessa ja tydskenneltdessa esimies
Siisteys ja jarjestys esimies




Kierratys ja jatehuolto esimies
Tyosuhdeasiat Vastuu Opastettu
Ty6ajan seuranta esimies
Ty0ajat, tydvuorot, ylity6t, tauot esimies
Lomat esimies
Sairauspoissaolot, ilmoittaminen, seuranta esimies
Muista poissaoloista sopiminen ja ilmoittaminen esimies
Mahdolliset hankinnat ja niistd sopiminen esimies
Henkiloston kehittdaminen ja koulutusmahdollisuudet esimies
Sisdinen tiedottaminen ja viestinta Vastuu
MyLinkin esittely esimies
limoitustaulut esimies
Kk-infot esimies
Sahkopostinallekirjoituksen luominen esimies
Pelisddnnot sosiaalisessa mediassa viestimiseen esimies
Toimintatavat yrityksessa Vastuu
Kaytostavat tyoyhteisossa esimies
Vaitiolovelvollisuus esimies
Tietoturvallisuus esimies
Tasmallisyyden merkitys esimies
Varhaisen tuen malli esimies
Turvallisuusasiat Vastuu Opastettu
Omaan tyon ja tydymparistdon liittyvat riskitekijat esimies
Pelastussuunnitelman lapikaynti esimies
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Appendix 3
Initial Discussion Form for HR
Lahtokeskustelulomake
Nimi: Paivamaara:

Yritys/Osasto:

Alkuperdinen kiinnostus/motivaatio Bringilld tydskentelyyn
Tunsitko Bringin entuudestaan?

Mika meissa oli kiinnostavaa/houkuttelevaa tyonantajana?
Miksi alun perin halusit tehtavaan, jota hoidit Bringilla?
Tayttyvatko odotukset tyosuhteen aikana?

Tyosuhteen alku ja perehdytys
Jaiko rekrytointiprosessista mieleen jotain erityista?
Koitko olleesi tervetullut? Miten se ilmeni?
Saitko perehdytysta? Oliko se laadukasta ja riittavaa?
Mika olisi kokonaisarvosana perehdytyksesta: (1-paljon parannettavaa, 3-3n osaa sanoa,
5-hyva)
112 |3 |4 |5

Mita tulisi muuttaa tai parantaa?

Tyon sisdlto ja kehittyminen
Vastasiko tehtdavankuva odotuksiasi?
Mika tyotehtavissa oli mielenkiintoista ja mielekdsta?
Mika ei ollut mielekasta?
Oliko sinulla mielestéasi vaikutusmahdollisuudet tyohon tai asioille Bringilla?
Miten oltaisiin voitu antaa lisaa vaikutusmahdollisuuksia?
Miten tyota olisi voinut/ voisi kehittaa?
Koetko saaneesi mahdollisuuksia kehittad osaamistasi (koulutus ja tyossa oppiminen)?
Mika olisi kokonaisarvosana tyonsisdllosta tai kehittamisesta: (1-paljon parannettavaa,
3-3n osaa sanoa, 5-hyva)
112 |3 |4 |5

Mita tulisi muuttaa tai parantaa?

Esimiesty0 ja organisaatio
Saitko riittavasti tukea esimiehelta ja kollegoilta?
Mita ajattelet esimiestyosta?
Onko sinulla ajatuksia/ kehitysideoita henkildstoasioihin liittyen? Esim. osaamisen ke-
hittdminen, tyéhyvinvoinnin kehittaminen?
Koitko arvostusta? Tai kenen osalta? Kenen osalta olisit kaivannut arvostusta?
Onko johtaminen ollut kannustavaa?
Mika olisi kokonaisarvosana esimiestyosta: (1-paljon parannettavaa, 3-3n osaa sanoa, 5-
hyva)
112 |3 |4 |5
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Mita tulisi muuttaa tai parantaa?
Viestinta
Miten koit viestinnan Bringilla?
Kolme tarkeinta asiaa, jossa meidan tulisi parantaa?
Mika olisi kokonaisarvosana viestinnasta: (1-paljon parannettavaa, 3-3n osaa sanoa, 5-
hyva)
112 |3 |4 |5

Bring tyopaikkana
Kolme parasta asiaa?
Kolme tarkeinta asiaa, jossa meidan tulisi parantaa?

Mita ajattelet palkasta ja henkilostoeduista?

Mika olisi kokonaisarvosana Bringistad tydpaikkana: (1-paljon parannettavaa, 3-3n osaa
sanoa, 5-hyva)
112 |3 |4 |5

Paluu

Tunnelmat tyosuhteen paattyessa?

Lahdon syyt?

Mita oltaisiin voitu tehda toisin, jotta olisit jatkanut Bringilla?
Kavittekod odotuksiasi lapi kehityskeskustelussa?

Voitko ajatella palaavasi meille téihin? Millaisiin tehtaviin?

Miten hyédynndn ldhtokeskustelua?
Lahtokeskustelun tarkoitus on paattad tyosuhde muodollisesti niin, ettd molemmille
osapuolille jad hyva mieli. Se tarjoaa myods mahdollisuuden molemminpuoliseen oppi-
miseen.
Poisldhtevan osalta lahtokeskustelu tarjoaa mahdollisuuden antaa rehellista palautetta
tyohon ja tydntekoon liittyvista asioista. Tydyhteisolle 1ahtokeskustelun anti voi toimia
oman toiminnan tarkastelun |dhteena. Organisaatiolle se toimii usein viestina kehitta-
miskohteista, on sitten kyse esimiestydsta tai organisaatiorakenteesta.
Esimiehen tulisi ndhda lahtokeskustelutilanne organisaation osaamispadoman lisdami-
sen kannalta; siind on hyva tarkastella tyontekijan organisaatioon jattamaa “jalanjalkea”
ja tuomaa lisdarvoa. Ohjeita [dhtokeskustelun kdymiseen
o Kay lapi lahtijan kanssa tarkeimmat savutukset hanen tyéssaan ja mita osaa-
mista ldhtija on tyonantajalle antanut tyotehtavassa olleessaan.
e Ole aito ja johdonmukainen.
e Viesti yksiselitteisesti. Mieti, millainen temperamentti [ahtijalld on ja sovita
viestisi sen mukaan.
e Tunnista oma tunnereaktiosi ja syyt niiden takana. Vaikka tyontekijan [ahto
harmittaisi, ala syyttele tai vahattele hanta.
e Pysy asiassa. Ald ota puheeksi asioita, joista ette aiemmin ole puhuneet.

e Jos pyydat kritiikkid ja saat sita, ala vaita vastaan tai puolustaudu.
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Appendix 4
Terveystalon Pulssi: the in-depth questions of the survey

Pulssikyselyn syventavalomake

Jotta saamme lisdinfoa pulssikyselyn tuloksista ja jotta voimme vaikuttaa juurisyihin, toi-
voisimme teidan vastaavan lomakkeessa oleviin kysymyksiin.

Kaikkiin ei tarvitse vastata, jos juuri nyt ei ole ndihin kohtiin kommentoitavaa, mutta olisi
hyva saada sinulta myos palautetta yleisesti esim itse olet tyytyvdinen mutta tiedat etta
jotain toivottaisiin tai yleisesti on tullut palautetta. Kaikki info mitd saadaan auttaa siina,
ettd voidaan vieda asioita eteenpain.

Lomakkeen voi tayttda kasin kirjoittamalla ja lomakkeita on saatavilla lisda HR:st3, tai jos
haluat tayttad wordin ja printata niin sekin onnistuu. Palautelaatikko on ainakin keitti-
0ssa. Mita useampi vastaa ja saadaan avointa palautetta, niin sitd paremmin voimme
huomioida tyontekijoiden nakemykset. PALAUTUS: 18.11. mennessa.

Osasto (vapaaehtoinen):

Olen ylpea tyostani:
Mistd olet ylped tyossasi tai tyoskentelyssasi Bringilld?
Jos et ole, niin miksi ndin?

Mita tulisi muuttaa tai parantaa?

Voin vaikuttaa paatoksiin, jotka ovat tarkeita tyoni kannalta:
Mihin koen, ettd voin vaikuttaa?

Mihin haluaisin vaikuttaa?

Jos koet ettd et voi vaikuttaa, niin miksi koet nain?

Mita tulisi muuttaa tai parantaa?

Saan tarvittaessa apua tai tukea kollegoiltani:
Missa saat tarvittaessa apua tai tukea?

Jos koet, ettd et saa tukea, niin miksi ndin?

Miten saisi muutoksen aikaiseksi ja mita pitaisi tehdd, etta tilanne paranisi?

Haluan jatkossa tyoskennelld talla tydnantajalla:
Jos haluat, niin miksi?



83
Jos et halua, niin miksi?
Mika pitdisi muuttua, jotta haluaisit jatkaa Bringilla?

Mika sinua motivoi tyodssasi ja on kaikkein tarkeimpia asioita, jotta haluat jatkaa Brin-
gilla:

Mitka ovat mielestdsi asioita joilla on suurin merkitys henkil6stotyytyvaisyyteen Brin-
gilla:

Miten rakentaa luottavainen ja avoin tyékulttuuri Bringilla?

Onko jokin viesti tai terveiset, jonka haluisit valittaa johdolle tai esimiehelle?
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Appendix 5
Communication plan for 2020, for information to all staff

BRING EXPRESS SUOMI OY

Viestintisuunnitelma 2020

Tassa suunnitelmia, joilla koitetaan parantaa viestintda sekda kommunikointia
tyontekijoiden, esimiesten, HR:n ja johdon valilla.
Viikoittainen viestinta tapahtuu:

v' tiimien viikkopalavereissa,

v esimiehet infoavat kaikkia Bringilaisia esim. henkildstomuutoksista seka
muista ajankohtaisista asioista joista on myos muiden osastojen hyva tie-
taa,

v HR infoaa koko henkilostda koskevista yhteisista asioista

HR jarjestaa esimiehille ja johdolle yhteisia palavereita joissa on tarkoitus kayda
lapi ajankohtaisia asioita. Naita palavereita pyritdaan pitamaan kuukausittain tai
kahden kuukauden valein.

Nelja kertaa vuodessa kootaan info kaikista osastoista, johon esimiehet toimitta-
vat materiaalin.

Johto infoaa henkilostoa noin kahdenkuukauden valein. Lapikaytavia asioita on
esim. yrityksen tulos, KPI:t, turvallisuushavainnot, sairauspoissaolo %, ympa-
risto, asiakkuudet ja muut, ajankohtaiset, asia.

Henkildkuntakomitealla, jota vetda HR ja jonka jasenet edustavat seka toimistoa
etta terminaalia, on myos osa kommunikaatiota henkiloston ja johdon valilla. Hen-
kilotoimikunnalla on mahdollisuus tydskennella henkilokunnan viihtyvyyden puo-
lesta.

Turvallisuus asioissa ja naista viestimisesta iso rooli on tyosuojelutoimikunnalla.
Tyo6suojelutoimikunnalle kuuluvia asioita on mm. Tydsuojelun toimintasuunni-
telma. Tyosuojelutoimikunnan kanssa on kayty lapi mm:

v' Tyoterveyshuollon sopimus

Tyoterveyshuollon toimintasuunnitelma
Tyoterveyshuollon kela-hakemukset
Paivitetty paihdepolitiikka

Paivitetyt ohjeet koskien sairauspoissaoloja.

ASANENRN

Pyritdan saamaan Mylink kayttdon, niin ettd suomen omia sivuaja saisi paivitet-
tya. Osaa asioista viedaan myos ilmoitustauluille, alas terminaaliin ja keittioon.
HR pitaa F2F jokaisen tyontekijan kanssa.

Tiimipalavereihin toivotaan kutsuttavan HR:n, tydsuojelutoimikunnan jasenia tai
johtoa, jos on sellaisia asioita, joihin kaivataan lisatietoja tai halutaan keskustella
heidan toimeensa liittyvista asioista. Tiimien valiset palaverit auttavat myods sel-
ventdmaan mm prosesseja seka kaytantoja.



