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Sif –for a more secure and 
better working life

� Sweden’s largest trade union for white-
collar workers

� Politically independent – but takes a 
stand

� Employees at all levels



Sif –for a more secure and 
better working life

� High degree of unionisation
� High percentage of women 
� Organises, for example, 

managers, system developers, 
economists, the self-employed 
and students



Sif’s priorities

� The work environment – work 
should safeguard and promote the 
health and well-being of 
employees

� Competence development and 
career issues – all members 
should be able to develop their 
competence and their careers



Sif’s priorities

� Pay, pensions and other forms of 
remuneration 
– the members should be able to 
influence pay setting and be covered 
by agreements



Sif’s priorities
� Trade union development and training

• Recruitment
• Growth

� Gender equality and diversity – pay 
surveys

� International work



Sif in brief
� Sweden’s largest trade union for white-collar 

workers

� Politically independent – but takes a stand

� Employees at all levels

� High degree of unionisation

� High percentage of women 

� Organises, for example, managers, system 

developers, economists, the self-employed and 

students



Driving forces for Sif to engage in Diversity 

management initiatives

� Union membership and density trends

� European anti discrimination 
legislation

� A more multicultural workforce



Driving forces for Sif to engage in Diversity 

management initiatives

� Labour market development

� An ageing population

� Changing composition of the labour 
force



Driving forces for Sif to engage in Diversity 

management initiatives

� More women in the workforce

� 10% of the Sif members born outside 
Sweden

� More young professionals

� The building of an influent, modern and 
strong union for today and tomorrow.



Organisation

20 Regional Divisions
24 offices

Sif Executive
14 members

The Congress
180 delegates

Secretariat

Regional Executives

355 000 members
& 2 500 local branches



Mission of the VåGa Program

To raise awareness of the meaning of diversity and 

equality in industry in Southern Sweden by training

managers with special methods and models to be 

intercultural mentors who would support a more

natural and value added integration of diversity

values, processes and practices within their own

companies. 



Goals of the program

� To develop concepts and tools for 
intercultural mentorship.

• where theory leads to practical application and
• Where a package of pedagogic materials will be 

developed and used within the Sif framework



Goals of the program

� To give the participants the possibility to develop
and use their knowledge and experiences in 
intercultural practice and in working with diversity
in their organisation 

• To get the training and support needed
• To create and deliver an action plan for intercultural mentorship in 

their organisation 
• To assess and create a plan for working with diversity in their

organisation 
• To practice working with diversity in their organisation  
• To feel qualified and confident in working as an intercultural mentor
• To increase diversity in the company



Program Goals
� To support the pilot organisations to increase their

knowledge on international markets and create

more diversity inside their companies

• to become a more attractive and responsible employer

• to learn and benchmark other companies

• To change the attitudes and values in the company – in working

and integrating foreign workers

• To support the companies with a tool to be used in establishing

international contacts



Program Goals

� To create an international network

• To lift up the importance of diversity and 
equality in Southern Sweden’s industry

• To develop a network to exchange ideas
and experiences



Program Goals

� To make this program visible, 
communicated and diffused to various
stakeholders



VåGa Program

� Time period and location

• May 06 to April 07 
• Certification in March 07
• Southern Sweden



VåGa Program

� Selection process
• Ad – application – Interview- selection

• 60 applicants - 15 selected

• Criteria for selection – motivation to work
with diversity in their workplace, employed, 
experience in management, to work in a 
large organisation, from different branches, 
gender balance, mix of swedish and 
foreign backgrounds, good English



VåGa Program

� Deliverables
� Training and assignments

• 5 sessions – 1-2 days each session 

• Certification

� Coaching
• 3 sessions

� No costs to participate



� Criteria For Participation

• Key persons from large companies
• Participants in Sif’s previous Mentor 

Program 
• Leaders and specialists from company

Target Group



� Actual participants - 15 managers 

• 10 women – 5 men 
• 14 Swedish – 1 foreign background
• 9 large companies – 6 SME 
• 14 line positions & 1 staff position 

Target Group



� Interviews with 
• Participants, Company leaders

• Sif , Teacher team 

� Analysis strategy
• According to a Learning conceptual model

’the Cycle of Experience’

� Workshop 
• To review and discuss results

Method för evaluation



Key Successes

� 15 Managers working in ’line positions’ have
been trained in diversity management
• A very impressive and professional group 
• All participants proud to part of the group 

� Motivation to participate was driven by their own
personal curiosity and interest to work as an 
intercultural mentor 



Key Successes

� All managers were very positive about their learning

about diversity –

• Totally changed their understanding of diversity

• Professional and provocative teachers

• Learned new models (FEED) and tools to use

• Received personal support

� Formed a network to continue their individual

development and learning process 



� Goals were extremely ambitious and visionary

•The program lacked the resources and time frame needed
to accomplish and deliver outcomes expected

� While the participants were motivated and 
engaged, there was no mandate or participation
of their organisations

• As a result, no concrete application was initiated

Key areas of improvement



Key areas for improvement

� While the goal of the program aimed to train in diversity

and intercultural mentorship – the mentorship training

was not sufficient

• Not enough time given to training in intercultural mentorship

• No one was practiced as intercultural mentors during program 

� While the teaching team had excellent international 

experience – they lacked good examples and references

from Sweden



Key areas for improvement

� The program ended before the participants were
able to deliver the learning and findings to their
organisation



Reflections and considerations
� The goals need to be owned and shared by all of the 

stakeholders involved and given the proper resources and 

time

� It is critical for both the individual and the organisation to 

commit to and be actively involved in this program 

• Individuals for their own – grass roots learning and initiatives

• Organisations – to give mandate and priority and resources needed

for application



Reflections and considerations

� Sif needs to work closer with all of the 
stakeholders concerned with Diversity issues in 
Southern Sweden

• Local industry, communities, ESF, Sif Members



Reflections and considerations

� Dilemma and challenge
� Participants – want ’quick fix’ training
• Low level of time and effort to invest
• people are afraid – to stick out their neck –

the climate is not inviting. They don’t dare
or willing to be a visible agent of change -
to take risks, holding to hold the vision, 
’daring to wake the sleeping giant’



Reflections and considerations

� Organisations - The maturity of the 
organisation is not fully ready

• No diversity managers, diversity is not on the 
agenda, prioritized, etc. 

• Diversity is often seen as a problem – and not as 
opportunity


