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Var med och paverka

Fardriktningen ger insyn och majlighet for dig som medlem att paverka
AF:s inriktning och fokus. Den baseras pa forslag som kommit in till
AF:s fortroendevalda under aret. Manga medlemmar har dven tagit
chansen att svara pa enkiten om vad AF bor fokusera pa under 2024.

For att na framgang inom arets fokusomradet kravs aktiva
medlemmar, samverkan och en hég anslutningsgrad.

Aktiva medlemmar ger kunskap om hur forandringar i
verksamheten paverkar eller tros kunna paverka vara medlemmar
pa Scania. Genom god kunskap blir AF:s bidrag av stor betydelse for
beslutsfattande inom foretaget.

AF samverkar med Scanias, TRATON:s och VW:s representanter i
beslutsforum, styrelser och moten. Genom tidig involvering kan vi
forbattra utifran medlemmars intressen. Sedan 2016 utgar vi ifran
foljande principer for samverkan.

« Facken ska involveras tidigt i beslutsprocessen, sa att deras
synpunkter kan integreras i processen.

« Samarbetet ska bygga pa 0msesidigt fortroende och delat ansvar,
vara pragmatiskt och fokusera pa problemlosning.

e Att arbeta tillsammans ar en framgangsfaktor for Scania.
Utgéngspunkten ar att foretagsledning och fack ar jambordiga
parter med delat ansvar for gemensamt fattade beslut.

« Kommunikation kring beslut ska, dar det ar mojligt, ske
gemensamt.

Hog anslutningsgrad ger legitimitet i dialog med foretaget och ett
okat mandat i olika beslutsforum.

Vi virdesatter dina synpunkter och forbattringsforslag.

Kontakta girna nagon av oss fortroendevalda for en dialog.
af@scania.com, www.saco.se/scania
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Arbetsmiljo

For att kunna prestera och samtidigt ma bra, pa kort och lang sikt,
krdvs en god arbetsmiljo. Den psykosociala och den fysiska arbets-
miljon ar lika viktiga, oavsett var arbetet utfors.

Ett hilsoframjande arbetsliv

Medarbetare ska involveras i en dialog om balans mellan
forvantningar, resurser och prioriteringar och ha mojlighet att
paverka sin situation. Detta ar extra viktigt i den transformationsresa
som foretaget genomgar.

Det aktiva arbetet med att fraimja psykosocial hélsa ska prioriteras och
arbete med psykologisk trygghet i arbetsgrupper uppmuntras.

Utifran arbetsuppgifterna ska det finnas en flexibilitet i tid och plats,
for att gynna ett halsosamt arbetsliv. Det ska finnas majlighet till
aterhdmtning under arbetsdagen.

Andamalsenliga arbetsplatser
Val av arbetsplats ska ske genom dialog dar bade arbetsaktivitet,
forvantningar samt verksamhetens och individens behov vags in.

Kontorsmiljoerna ska ge ett mervarde och vara anpassade till den
verksamhet som bedrivs. Kontorsutrustning ska vara ergonomiskt
utformad med mojlighet till justering efter individens behov. Kontorets
klimatpaverkan ska minska.

Medarbetarinflytandet vid utformning och implementering av nya
kontorslosningar maste oka. Kontinuerlig utvardering ar en forut-
sattning for en god arbetsmiljo.

Bittre digitala forutsattningar
Den digitala arbetsmiljon ska underlitta och inspirera till kreativitet,
vilket kraver anvandarvanliga IT-milj6er i framkant.
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Formaner

Formaner ska skapa mervdrde utover anstdllningsvillkoren. Ett brett
utbud av formaner, formade utifran alla faser i livet, gor att de kan
nyttjas av fler medarbetare.

Okat friskvardbidrag

Medarbetares friskvard ska uppmuntras genom att friskvardsbidraget
hojs till Skatteverkets niva for skattefri personalforman, i dagslaget
5000 kr.

Deltidspension fran 60 ar och tjinstepension efter 65 ar

Det ska vara mojligt att gé ner i arbetstid vid 60 &r med samma villkor
som for 62+ losningen ( 80 % arbetstid, 90 % 16n och 100 % inbetald
tjanstepension).

Scania ska fortsatta att betala in till tjanstepension vid arbete efter
65 ars alder.

Extra semesterdagar
Det ska vara mojligt att vaxla semestertillagg till extra semesterdagar.

Formaner for hallbar jobbpendling

Det ska finnas formaner kopplade till olika fardsatt for att ta sig till
arbetet. Oberoende om det sker med cykel, kollektivtrafik, Scania Go
etc.

Okad kiinnedom om férméaner

Information om forméner ska ske pa ett strukturerat och pedagogiskt
satt for att 6ka kinnedomen om vilka forméner som finns och hur de
kan nyttjas.
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Kompetens

Att ge goda forutsdttningar till kontinuerlig kompetens- och
karridrutveckling bibehdller bade medarbetarnas attraktivitet pa
arbetsmarknaden och foretagets lonsamhet.

Forutsattning for kontinuerlig kompetensutveckling

Det ska finnas forutsattningar for kompetensutveckling inom ordinarie
arbetstid. Ett mal for tid avsatt till kompetensutveckling ska sattas och
foljas upp, bade per medarbetare och pa 6vergripande foretagsniva.

Utvecklingsplaner ska dokumenteras kontinuerligt och bli mindre
beroende av organisationsforandringar och chefsbyten.

Tydligare karriarvigar

Nista steg i karridaren, hur processen fungerar, och krav for att na dit
ska vara tydligt och f6ljas upp. Chef och medarbetare har ett delat
ansvar for individens karriarutveckling, och steg inom och mellan
karridrvagar ska uppmuntras.

Karridrvagar for samtliga verksamhetsomraden ska finnas beskrivna.
Medarbetare ska kédnna till hur deras tjanst ar klassificerad i forhallande
till andra tjanster. Vakanta tjansters klassificering ska framga i
annonsen. Karriarmgjligheter inom koncernen ska vara allmant kdnda.

Kompetensutveckling kopplad till foretagets kompetensbehov
Framtida kompetensbehovet i verksamheten och kopplingen till
foretagets strategiska mal ska kommuniceras. Relevant utbud av
kompetensutveckling ska erbjudas genom hela karriaren. Kunskaps-
utbyte mellan kollegor ska underlattas, uppmuntras och vardesittas.

Inom hallbarhet och digital teknik, t ex Al, ska en generell kompetens-
hojning mojliggoras for alla medarbetare.

Radgivning inom karriir och kompetens

Stod inom karridr och kompetensutveckling ska erbjudas kopplat till
foretagets behov. Detta for att ta till vara pa medarbetares kompetens
och vilja att stanna kvar och utvecklas inom foretaget.
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Ledarskap

Ledarskapet ska skapa forutsdttningar for god arbetsmiljo och
utveckling. Forvdantningarna pa ledare ska vara hallbara och ge
utrymme for ett gott ledarskap.

Okad viirdering av gott ledarskap

Foretaget ska verka for en kultur som uppmuntrar och ger majlighet till
ett inkluderande och anpassat ledarskap — oberoende om det ar i linjen
eller i flodeslandskapet. Ledarskapet ska pa alla nivier genomsyras av
Scania och TRATON:s karnvarden och darigenom verka for individens
basta majlighet att utvecklas och prestera.

Ledare som skapar psykologisk trygghet och ger medarbetare
forutsattningar att utvecklas ska premieras.

Forutsattningar for hallbart ledarskap

Administrativa uppgifter ska begransas, for att ge utrymme for ett gott
ledarskap och en sund arbetsbelastning. Administrativa system ska
vara anvandarvanliga och det ska finns stod tex i form av Al for att
underlitta.

Gruppstorlekar ska vara hanterbara, for att mojliggora frekventa samtal
med gruppmedlemmar. Det ska finnas tid och budget for grupputveck-
ling oberoende om det ar i linjen eller i flodeslandskapet, tex VCT.

Ansvar och befogenhet ska vara tydligt for att underlatta samarbetet
mellan olika ledarroller i linjen och flodeslandskapet.

Stod till ledare

Mentorskap och natverk ska finnas tillgdngliga for alla ledare. Det ar
viktigt att ha tillgang till en plattform for fortroendefull dialog om
ledarskapsutmaningar.

Nya ledare ska fa en introduktion som stédjer dem att lyckas. For de
dagliga uppgifterna, men ocksa for strategisk riktning och for att uppna
ett vialfungerande team.
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Lon

Att ta karridrsteg och ta pa sig mer ansvar och komplexa arbets-
uppgifter ska lona sig genom hela yrkeslivet for akademiker.

Lonestrategi pa foretaget
Foretaget maste sitta en overgripande 16nestrategi sa att lokala och
centrala beslut i 1onefragor kan samverka.

Okat mandat for cheferna att siitta 16n

Chefer méste fa storre mandat att siatta Ion. Bade i lonerevisionen och
l6pande under aret. Istillet for arliga, centralt styrda marknadslone-
satsningar bor cheferna fa ett storre utrymme att i det dagliga arbetet
satta loner som bygger lonestrukturen underifran.

Forbittrad lonestruktur - speciellt for chefer

For att bdde uppratthalla lonestrukturen och hé6ja lonenivan méste
befordrings- och breddningspéslag under aret 6ka. Det kraver att okat
ansvar, ny befattning, breddning, steg uppat i en karridrvag alltid
genererar ett l1onepaslag - nar forandringen sker.

For att ge chefer battre mojlighet till 1oneutveckling behover

» alla steg i chefskarridren i Job Architecture (JA) anviandas

« majoriteten av cheferna vara klassade i sina JA sub-familjer

« héansyn tas bade till rollens komplexitet och chefens kompetens/
erfarenhet vid klassningen i JA

Val fungerande lonerevision

Lonerevisionen ska vara smidig och meningsfull. Lone6kningen ska
ha en stark koppling till prestationen och inte begransas av det interna
relativa lonelaget. Lonedifferentieringen ska vara stor nog att fungera
som en drivkraft till goda prestationer.

Vilkinda mal och bedomningskriterier

Det ska vara tydligt vilka mél och bedomningskriterier som géller infor
I6nerevisionen 2025, nar MySuccess ersatter dagens metod for presta-
tionsbedomning.

6

i YW AN, W \A' N



'WAFVAW AVVRANW ANTA W A

Mangfald, rattvisa
och inkludering

Alla medarbetare pa Scania ska kdnna att de kan vara sig sjdlva i sitt
arbete, med lika mojlighet att utvecklas utifran sina unika formagor.

Inkluderande arbetsmiljo

Arbetsmiljon pa Scania méste bli mer jamstalld och inkluderande.
For att uppna det pa ett effektivt satt maste samarbetet 6ka mellan
olika arbetsgrupper och initiativ.

Aktiva atgarder mot diskriminering och kriankning

Arbete och information for att sikerstélla en medvetenhet om
krankningar och trakasserier ska ske kontinuerligt. Kunskap om
olika typer av diskriminering (enligt diskrimineringslagen) ska oka,
till exempel om aldersdiskriminering.

Kunskapen om vikten av att som anstalld visa civilkurage och agera for
att sikra en trygg arbetsmiljo for alla méaste oka.

Stod kring funktionsvariationer

En strategi och mal for stodstruktur gillande medarbetare med olika
funktionsvariationer ska sattas samt regelbundet fo6ljas upp av
foretaget. Medvetenhet om funktionsvariationer méste oka for battre
forstaelse och diarigenom skapa en mer inkluderande miljo.

Forbittrat samarbete genom interkulturellt utbyte

Okat samarbete med andra varumirken och linder kriver forstaelse
for olika kulturer. Det ska finnas tillfallen for kulturellt utbyte mellan
medarbetare for att 6ka kanslan av samhorighet och forbattra
forstéelsen i det dagliga arbetet.
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Foretagskultur

Scania och TRATON ska vara foretag att vara stolt 6ver. Utifran pro-
dukter och tjdnster, som samhdllsaktor, for sin syn pa och sitt ager-
ande gentemot medarbetarna, samt for det mervdrde och den gemen-
skap det erbjuder medarbetare.

Forbittrad koncernsamverkan

I samband med att allt mer utveckling sker for koncernen ska det finnas
tydligt kommunicerade strategier, principer, beslutsstrukturer, regler
och metoder for samarbetet. Det ska finnas tekniska forutsattningar for
effektivt och héllbart arbete samt mgjlighet att dra nytta av vara olika
arbetssatt och kulturer.

Inflytande i transformationen

For att lyckas med nya roller och arbetssatt maste medarbetare vara
utbildade och delaktiga, med mojligheter att paverka. Ledare ska fa
stod och utrustas med ritt verktyg for att leda i forandring.

Foretags- och produktkinnedom

Framgangar och nyheter om vara produkter, tjainster och affars-
omraden ska vara lattillgangliga for medarbetare. Det ska finnas tydlig
information om roller, arbetsomraden och beslutsstrukturer i
organisationen.

Virnad integritet i arbetslivet

Vid aktiviteter som riskerar att kranka medarbetare, t.ex. slumpvisa
drogtester och bakgrundskontroller, ska den personliga integriteten
varnas. Fokus ska ligga pa forebyggande istéllet for kontrollerande
aktiviteter. Intrang i integritet ska vigas mot vilket varde som
aktiviteten forvantas skapa.
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Make a difference

Our Roadmap provides insight and opportunity for you as a member to
influence AF’s direction and focus. It’s based on proposals submitted to
AF’s elected representatives during the year. Many members have also
answered the survey on what AF should focus on 2024.

Achieving success in this year’s focus areas requires active members,
collaboration and a large number of members.

Active members provides knowledge of how changes in the business
affect, or is believed to affect, our members at Scania. Through good
knowledge, AF’s contribution is of great importance for decision-
making within the company.

AF collaborates with Scania, TRATON and VW representatives in
decision forums, boards and meetings. Through early involvement,
we can make an impact based on members’ interests.

The following principles are valid since 2016:

« The unions must be involved early in the decision-making process,
so that their views can be integrated into the process.

e The collaboration is based on mutual trust and shared
responsibility, is pragmatic and focus on problem solving.

«  Working together is a success factor for Scania. The starting point
is that company management and unions are equal parties with
shared responsibility for joint decisions.

« Communication about decisions should, where possible, be made
jointly.

A large number of members provides legitimacy in dialogue with
the company and an increased mandate in various decisions.

We value your views and suggestions for improvement.

Please contact any of our elected representatives for a dialogue.
af@scania.com, www.saco.se/scania
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Work environment

To be able to perform and feel good, in the short and long term, a good
work environment is required. The psychosocial and physical work
environment are equally important, regardless of where the work is
carried out.

A health-promoting working life

Employees must be involved in a dialogue about the balance between
expectations, resources and priorities and have the opportunity to
influence their situation. This is particularly important in the transfor-
mation journey that the company is undergoing.

The active work to promote psychosocial health must be prioritised and
work with psychological safety in working groups must be encouraged.
Based on the work tasks, there must be flexibility in time and place, in
order to promote a healthy working life. There must be an opportunity
for recovery during the working day.

Suitable workplaces

The choice of workplace must be made through dialogue in which work
activity, expectations as well as the needs of the business and the
individual are taken into account.

The office environments must provide added value and be adapted to
the business being conducted. Office equipment must be ergonomically
designed with the possibility of adjustment according to the individual’s
needs. The office’s climate impact must be reduced. Employee influence
in the design and implementation of new office solutions must increase.
Continuous evaluation is a prerequisite for a good work environment.

Better digital conditions

The digital work environment must facilitate and inspire to creativity,
which requires user-friendly IT environments at the forefront.
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Benefits

Benefits must create added value in addition to the terms of
employment. A wide range of benefits, designed based on all phases of
life, means that they can be used by more employees.

Increased Wellness contribution

Employees’ wellness must be encouraged by raising the Wellness
contribution to the Tax Agency’s level for tax-free employee benefits,
currently SEK 5000.

Part-time pension from the age of 60

and occupational pension after the age of 65

It must be possible to reduce working hours at the age of 60 with
the same conditions as for the 62+ solution (80% working hours,
90% salary and 100% paid-in occupational pension).

Extra vacation days
It must be possible to exchange vacation supplement for extra vacation
days.

Benefits for commuting to work

There must be benefits linked to different modes of transport to get to
work. Regardless of whether it is by bike, public transport, Scania Go
etc.

Increased awareness of benefits

Information about benefits must be provided in a structured and
educational way to increase awareness of what benefits are available
and how they can be used.

11
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Competence

Providing good conditions for continuous skills and career
development maintains both the employees’ attractiveness in
the labour market and the company’s profitability.

Prerequisite for continuous competence development

There must be prerequisites for competence development within regu-
lar working hours. A target for time set aside for development must be
set and followed up, both per employee and on overall company level.

Development plans must be documented continuously and become less
dependent on organisational changes and changes in management.

Clearer career paths

The next step in your career, how the process works, and requirements
to get there must be clear and followed up. Managers and employees
share responsibility for the individual’s career development, and steps
within and between career paths should be encouraged.

Career paths for all areas of activity must be described. Employees
should be aware of how their position is classified in relation to other
positions. The classification of vacant positions must be stated in the
ad. Career opportunities within the Group must be widely known.

Competence development linked to the company’s
competence needs

Future competence needs in the business and connection to the compa-
ny’s strategic goals must be communicated. Relevant competence de-
velopment must be offered throughout the career. Exchange of know-
ledge between colleagues must be facilitated, encouraged and valued.

In sustainability and digital technology, such as Al, a general increase
in skills must be made possible for all employees.

Career and competence counselling

Support for career and competence development must be offered in
line with company’s needs, to take advantage of employees’
competence and willingness to stay and develop within the company.
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Leadership

Leadership should create the conditions for a good work environment
and development. Expectations of leaders must be sustainable and
provide scope for good leadership.

Increased appreciation of good leadership

The company must work for a culture that encourages and provides
opportunities for inclusive and adapted leadership — regardless of
whether it is in the line or in the flow landscape. Leadership at all levels
shall be permeated by Scania and TRATON’s core values and thereby
work for the individual’s best opportunity to develop and perform.

Leaders who create psychological safety and give employees
the conditions to develop must be rewarded.

Prerequisites for sustainable leadership

Administrative tasks must be limited to allow for good leadership and
a healthy workload. Administrative systems must be user-friendly and
there should be support, for example in the form of Al, to facilitate.

Group sizes must be manageable, to allow for frequent conversations
with team members. There must be time and budget for group
development, regardless of whether it is in the line or in the flow
landscape, such as VCT.

Responsibilities and authority must be clear to facilitate collaboration
between different leadership roles in the line and flow landscape.

Support for leaders

Mentorship and networks must be available to all leaders.

It’s important to have access to a platform for trusting dialogue about
leadership challenges.

New leaders must receive an introduction that supports them to
succeed. For the day-to-day tasks, but also for strategic direction and to
achieve a well-functioning team.

13
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Salary

Taking career steps and taking on more responsibilities and complex
tasks must pay off throughout the professional lives of graduates.

Salary strategy at the company
The company must set an overall salary strategy so that local and
central decisions on salary issues align.

Increased mandate for managers to set salaries

Managers must get a greater mandate to set salaries. Both in the

salary review and during the year. Instead of annual, centrally
controlled market salary initiatives, managers must get a greater scope
in their daily work to set salaries that build salary structure from below.

Improved salary structure — especially for managers

To both maintain salary structure and raise the salary level,

promotion and broadening allowances during the year must increase.
I.e, increased responsibility, new position, broadening and other career
steps must always generate salary increase - when the change happens.

To give managers better opportunities for salary development must;

« all stages of the managerial career in Job Architecture (JA) be used

« the majority of managers be classified in their JA sub-families

« both the complexity of the role and the manager’s competence/
experience be taken into account when classifying in JA

Well-functioning salary revision

The salary revision must be smooth and meaningful. The salary
increase must be strongly linked to performance and not be limited by
the internal relative salary level. Salary differentiation must be large
enough to act as a driving force for good performance.

Well-known objectives and assessment criteria

Ahead of the salary review in 2025, it must be clear what goals and
assessment criteria that applies when MySuccess replaces the current
method for performance assessment.
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Diversity, equity
and inclusion

All employees at Scania should feel that they can be themselves in
their work, with an equal opportunity to develop based on their
unique abilities.

Inclusive work environment

The work on gender equality within Scania must be maintained or
increased, for example through greater cooperation between different
gender equality working groups and initiatives.

Active measures against discrimination and violation

Work and information to ensure awareness of violations and
harassment must take place continuously and not as one-off initiatives.
Knowledge of different types of discrimination (as per Discrimination
Act) must increase, for example age discrimination.

Knowledge of the importance of showing civil courage as an employee
and acting to secure a good working environment for everyone must
increase.

Support regarding functional variations

Strategy and goals for the support structure regarding employees
with different functional variations must be set and regularly followed
up by the company. Awareness of functional variations must increase
for better understanding and thereby creating a more inclusive
environment.

Improved collaboration through intercultural exchange
Increased collaboration with other brands and countries necessitate the
understanding of different cultures. There must be opportunities for
cultural exchange between employees to increase the sense of belonging
and improve the level of understanding in daily work.

15
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Corporate culture

Scania and TRATON should be companies to be proud of. In terms of
products and services, as a member of society, for its view of and
actions towards its employees, as well as for the added value and
sense of belonging they offer employees.

Improved Group collaboration

As more and more development takes place for the Group, there must
be clearly communicated strategies, principles, decision-making
structures, rules and methods for cooperation. There must be technical
prerequisites for efficient and sustainable work as well as opportunities
to benefit from our different ways of working and cultures.

Influence in the transformation

To succeed in new roles and ways of working, employees must be
trained and involved, with opportunities to influence. Leaders should
be supported and equipped with the right tools to lead in change.

Company and product awareness

Successes and news about our products, services and business areas
must be easily accessible to employees. There must be clear informa-
tion about roles, working areas and decision-making structures in the
organisation.

Protecting integrity in working life

In the case of activities that risk violating employees, such as random
drug tests and background checks, personal integrity must be safe-
guarded. The focus must be on prevention instead of controlling
activities. Invasion of privacy must be weighed against the value that
the activity is expected to create.
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Var medlem!

Ar du inte medlem, bli det hiir s
att vi kan fortsitta att driva viktiga
fragor.

AF samlar akademiker pa Scania
och har 3500 medlemmar, varav
over 500 ar chefer. Som medlem
kan du kontakta oss for att fa rad
och st6d i arbetslivet, utifran din
egen situation.

Du kan aven engagera dig som
fortroendevald. For varje omrade
i Fardriktningen finns en arbets-
grupp. Var med och paverka inom
ett omrade som intresserar dig.
Las mer har.

A
S

Be a member!

If you're not - join us here so we
can continue to work for
important issues.

AF gathers academics at Scania
and has 3500 members, of which
over 500 are managers. As a
member, you can contact us to get
advice and support in working life,
based on your own situation.

You can also get involved as a
trustee. There is a working group
for each area in the Roadmap. Be
involved and make an impact in an
area that interests you. Read more
here.



https://www.saco.se/fortroendevald/lokalt-fackligt-arbete/lokala-foreningar/privat/akademikerforeningen-pa-scania/bli-medlem/
https://www.saco.se/fortroendevald/lokalt-fackligt-arbete/lokala-foreningar/privat/akademikerforeningen-pa-scania/Fortroendevald/
https://www.saco.se/en/trustee/local-union-work/lokala-foreningar/privat/akademikerforeningen-at-scania/join-us
https://www.saco.se/en/trustee/local-union-work/local-unions/private-sector/akademikerforeningen-at-scania/become-a-trustee/

