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We will be measured on
whether we are heading

in the right direction. We
therefore need to under-
stand the current situation
and how it is changing.



Preface

The Norwegian government has set ambitious goals
for equality. An equal society forms the foundation
for everyone to live a fulfilling life and for building a
better society. We now present the first-ever gender
equality strategy from a Norwegian government,
We want everyone, regardless of their gender, to
have more freedom and the opportunity to live the
life they want. The Strategy for Gender Equality is
an important step towards realising this vision.

~
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Equality concerns all of us and impacts every area
of society. A key element of equality policy is there-
fore incorporating the equality perspective into
all levels of policymaking - national, regional and
local. This means that every ministry is responsible
for equality within its respective field, while the
Ministry of Culture and Equality is responsible
for coordination.

We are launching this strategy to ensure coherence
and consistency in all gender equality policies.
The strategy serves as a framework to coordinate
national efforts to address key challenges within
equality. We will continue to work actively, pur-
posefully and systematically to promote equality
and prevent discrimination.

The government's objectives are: (1) Financial
independence and equality in the labour market,
(2) Fewer gendered educational choices, (3) A
society without violence, rape, sexual and online
harassment, (4) Freedom from negative social con-
trol and honour-based violence, (5) Better health

Preface

for women and men, and (6) Effective national
mechanisms for promoting gender equality.

To achieve these objectives, we need to under-
stand the current situation and how it is changing.
We have therefore devised a set of indicators
to track the annual progress in each of the six
objectives. We will closely monitor developments
and implement measures as necessary. This frame-
work is groundbreaking and allows us to adjust
our direction if necessary. We will be measured
based on whether we are heading in the right
direction and will adapt our efforts and introduce
new measures if necessary.

A closer focus on the specific equality challenges
faced by men is also long overdue. We will elevate
the discourse on equality for boys and men. The
government has therefore decided to present
a White Paper on this topic, in addition to this
strategy. The proposals from the Men's Equality
Commission’s report will be evaluated and fol-
lowed up in this White Paper.
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ftonefiftey—

Lubna Jaffery
Minister of Culture and Equality

Togbevor il

Tonje Brenna Jan Christian Vestre
Minister of Labour Minister of Health
and Social Inclusion and Care Services

by L

Emilie Enger Mehl Karianne Oldernes Tung
Minister of Justice Minister of Digitalisation
and Public Security and Public Governance
70 5 4 / ﬂ
A{//éf’,\.\ K 4%"—/\/_,

Oddmund Lgkensgard Hoel

Minister of Research
and Higher Education

Lk e fnktad o
Kjersti Toppe Bjorn Arild Gram

Minister of Children Minister of Defence
and Families

(0tsie byrredds n' Wessa ot

Cecilie Myrseth Kari Nessa Nordtun
Minister of Trade Minister of Education
and Industry
ety Sietses, I~

Marianne Sivertsen Naess

Minister of Fisheries
and Ocean Policy



Content

Introduction

Objective 1
Financial independence and equality
in the labour market

Goals
1. Higher percentage of full-time and permanent positions in the public and private sector
2. Good work-life balance

3. Continue the good coverage of high-quality, affordable out-of-hours school
care and kindergartens

4. Higher employment rate for women and men with an immigrant background
5. More women in male-dominated occupations and more men in female-dominated occupations

6. Reduce the gender pay gap and ensure more even distribution of income and wealth
between women and men

7. Increase the percentage of women starting businesses, on company boards,
in executive positions and management positions with financial responsibility
in publicly and privately owned companies and in the voluntary sector

8. Gender equality and diversity in higher education and research

9. Improved knowledge on women'’s occupational health
10. Close cooperation with the social partners on gender equality in the labour market
11. Improved follow-up of employers’ activity and reporting obligation

12. The future of work - Al and the green transition

Objective 2
Fewer gendered educational choices

Goals
1. Fewer gendered choices in upper secondary education
2. Lower drop-out rate among boys in upper secondary school

3. Better gender balance in higher education

13

16
16
18

22
23

26

30
32
34
35
36
38

41

44
44
47
48



Objective 3
A society without violence, rape, sexual
and online harassment

Goals
1. Better prevention and combatting of domestic violence
2. Better follow-up of persons subjected to violence
3. Prevent and combat rape
4. Improve support services for perpetrators of violence
5

. Increased efforts to combat sexual harassment in the workplace, schools
and other educational settings, cultural and sports arenas, and online

6. Less online harassment

Objective 4
Freedom from negative social control
and honour-based violence

Goals
1. Better prevention and combating of negative social control and honour-based violence

2. More staff in standard support services trained in dealing with negative social control
and honour-based violence

3. Better legal protection

4. Improved support for individuals subjected to involuntary stays abroad

Objective 5
Better health for women and men

Goals

1. Clearer gender equality perspective in health

Objective 6
Effective national mechanisms for
promoting gender equality

Goals
1. Improve the follow-up of public authorities’ activity and reporting obligation
2. Closer collaboration on gender equality between public authorities

3. An effective low-threshold service for guidance on discrimination issues
under the Equality and Anti-Discrimination Act

4. Strengthen equality organisations

5. Strengthen the Centre for Equality network

Conclusion
References

53

56
56
58
59
60

61
62

65

68
68

69
71
72

75

78
78

83

86
86
88

89
90
91

92
94






Introduction

Introduction

Norway is a global leader in gender equality’ and
its numerous legislative changes and initiatives in
this area have paved the way for other countries.
Through the Strategy for Gender Equality, Norway
will continue to set the standard as a leading role

model.

Nevertheless, we still face challenges, which is
why the government has outlined six objectives
for gender equality policy going forward. For
example, women still earn less than men, and
more women than men work part time. Women
are also overrepresented among those subjected
to sexual harassment, domestic violence and
intimate partner killings. Meanwhile, men are
overrepresented in suicide statistics. Gender
disparities in education continue to grow as the

proportion of women with a higher education
is increasing at a faster rate than that of men.
Consequently, the education gap is also widening.2

There is generally strong support for equality
within the population. The majority of men and
women believe that advancements in equality
should continue. Meanwhile, we are also seeing a
tendency for greater polarisation between young
women and young men in Norway. More young

1 World Economic Forum, 2024
2 Statistics Norway, 2024f
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Introduction

Boys and men, girls and women
must be involved in building an
equal society with universal equal

opportunities.

men than older men are also opposed to the
further advancement of equality.? This serves as
a reminder that even in Norway we should not
take gender equality for granted. As the Men'’s
Equality Commission points out, there is still more
work to be done. We must elevate policies aimed
at boys and men. Boys and men, girls and women
must be involved in building an equal society with
universal equal opportunities.

Gender equality in Norway cannot be viewed
in isolation from gender equality worldwide. In
many parts of the world, the rights of women,
girls and LGBT+ persons are being curtailed and
opposed by well-organised and influential actors,
including radical right-wing forces and religiously
motivated organisations and alliances who view
gender equality as a threat to family values, culture
and traditions. In addition to being well-organised,
these groups operate internationally and are
well-funded.*

Opposition is particularly focussed on sexual and
reproductive health and rights, including abortion
rights, the teaching of sexuality in schools and the
freedom to promote gender and sexual diversity,
as well as basic rights for LGBT+ people. Norway
should serve as a counterforce to conservative and
regressive forces that seek to strip women and
girls of their hard-earned rights. The Norwegian
government places a high priority on gender
equality in national policy and international efforts.

In A just world is an equal world. Action Plan for
Women’s Rights and Gender Equality in Norway's
Foreign and Development Policy (2023-2030), the
government has set the framework for Norway’s
international efforts within women'’s rights and
gender equality.

3 Teigen et. al., 2024
4 Ministry of Foreign Affairs, 2023



Norway is committed to playing a role in ensuring
that the Sustainable Development Goals (SDGs)
are achieved by 2030. This strategy will form a
core part of Norway's work on SDG 5: Gender
equality. Gender equality is also a prerequisite for
achieving most of the other SDGs. This strategy
will contribute to the achievement of several other
SDGs, including 1, 3,4, 8, 10 and 16.

This is a strategy for gender equality, but the
government recognises that gender is not the
only factor in determining our ability to live the
lives we want. The interplay between gender and
other factors that can lead to discrimination, for
example, ethnicity, religion, disability, sexual ori-
entation, gender identity, gender expression and
age, also plays a role. The government therefore
places a major emphasis on the following efforts:

» A Society For All. The government's strategy
for the equality of persons with disabilities
2020-2030.

™~

» A Society for All - Equality, Democracy and
Human Rights. The government’s action plan
for the equality of persons with disabilities
2020-2025

» The government’s Action Plan on Gender
and Sexual Diversity (2023-2026)

» Action Plan on Racism and Discrimination
- New Initiatives 2024-2027

» Action Plan against Anti-Semitism 2025-2030

» Forthcoming action plan to combat harass-
ment and discrimination of the Sami

» Forthcoming action plan to combat racism
and discrimination against Muslims

The Norwegian government has set six objectives
within gender equality for the period 2025-2030.

11
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Objective 1:
Financial independence
and equality in the
labour market
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Financial independence and
equality in the labour market

Financial independence is about
being able to live a free life. With-
out it, we are not free to make
independent choices, and many
are unable to escape harmful and
violent relationships. Financial inde-
pendence for women and men is
essential for creating a more equal
society.



Norway has been a leader in promoting equal participation of women and men
in the workforce. The pursuit of gender equality in this area has been a key
political initiative. Parental leave, statutory paternity leave, good kindergarten
coverage, access to out-of-hours school care, the right to leave for employees
with sick children, nursing breaks for mothers and flexible working hours have
been crucial in ensuring that both women and men can prioritise paid work.

The main rule in the Norwegian labour force is permanent, full-time positions.
Part-time work can be a useful way of including individuals currently outside
the labour force, but it can also reinforce traditional gender roles and the

gender pay gap.

Achieving equal representation of men and women in positions of power is a
political goal. In 2024, Norway was the first country in the world to require at
least 40% of each sex on the boards of medium-sized and large companies.

The tripartite cooperation between trade unions, employers and the government
is crucial for addressing the major challenges Norway will face in the years
ahead. The cooperation must be both binding and strategic, with key objectives,
including promoting gender equality efforts in the public and private sector
and improving the knowledge base for policy development.

15
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Financial independence and

equality in the labour market

The government has outlined
the following goals, measures

and indicators:

Goal 1.1

Higher percentage of full-time and permanent
positions in the public and private sector

Status

Norway generally has a well-functioning labour
market, characterised by high employment and
low unemployment. Employment rates among

women, older adults and young people are also

high compared to many other European coun-

tries. However, fewer women than men are in

employment, and more women than men work
part time. In 2023, just under 78% of women aged
20-64 years were in employment, compared to
slightly more than 83% for men in the same age

group. The proportion of women in part-time work

is significantly higher than for men.> Part-time

working varies considerably across industries and

sectors. For example, the percentage of women in

the state sector who work part time is low (10.5%

in 2022).% A considerable share of employees in
health and care services work part time.

All public-sector employers and large companies in
the private sector are required to map involuntary

part-time working broken down by sex every two

years.

Measures

1.

Investigate employers’ compliance with

the obligation to map involuntary part-time
working broken down by sex (Ministry

of Culture and Equality).

Continue pilot projects aimed at reducing
part-time working and increasing the pro-
portion of full-time positions. In 2023, NOK
15 million was allocated for implementing
these projects and for trailing research on
the pilots. The same amount was allocated
for 2024, with plans to maintain this level
in 2025 (Ministry of Labour and Social
Inclusion).

Help to increase the proportion of full-time
positions in the health and care service
through the T@rn Project’, which tests

new work and organisational structures

in primary health and care services.

The aim is to promote proper organisation
and task distribution in health and care
services throughout Norway, while ensuring
better use of personnel resources (Ministry
of Health and Care Services).

5  Statistics Norway, 2023b
6  Ministry of Local Government and Regional Development, 2024



Indicators
1. Percentage of employed and unemployed
women and men, broken down by region

2. Working hours for women and men
in employment, broken down by age,
industry and county of workplace

3. Percentage of men and women in part-time
employment who are working part time
involuntarily

4. Recipients of disability benefit in the
population, broken down by sex and age

36,6
Men and women
working part time

As a percentage.
2021-2023

[ J [ ]
a A
Women Men 2021

2022 2023

Fap =
s ,ﬁ;}ﬁi Check the status of all indicators
ﬁg on Bufdir or use the QR code.

Source: Statistics Norway, Table 13564
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Financial independence and
equality in the labour market

Goal 1.2
Good work-life balance

Status

Gender disparities in the home can have an
impact on gender gaps in the labour market and
in career trajectories. A clear disparity remains in
the amount of time women and men spend on
household chores. On average, women spend
1 hour and 23 minutes on housework per day
- almost three hours less than in the 1970s.
According to Statistics Norway, this is one of the
most significant changes in women'’s time use
over the past 50 years. In contrast, the time that
men spent on housework only increased by 14
minutes over the same period, from 38 minutes
in 1970 to 52 minutes in 2022. Among couples
with children under the age of seven, women
typically spend nearly an hour more every day
on caregiving tasks than men. This gender gap
almost disappears when the couple’s youngest
child is seven years old or older.”

Despite women - and particularly mothers -
spending significantly more time on housework
and caregiving, most women and men believe
that this work should be shared equally.?

In Norway, mothers typically take most of the
shared parental leave quota as well as their stat-
utory maternity leave, while fathers tend to only

take the statutory paternity leave. Fathers and
mothers broadly support reserving parts of the
parental leave for fathers, but fathers are more in
favour of an arrangement with only two separate
leave quotas as opposed to the current three.®

Men and women face different challenges in
balancing work and family life. According to the
Men's Equality Commission’s report, this is linked
to the division of labour within families as well
as the gendered labour market.”® Men lose out
because it is difficult to reconcile family life with
work norms that are not family-friendly, such
as a culture of full-time working and overtime.
Meanwhile, women often end up working part
time to accommodate family needs. The Men's
Equality Commission has highlighted the need
to examine how male-dominated industries can
better facilitate men's participation in caregiving
in the home.

The labour market must be based on the prin-
ciple of gender equality in work and family life.
This means that both male-dominated and
female-dominated industries must have systems in
place to accommodate caregiving responsibilities.

7  Statistics Norway, 2024e

8 Kittergd & Teigen, 2024

9 Evensenetal., 2023

10 Official Norwegian Report 2024: 8



Measures

1.

Establish a tripartite cooperation for a
better work-life balance in male-dominated
and female-dominated industries. The work
should begin with gathering knowledge. The
approach is to be discussed by the Working
Group for Gender Equality in the Labour
Market under the Council on Labour and
Pension Policy (Ministry of Culture and
Equality, Ministry of Labour and Social
Inclusion).

Fund surveys on public attitudes to gender
equality and analyses of these. Such analyses
could, for example, cover attitudes to an
equal distribution of family responsibilities
and of parental leave between mothers and
fathers (Ministry of Culture and Equality).

Analysis of data from Statistics Norway's
Time Use Survey 2022-2023 (Ministry
of Culture and Equality).

LY IECL

4. Assess analyses of data from the Generations

and Gender Survey 2024 (Ministry of Culture
and Equality, Ministry of Children and Fami-
lies, Ministry of Labour and Social Inclusion).

. The Norwegian Directorate of Health

has been tasked with initiating a cooperation
with relevant organisations and groups to
raise awareness of and improve the imple-
mentation of regulations on nursing leave
for mothers, as well as to draw up proposals
for assessing mothers' possibilities to
combine nursing and work (Ministry

of Health and Care Services).

19
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Indicators
1. Average number of days with parental
benefit for men compared to women

2. Unpaid leave after the parental benefit
period, broken down by sex

3. Average time spent on various forms
of housework per day, broken down
by sex and age

4. Attitudes to home and family
responsibilities, broken down by sex

5. Perception of gender equality in caregiving
and housework, broken down by sex

The labour market
must be based on

the principle of gender
equality in work and
family life.



Financial independence and
equality in the labour market

Average time spent on various types
of house-hold chores in a day,
in hours and minutes.

By sex. =
16-74 years.
2022

2,46
¢
Women Men
0,26 0,25
012 012 "7 012 -
' ' ' 0,31 . 0,09 0,05
Il —
Travel Other Purchase  Assistance Caregiving Mainte- Housework Household
related to  household of goods to other nance chores,
household chores and households total
chores services
O 0 ..
jfg'm Check the status of all indicators Source: Statistics Norway, Table 14320
i 9 on Bufdir or use the QR code.
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Financial independence and
equality in the labour market

Goal 1.3

Continue the good coverage

of high-quality, affordable
out-of-hours school care
and kindergartens

Status

Access to kindergartens is a key component of
equality in the labour market, and almost all pre-
school children in Norway attend a kindergarten."!
Kindergartens are beneficial for children’s devel-
opment and help facilitate parents’ participation in
the labour force. All local authorities shall provide
before- and after-school care for children in Years
1-4 and those with special needs in Years 1-7. This
is necessary for managing working life and family
life, and is also valuable in terms of integration.

Measures

1.

Reduction in the maximum charge for a
kindergarten place from NOK 3000 to NOK
2000, and to NOK 1500 in the least central
municipalities, starting 1 August 2024
(Ministry of Education and Research).

Free kindergarten place for the third child
and any subsequent children attending
kindergarten simultaneously, starting

1 August 2023 (Ministry of Education

and Research).

Free kindergarten places for all children in
the designated Action Zone in Nord-Troms
and Finnmark (Ministry of Education and
Research).

~
N

4. Earmarked funding for information and
recruitment efforts in municipalities facing
particular challenges in enrolling children
from minority language backgrounds in
kindergarten (Ministry of Education and
Research).

VA

5. Twelve hours of out-of-hours school care
per week for Year 1 from autumn 2022,
for Year 2 from autumn 2023 and for Year
3 from autumn 2024 (Ministry of Education
and Research).

Indicators
1. Percentage of children in kindergarten,
broken down by age and county

2. Percentage of residents aged 6-9 years in
municipal and private out-of-hours school
care, broken down by county

11 Statistics Norway, 2024a

100 O/O_O_O_o__o—o—o—o
94%

87%

Percentage of children

in kindergarten

2008-2023

0

[c) o [o\] <t O [ce] o o~ m
o — — — — — ~ ] N
o o o o o o o o o
o~ [a\] (o) o~ o~ N (o) o~ o~

Kilde: SSB, tabell 09169 og 07459

O 100
L’- ,ﬁ;}'ﬂ" Check the status of all indicators
#arigad on Bufdir or use the QR code.
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Goal 1.4

Financial independence and
equality in the labour market

Higher employment rate for women
and men with an immigrant background

Status

In Norway, a lower proportion of immigrants are
employed compared to the rest of the population.
Of those employed, fewer work full time. Both
the employment rate and the proportion work-
ing full time are generally lower among female
immigrants than male immigrants. Just over 64%
of female immigrants were in employment in
2023, and about 64% of these worked full time.
The corresponding figures for male immigrants
are 72% and 83%."

Measures

1. Continue the qualification programme for
recently arrived migrants and refugees (the
introduction programme and Norwegian
language training and social studies) and
the Job Opportunity initiative (Jobbsjansen)
(for women only) (Ministry of Labour and
Social Inclusion).

2. Continue labour market initiatives through
the Norwegian Labour and Welfare Admin-
istration (NAV) to increase the employment
rate (ongoing). Immigrants from non-EEA
countries are one of the groups prioritised
in labour market initiatives (Ministry of
Labour and Social Inclusion).

12 Statistics Norway, 2024c

Indicators
1. Male and female immigrants
in employment

2. Unemployment rate among immigrants
and the rest of the population, broken
down by sex

3. Goal achievement in the Job Opportunity
qualification programme.

Male and female
immigrants in
employment,
20-66 years

As a percentage.
2023

71,9
64,4

Source: Statistics Norway, Table 09837

[=1Fs =]
L’— ,:z{}‘h" Check the status of all indicators
E;‘E@: on Bufdir or use the QR code.
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Financial independence and
equality in the labour market

Goal 1.5

More women in male-dominated occupations
and more men in female-dominated occupations

Status

Women and men work in different parts of the
labour market, occupations, industries and sectors.
Only 15% of the working population in Norway
work in a gender-balanced occupation, i.e. one with
more than 40% of both sexes.' This means that
some parts of the labour force are female-domi-
nated and some are male-dominated. There are
also geographical differences in employment.

Research from CORE - The Centre for Research
on Gender Equality shows that the gendered
dimension of the labour market is decreasing, as
women are increasingly choosing occupations that
were previously dominated by men. In contrast,
men are less likely to choose occupations that have
traditionally been female dominated. CORE points
out that many of today's gender inequalities are
still linked to the gendered labour market, such as
the gender pay gap, extensive part-time working
among women, and the need to address men'’s
educational and career choices.™

The Norwegian government presented the Gender
Equality Strategy for the Maritime Sector in June
2023."> The strategy has four focus areas: Recruit-
ment and role models, A working environment
that benefits everyone, A working life free from
harassment, and An adapted workplace.

The Ministry of Trade, Industry and Fisheries is
actively working on the follow-up of the strategy
and its four focus areas. As part of this work,
the ministry has commissioned the Norwegian
Maritime Authority to assess the need for changes
in the Norwegian maritime regulations with a view
to promoting gender equality and highlighting
and strengthening efforts to combat harassment.

The Ministry of Trade, Industry and Fisheries is
in the final stages of preparing a Declaration of
Cooperation to improve equality in the maritime
industry with relevant organisations in the sector
(including trade unions and employer organisa-
tions). As part of this work, a set of indicators will
be developed to help measure progress over time
in relation to goal achievement. The indicators
for gender equality in the maritime sector will be
linked to the four focus areas.

The Norwegian Armed Forces’ Action Plan for
Gender Equality and Diversity emphasises that
equality and equal opportunity are fundamental
principles of Norwegian democracy, and that diver-
sity is crucial for the Armed Forces’ development
and for fulfilling its role in times of peace, crisis
and war."®

13 Misje @stbakken et. al, 2017

14 CORE, 2023

15 Ministry of Trade, Industry and Fisheries, 2024
16 Norwegian Armed Forces, 2023



Financial independence and 1
equality in the labour market

Only 15% of the working population
in Norway work in a gender-balanced
occupation, i.e. one with more than

40% of both sexes.

The Armed Forces' action plan aims to systematise
efforts in three areas: Societal mission and stra-
tegic goals, Leadership and culture-building, and
Recruitment, selection and retention. The action
plan sets out measures that address topics such
as mental health, work-life balance, leadership and
recruitment, as well as external communication,
operational issues and public reputation.

A gendered labour market is often linked to gen-
dered educational choices. Goal 1.5 must therefore
be viewed in conjunction with Objective 2.

Measures

1. Follow up on the Gender Equality Strategy
for the Maritime Sector (Ministry of Trade,
Industry and Fisheries).

2. Follow up on the Action Plan for Gender
Equality and Diversity in the Norwegian
Armed Forces (Ministry of Defence).

~_ |

3. Monitor the development of the gender
balance in the arts and cultural sector
through reports from institutions, agencies
and enterprises (Ministry of Culture and
Equality).

Indicators

1. Percentage of women and men employed in
the public sector (government administra-
tion, municipal administration, county
administration and publicly owned compa-
nies) and private sector, broken down by
county

2. Percentage of men in female-dominated
occupations (nursing associate, intellectual
disability nurse, psychologist, nurse, kinder-
garten teacher and primary/lower second-
ary school teacher)

3. Percentage of women in male-dominated
occupations (carpenter/joiner, electrician/
electronics technician, engineer/technician,
software developer/programmer)

Percentage of men
in femaledominated
occupations.

As a percentage. 2023

Intellectual disability nurses I 23,9
Primary/lower secondary school teachers I 20,2
Kindergarten teachers N 10,3

Nursing associates NN 17

Nurses N 9,3

Psychologists NN 19,4

af =
;;}Er’ Check the status of all indicators
%‘3 on Bufdir or use the QR code.

Source: Statistics Norway, Table 12542
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Financial independence and
equality in the labour market

Goal 1.6

Reduce the gender pay gap and ensure
more even distribution of income and
wealth between women and men

Status

Women still earn less than men on average."’
In 2023, women's monthly wages were 88.3%
of men’s monthly wages. In terms of full-time
employees and median wages, women's monthly
wages were 95.5% of men's.” The gender pay gap
is three times greater among parents than those
without children."

A new report from the Institute for Social Research
shows that well over half of the pay gap is due
to women and men working in different sectors
of the labour market, more women working part
time, and gender disparities in levels of education
and experience.

Researchers found that a significant part of
the pay gap can be attributed to the fact that
male-dominated sectors of the labour market
offer higher hourly wages on average than
those in female-dominated sectors. Attempts
were also made to measure the pay gap between
female-dominated and male-dominated occupa-

tions that could be considered work of equal value.
These analyses suggest that typical male work is
paid higher than typical female work, even when
the working conditions and the demands of the
job in terms of responsibility, competence and
effort can be considered comparable.?

Major disparities can be seen in average gross
salaries broken down by sex. Women earn an
aver-age of 70.5% of men'’s income. Wages are the
largest source of income. Men also have higher
capital income and share dividend income than
women.?' Furthermore, men own more property
and financial capital than women. However, net
wealth is much more evenly distributed between
men and women when accounting for men'’s
significantly higher debt.??

All public-sector employers and large companies
in the private sector are required to map wage
differences by gender every two years.

17 Statistics Norway, 2024d

18 Official Norwegian Report 2024: 6
19 Hoen et al, 2024

20 Hoen et.al, 2024

21 Bufdir, n.d. c

22 Statistics Norway, 2021a



Financial independence and
equality in the labour market

The gender pay gap is three
times greater among parents

than those without
children.

An analysis of gender equality reports from 75
major employers in Norway, conducted by CORE
- The Centre for Research on Gender Equality,
showed that all of them mapped and reported
pay disparities.

Employers viewed wage mapping as a useful tool
for uncovering disparities that they had not been
aware of, enabling them to implement specific
measures to address the situation. However, the
analysis also shows that employers found the
extensive wage mapping to be resource-intensive.
Assessing work of equal value was particularly
labour-intensive, but several employers also gained
new insight from these assessments. The research-
ers explored the possibility of creating a national
overview of companies’ wage mapping. One of
the options they suggested involves establishing
a national portal for uploading reports and gender
equality assessments.?®

The EU Pay Transparency Directive 2023/970
seeks to reinforce the principle of equal pay for
equal work, or work of equal value, between
men and women through pay transparency and
enforcement mechanisms. The Directive is con-
sidered relevant to the EEA, but has not yet been
incorporated into the EEA Agreement.

There is no simple solution for eliminating the
gender pay gap. In addition to gathering more
knowledge, it is important to facilitate equality in
both work and family life. Employers’ fulfilment of
their activity and reporting obligation is central to
achieving this. Efforts to reduce the gender pay
gap must therefore be viewed in conjunction with
the goal of achieving a good work-life balance
and the goal of improving employers' fulfilment
of their activity and reporting obligation.

23 Myklebust et.al, 2024
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Measures

1. Evaluate measures to reduce the gender pay
gap, based on, inter alia, the findings in two
reports: Lennskartlegging: Et verktay for et mer
likestilt arbeidsliv? (Gender pay reporting: a
tool for a more equal working life?) and Ulik
l@nn for likt arbeid? Lennsforskjeller mellom
kvinner og menn, 2015-2022 (Equal pay for
equal work? Gender differences in wages,
2015-2022) (Ministry of Culture and
Equality).

2. Incorporate the EU Pay Transparency
Directive 2023/970 into Norwegian law.
This work will be viewed in the context of
the findings in the aforementioned research
reports (Ministry of Culture and Equality,
Ministry of Labour and Social Inclusion).

3. Follow up on the research project on the
gender pay gap and equal pay for equal
work or work of equal value, including
assessing the possibility of developing
national indicators for work of equal value.
Follow-up will be carried out together with
the social partners in the tripartite coopera-
tion (Ministry of Culture and Equality,
Ministry of Labour and Social Inclusion).

4. Obtain information on gender disparities
in income and other economic resources,
such as wealth, ownership and shares
(Ministry of Culture and Equality).

5.

Participate in a Nordic cooperation
on equal pay for work of equal value
(Ministry of Culture and Equality).

Indicators

1.

Women's average wage as a percentage
of men's wages

. Women's average wage as a percentage

of men’s wages in selected gender-skewed
occupational groups

Percentage of pensioners receiving
the minimum pension, broken down
by sex and county

Women's and men'’s average gross income,
personal income, share dividends, pensions
and capital income

Women and men (excluding students)
with long-term low incomes

Single mothers/fathers with children aged
0-17 years, with long-term low incomes,
broken down by sex
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In 2023, women’s monthly
pay amounted to
of men’s monthly pay.

56,5
Women
: ,:-F' 24 Check the status of all indicators

E{g;;.—,_,-. on Bufdir or use the QR code.
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Financial independence and
equality in the labour market

Goal 1.7

Increase the percentage of women starting businesses,
on company boards, in executive positions and
management positions with financial responsibility

in publicly and privately owned companies and

in the voluntary sector

Status

The gender imbalance in management positions
is a challenge for equality, and it is particularly
pronounced in the private sector. Women make
up 20% of board members and 17% of managing
directors in limited companies.?* In 2024, 17.5%
of CEOs in Norway's 200 largest companies were
women.?> Working conditions are one of the con-
tributing factors to this imbalance. If companies
want to achieve a gender balance in management,
they need to rethink career paths and employee
availability outside of working hours.?6 In the
government sector, there is a gender balance
among senior executives.?” However, far fewer
women than men start their own business; only
1in 4 business founders are women.?

In the voluntary sector, there is an imbalance
in the representation of female board chairper-
sons. According to the Register of Non-Profit
Organisations, only 37% of board chairpersons
in Norwegian associations and organisations are
women. The Norwegian Olympic and Paralympic
Committee and Confederation of Sports (NIF)
has set a target of 40% women in elected board
positions. Figures from 2023 show that women
account for 26.5% of administrative managers and
28% of board chairs in Norwegian sport.

24 Statistics Norway, 2024b
25 Halrynjo, 2024
26 Halrynjo et. al, 2022

27 Ministry of Local Government and Regional Development,
2023

28 Ministry of Trade, Industry and Fisheries, 2024

Measures

1. Monitor the effects of new legislation
limiting the proportion of board members
of the same gender to a maximum of
60% in medium-sized and large companies
(Ministry of Trade, Industry and Fisheries).

2. Follow gender balance developments in
management positions by continuing to
fund the CORE Norwegian Gender Balance
Scorecard (Ministry of Culture and Equality).

3. Follow up on central government's expecta-
tions for companies that are wholly owned
by the Norwegian state (Ministry of Trade,
Industry and Fisheries).

4. Follow up on adherence to legal requirements
for gender balance on the boards of compa-
nies wholly owned by the Norwegian state
(Ministry