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1." General reiaarks 

By way of introduction, i t may be o f some i n t e r e s t to have an account of haw 
Norvay implements the obligations she has pursuant t o i n t e r n a t i o n a l l a v . Attention 
i s drawn to Norway's report, submitted on 22 Ilarch 1977, i n accorisnce vi-fc the 
I n t e r n a t i o n a l Covenant on C i v i l and P o l i t i c a l Rights (Doc. CCPR/C/I/Add.5). But 
since economic, s o c i a l and c u l t u r a l r i g h t s are iirplemented r a t h e r d i f f e r e n t l y fron 
c i v i l and p o l i t i c a l r i g h t s , some a d d i t i o n a l comments cay be appropriate here. 

I n p r i n c i p l e , control i s exercised by the c c a r t s . The c o n t r o l of t h e 
c o n s t i t u t i o n a l i t y of l a v s i s of l i t t l e importance, however, s i n c e the Constitution 
contains only one provision of an economic, s o c i a l or c u l t u r a l nature ( i 110 , see 
A. below) and i t i s soraewhat uncertain what the l e g a l s i g n i f i c a n c e of t h i s provision 
w i l l anount to. I t is, therefore ordinary- s t a t u t c r j - la.v t h a t i s of greatest 
inportance for the implementation of these r i g h t s . The p r i n c i p l e of "legri-litv" 1/ 
i s of l i m i t e d s i g n i f i c a n c e . I t i s intended to protect the c i t i z e n agains-
encroachments by the a u t h o r i t i e s , while the econonic, s o c i a l and c u l t u r a l r i ^ t s are 
of a core " p o s i t i v e " character: they imply seme form of benefit provided t y the 
Sta t e . 

1/ This p r i n c i p l e i n o l i e s t h a t the a u t h o r i t i e s must be empowered b;.' s t a t u t o r y 
law adopted by the E a t i o n a l Assembly (the "Storting") i n order to intervene i n the 
sphere of l e g a l r i g h t s o f c i t i z e n s . The imposition of new burdens, a rore s t r i n g e n t 
a p p l i c a t i o n of e x i s t i n g obligations or the deprivation of r i g h t s thus:require 
attthorization by law. I t should be noted th a t t h i s p r i n c i p l e protects a i l 
i n d i v i d u a l s without regard to r a c e , sex, language e t c . 
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These r i g h t s o u ^ t not therefore to be viewed e x c l i i s i r e l y froa a l e g a l point 
o f -view, since the f i n a j i c i a l aspect, evidenced for exanple i n the «np'"'"' 
appropriations, i s a l s o c l e a r l y of great i n t e r e s t . I n the l a s t r e s o r t , i t i s t h e 
p o l i t i c a l w i l l which decides to what extent econonic, s o c i a l and c u l t u r a l r i g i t s are 
to be implecented. l a Ilorvey there has been broad svroport for the welfare s t a t e 
p o l i c y . 

APTICLE 6: CEZ RIGHT TO VOEK 

A. P r i n c i p a l l a v s - a d n i n i s t r a t i v e regulations 

'.' Inl95^*', a new's 110 was incorporated i n the C o n s t i t i t i o n . I t runs as follows: 

" I t i s incmbent on the a u t h o r i t i e s of the State t o create conditions which 
aake i t p o s s i b l e for every person who i s able t o work t o earn h i s l i v i n g by 
h i s work. 

I t i s sacewhat uncertain what the l e g a l s i g n i f i c a n c e of t h i s provision w i l l 
acount t o . I t i s fomulated i n such a manner t h a t i t does not accord the i n d i v i d u a l 
acy r i g h t enforceable by the courts of law. Presinnably i t nust be regarded as a 
manifesto and a binding p o l i t i c a l d e c l a r a t i o n . 

rhe " r i g h t to work" assumes a systematic p o l i c y on employment. The l e g a l 
frasevork for such a p o l i c y i s found i n Act no. 9 of 27 June 19^7 on Measures to 
Promote Enjoyment. Section 1 of t h i s Act runs as follows: 

"The D i r e c t o r a t e of Labour s h a l l keep a c l o s e vatch on the development of 
employment i n t h i s country, s t r i v e t o maintain employment at a stead3- and 
adequate l e v e l and advise the Ministry i n n a t t e r s r e l a t i n g to eaploynect 
and une=ployment. I t s h a l l -

(a) c o l l e c t information regarding enploynent, vinemployment and p o s s i b i l i t i e s 
of employment, seek to e s t a b l i s h the causes of fluctuations i n emplcyment 

- anc produce.surveys of enployment and unerploynent et: regular i n t e r v a l s ; - . 

(b) ' encourage the preparation by government agencies, ccanties and • 
m u n i c i p a l i t i e s of such d e t a i l e d plans f o r public works as can be put i n t o 
operation at short notice to the extent required i n the various parts of 
the country. The Directorate of Labour s h a l l asscccle and keep a summary 
of the plans. I t s h a l l l i k e w i s e endeavour to obtain the f u l l e s t p o s s i b le 
information concerning p r i v a t e plans of work where t h e i r execution w i l l 
have a bearing on the l e v e l of employment; 

( c ) arrange for u s e f u l works t o be undertaken i n times of unemployment, and. 
for works to ^e postponed i n times of manpower shortage where they can be 
deferred without great detriment; 

(d) promote measxnres to hinder or mitigate meo^lcyment, and hereby work for 
the planned and organized developmoit of i n d u s t r i a l l i f e and the 
co-ordination of measures i n s t i t u t e d f o r t h i s purpose; 
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(e) direc-: the Eaploymenr Service S3 as to provide s u i t a b l e employment f o r 
B l l ard s u i t a t l e enpLoyees f o r a l l vacancies; 

( f ) undertake vcca-tionsO. .Tiiidar.ce v i t h the air. o f a s - i s t i n c yo-^is people 
and others vhea chooEix.? a c a r e e r , t r a i n i n g f o r i t and adjusting 
thesiselves t o working l i f e , a s c c 3 - o r d i r s t e a l l o f f i c i a l a c t i v i t i e s 
connected v i t h vocational guidance. 

Furthemore the Directorate of Lateur s h a l l deal w i t h n a t t e r s r e l a t i n g to 
benefits p=yable out of the funds o f the ITational Insurance Scheme under 
Chapter ^ of the n a t i o n a l Insurance Act. 

The i'linistry may i s s u e further d i r e c t i v e s concerning the a c t i v i t i e s of the 
Directorate and entrust i t v i t h duties other than those mentioned i n the 
f i r s t and second paragraphs." 

On 15 August 1977 e White Paper on enploynent p o l i c y (Report to the Storting 
lio, Ik: 1977-75) was suhmitted to F a r l i a z i e n t . The aim o f the enipioyment p o l i c y , 
as defined i n t l i i s 'vhite Paper, £c t h a t everyone "between 17 and 69 years of age vho 
so wishes s h a l l be able to obtain g a i n f u l f u l l - t i n e or p a r t - t i n e enployment o r be 
o f f e r e d f a c i l i t i e s f or s u i t a b l e t r a i n i n g . I n order to a t t a i n such a go£Ll, by means 
of ecoEOnic measures and r e g i o n a l development, the a u t h o r i t i e s w i l l place emphasis 
on creating new Jobs, p a r t i c i i a r l y outside congested a r e a s . The White Paper 
attaches great importance t o proposals f o r measures to ensure that the groups which 
are mDst disadvantaged from the labour market angle s h a l l be offered the p o s s i b i l i t y 
o f obtaining g a i n f u l employment. I t i s expected that the White Paper w i l l be 
debated i n the S t o r t i n g i n the spring of 1976. A summary i n E n g l i s h of Report 
"To. lU to the S t o r t i n g 1977-78 i s enclosed. 

£.i Fre-i chcico o f occuo.aticr. 

The "Right t o work" assumes not only that there i s work, but a l s o that there 
i s free choice o f occupation. Under I.'crverian l a v there i s no general provision ' 
e x p l i c ^ i t l y prescribing-• such a ' r i g h t , al-hough the p r i n c i p l e is-recognized. Mention 
may bs made of,-t.he .follcvinG special r u l e s : ,'-

I t vas f c m e r l y a require=.ent that cnly thr.se professing the Evangelical-
Lutheran f a i t h should be appointed t o higher posts i n the State. The requirenent 
iS;ccn-ected w i t h the f a c t that rhere i s a State Church i n l o r ^ a y , c f . g-2 i n the 
Ccnsti-ution. This requirement i n respect of the profession of f a i t h by holders 
o f higher o f f i c i a l posts has gradually been abolished, so t k a t i t nov applies only 
t o church appointments and teachers a-ctached t o f a c u l t i e s o f theology-. 

g 92 i n the Constitution o r p l i c i t l j ' provides t h a t both men and women may hold 
higher o f f i c e i n the S t a t e . A requirement for appointment to a senior post i n the 
S t a t e i s that the appointee i s a Horwegian n a t i o n a l . 

As an example of a provision which, i n d i r e c t l y r e s t r i c t s the r i g h t to f r e e 
choice of occupation may be mentioned the f a c t that a person applying f o r 
unemployment benefit may, i n c e r t a i n circumstances, be obliged to move to another 
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l o c a l i t y to take up s u i t a b l e vork. I f he r e f u s e s , he v i l l l o s e the r i g h t to the 
d a i l y cash a l l c v a n c e porsuact to chapter IV i n Act No. 12 of I T J u l y 1966 on 
National Insurance. 

A l t h c i g h the choice of cccupatipn i s f r e e i n p r i n c i p l e , i t i s reasonable to 
assuiEe t h a t soaie groups need s p e c i a l help and guidance. T h i s a p p l i e s p a r t i c u l a r l y 
to those cocicg on to the Hcrvegian labour market f o r the f i r s t t i n e . 

Tmnigran": s 

Thef increased inmigration which has occurred f r o c non-Nordic, and l a r g e l y 
inGri-EuropeaE., countries i n recent years has r e s u l t e d i n extra tasks f o r the 
Ecploycent S e r v i c e . This a p p l i e s both i n regard to j o b placements and to the 
need to infonc these enployees of conditions on the Norwegian labour market and 
to help then to adapt i n o t t e r f i e l d s . Thus i n Oslo, where the i t a j o r i t y of 
the imr.igrarrts are found, a s p e c i a l enploynient and information agency for 
for e i g n n a t i o n a l s has been set up. As w e l l a s employnent o f f i c i a l s , l e g a l 
a d v i s e r s asd s o c i a l welfare o f f i c i a l s a r e attached to t h i s department, which 
a l s o includes a s p e c i a l i n t e r p r e t e r s e r v i c e among i t s f u n c t i o n s . 

Bandiea-orec persons 

The Employment S e r v i c e ' s s p e c i a l a c t i v i t i e s i n regsurd to olrtaining work f o r 
handicapped persons (vocational r e h a b i l i t a t i o n ) are an i n t e g r a l part of the 
Employment S e r v i c e ' s ordinary operations. The o b j e c t i v e i s t o acquire a place 
i n ordinary working l i f e f o r the handicapped, whatever the cause of t h e i r problems. 
However, Ilcrway p r a c t i c e s no form of quota system. 

Young pec^DIe 

As part of the e f f o r t to counteract unemployment among young people, s p e c i a l 
programnes have been impleneated. The a i n i s to motivate young peopile to take 
up f u r t h e r education'or vocational t r a i n i n g , or t o provide thee w i t h information 
and job. t r a i n i n g , so t h a t they may obtain work w i t h a f i r m . 

T r i a l projects have beeri started t o help s o c i a l l y disadvantaged c l i e n t s , 
i n p a r t i c u l a r young people with alcohol/drug problecs. 

. At sDce Enploynent Offices t h e r e a r e s t a f f s p e c i a l l y appointed to vork on 
projects f o r young people. 

Von en 

I n 1975 f i v e advisory o f f i c e r s wsre appointed who are e s p e c i a l l y assigned 
to work on matters r e l a t i n g to wocen's employnent. These o f f i c i a l s a r e placed 
i n d i f f e r e n t counties. Atjart from t h i s e xternal work aimed a t the p u b l i c , 
extensive information measures have been implemented i n t e r n a l l y within the 
s e r v i c e r e l a t i n g t o women's s p e c i a l problems i n working l i f e . 

S p e c i a l two-four weeks voc a t i o n a l guidance progranmes f o r wocen over 20 years 
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of age have been arranged. These prcgrasmes are intended for adult women who hav. 
l o s t t h e i r work and -Hoiiien not previously in. the labour f o r c e . 

E.2 P o l i c i e s ani techniques to achieve steadr eccnomic, s o c i a l and c n i l t u r a l 
develcprent 

During the present econonic r e c e s s i o n s p e c i a l e f f o r t s were n e e i e i to 
maintain the l e v e l of employment. 

Horwegian enploj-nent policy has placed s p e c i a l emphasis on s e l e c - i v e mearares 
of d i f f e r e n t kinds. One of the main p r i n c i p l e s underlying the shapinr of 
p o l i c y measures has been to enable employees t c c a r r y on with t h e i r usual ^obs 
for as long as possib l e . Only when t h i s f a i l s a r e other measures t c be introduced, 
as a second l i n e of defence, to provide a l t e r n a t i v e jobs for the xinemployed. 
Unemployment benefit i s regarded as a l a s t r e s o r t . 

I n keeping with t h i s general p r i n c i p l e , a s e r i e s of new measures has teen 
added to the prograrme of p r a c t i c a l labour market p o l i c y . E x t r a employment 
has been created by bringing fcr'wnrd national and l o c a l government p r o j e c t s , 
above a l l i n the building and constrxi^tion sectors ( i n f r a s t r u c t u r e ! investments 
e t c . ) . Over and above these investment p r o j e c t s , " s i n g l e work places* have 
been organized during the current r e c e s s i o n . These are work places within 
the public administration, s o c i a l s e r v i c e s end public health, the envii'onmental 
sector e t c . This has served to widen the rarige of extra employment opportunities 
for the benefit of additional groups of app l i c a n t s , e.g. women, young persons ani 
the occupationally handicapped. About ^̂ 0 per cent of persons i n extra 
emplojinent of t h i s kind have been employed a t these ''single \rork pla-ces". 

On-plant t r a i n i n g has been added to the adult vocational educational 
programme as a su i t a b l e a l t e r n a t i v e to l a y - o f f s and d i s m i s s a l s . Roushly one t h i r d 
of the persons a f f e c t e d by t r a i n i n g measures undergo on-plant t r a i n i n g . 

Great importeince has been-attached to a. special programme, to ccur.teract.: 
unemployment aconr young persons, and several new expedients have been t r i e d CTer 
and abDve r e l i e f vork i n the form of "single work places'' and grants tovard • • 
on-plant'trainir.g.. These "grants have been m i l to- employers taking: or. youn^': 
people on a cas'-al basis ( i . e . for. "single t o r k places." i n priva'te e n t e r p r i s e ) . V;-̂  

Kore than 15,000 persons vrere i n emplô .-ment i n March 1976 as a r e s u l t of \, 
these s p e c i a l , job c r e a t i o n measures." 

Several nev forms of support - l i q u i d i t y loans, i n t e r e s t gran'is towards 
s t o c k p i l i n g production, operational grants - have been added to the catalogue of 
preventive measures,, i . e . the f i r s t l i n e of defence. These measures have 
attained quite considerable proportions. The number of persons employed by 
firms r e c e i v i n g l i q u i d i t y loans i s a l r o s t 5C,003, -while 10-15,000 are employed 
by firms r e c e i v i n g i n t e r e s t s grants. Altogether the three forms of support 
are estimated to have a f f e c t e d 10-20 per cent of the country's t o t a l i n d u s t r i a l 
labour f o r c e . 

file:///rork
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B.3 Ileasures t o ensure the "best possible orpaniza-tior. c f the emplo>'gent narket 

The o f f i c i a l nsnrover p o l i c y i s c e n t r a l i z e d uaier the M i n i s t r y of Local 
Government and Latour (Konmunal-og arbeids-dersirteaentet). 

Subordinate i n s t i t u t i o n s , such as the Directorate of Labour 
( A r b e i d s d i r e k t c r a t e t ) , and the Regional D-evelormeat T-cni ( D i s t r i k t e n e s . 
utbyggingsfond), are consultative and executive bodies f o r the M i n i s t r y . As a 
general r u l e , executive bodies make suggestions to the ! ' i n i s t r y on the 
implementation of s p e c i f i c measures. The I l i n i s t r r evaluates the essence of the 
suggestions, p a r t i c u l a r l y t h e i r p o l i t i c a l i m p l i c a t i o n s , and considers the 
f i n a n c i a l arid" l e g ^ l aspects of the proposals made. I f deemed appropriate, the 
i l i n l s t r y may -forvard the proposals t o the Covernme'nt f o r consideration. 

The manpower p o l i c y i s o u t l i n e d i n corxexion v i t t the annual f i s c a l and 
national budgets and the Long Term Programme (four years). Further, the manpower 
po l i c y emerges i n connexion w i t h the preparation and framing of l e g i s l a t i o n , 
as w e l l as i n the handling of current p r a c t i c a l issues. F i n a l l y , the manpovcr 
pol i c y i s shaped i n ccnmexion w i t h c e r t a i n government reports (white papers) 
preseirted to the S t o r t i n g . 

The c o l l e c t i o n and analysis of employment s t a t i s t i c s i s an important part 
of manpower planning rrocediires. 

The s t a t i s t i c s concerning re^^istered t o t a l l y unemployed based on the l o c a l 
Employment Offices play a c e n t r a l r o l e i r . assessing t h e labour market. The 
f c i l o w i n g characterestics of the unemployed are r e g u l a r l y a v a i l a b l e : sex 
(monthly), counties, labour market d i s t r i c t s and n r a n i c i p a l i t i e s (monthly), age 
(Jan-uary, A p r i l , J u l y , September and Ilovember), duration of unemployment ( f i v e 
groups - January and September). 

The main figvires are available s h o r t l y a f t e r the reference date (the l e s t 
working day of the month). These s t a t i s t i c s are part o f the current monthly 
s t a t i s t i c s coneerning the flow of applicants f o r vork^ As of the end of each : 
nopth, f i g u r e s are available f o r applicants f o r wor!; specified by f u l l y eipioyed, 
p a r t i a l l y employed, az-i t o t a l l y unemployed. 

Another source 6 f unemployment s t a t i s t i c s i s the a;jarterly Labour Force 
Sample Surveys (Arbeids>raftundersg{kelser). 2 / Tbe suveys provide supplementary 
information concerning the unemployed (ncn-employed persons seeking work). 

The monthly r t a t i s t i c s concerning vacancies registered at the l o c a l 
Employment Offices belong t o the "leading" c y c l i c a l i n d i c a t o r s . The Directorate 
of Labour conducts a sample survey i n Octoter each year t o estimate the t o t a l 
uncovered demand f o r manpower i n the manulactioring, b u i l d i n g and construction 
i n d u s t r i e s . 

2/ Abbreviated AEU. 
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On the basis o f the s t a t i s t i c s concerning apolicants f c r work and vacancies, 
the Directorate o f Labaar publishes a so-called ticratness i n d i c a t o r each month 
(the stock of vacancies regi s t e r e d at the beginning of the conth plus the f l o r 
of nev vacancies r e s i s t e r e d din-ing the month conputed as a percentage o f the 
correspcnding f i g u r e s concerning applicants f o r v o r i ) . 

The current s t a t i s t i c s concerning Troduction cutbacks reix>rted t o the 
Directorate o f Labour (dismissals, l a y - o f f s , and reduced vorking hours) include 
companies which implement production cutbacks i n v o l v i n g more than 10 persons 
w i t h i n a month. . 

• • 
During the past two years a monthly series has been rrcduced concerning 

en-nlo.TOent (actual and six norths forecast) associated v l t h s e lective emt)loyr:er:t 
measiures specified by eacn type o f neasitre, county, young persons and sex. 

The ra,in source o f enplosment s t a t i s t i c s i s the qu a r t e r l y Labour Force Sanole 
Surveys. As a r e s u l t of the sarpling error and changes i n the questionnaire etc.. 
these employment s t a t i s t i c s have so f a r been o f only l i m i t e d value as a 
c j - c l i c a l i n d i c a t o r . Another serious s h o r t - c c r i n - i s ^ h r t r e l i a b l e f i " u r c s rjrt not 
available f o r geographic areas. 

To attempt t o comp-ensate f o r the geographic shor^-ccrurrs of the AKU f i r u r e s , 
nev regional employment s t a t i s t i c s iave been published ;;ir.v'v. the f i r s t quarter 
of 1975J covering mining, manufacturing and b u i l d i n g and construction. 

Beginning i n 1973, reasonably complete and d e t a i l e d s t a t i s t i c s (January and 
August) have been produced concerning employment i n i n d i v i d u a l firms engaged i n 
o i l a c t i v i t i e s c l o s e l y r e l a t e d t o the production o f crude o i l and natural gas 
in the liOrth Sea. Foreign nationals employed i n o i l a c t i v i t i e s are sp e c i f i e d . 

B.lt Technical and vocational ̂ i d a n c e and t r a i n i n g profygnr.es 

. Vocational guidance i s . c a r r i e d out i n co-operation between the labovtr 
narket and the educational a u t h c r i t i e s . The guidelines f c r t h i s co-operation = • 
have teen drawn up by a special body, the Co-ordinating Co3=.ittee f o r Vocational. 
Giiidar.C£. The Committes, which i s cocposei of representatives f r c n t h e . 
d i f f e r e n t types of schools'and f r o n the Enplo\Tnent Service, has r e c e n t l y been ' ' 
reorrsnized t o r^llov tctr. er_plo-.-eeE and erploycrs'to be represented. ' The • 
Directorate of Labour acts as the secretariat o f the Conmittee. 

The educational a u t h o r i t i e s and the liiployment Service have co-operated i n 
developing and organizing vocational guidance i n the schools. Vocational 
o r i e n t a t i o n i s a special subject i n the seventh, eighth and n i n t h grades o f the 
compulsory elementary school. 

P r a c t i c a l vocational guidance has been introduce-i as a fvirther supplaaent. 
Pupils, predominantly i n the eighth and n i n t h grades, usually spend at l e a s t 
one week receiving "on-tbe-Job experience". 
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l a secondary education, such as upper secondary schools, f o l k high schools, 
teachers' t r a i n i n g schools e t c . , v c c a t i o n a l guidance i s c a r r i e d out according 
to prograrznes drawn up by the Directorate of Labour, llorecver, i n co-operation 
with various i n s t i t u t i o n s , the Enployment Se r v i c e gives information and 
guidance to upper secondary school students, by s p e c i a l arrangements a l l over the 
country'. 

The Vocational Guidance Service co-operates with student advisors a t 
u n i v e r s i t i e s , i n s t i t u t i o n s of higher l e a r n i n g and other t r a i n i n g i n s t i t u t i o n s . 

Vocational guidance for adults plays an i n c r e a s i n g l y important r o l e . For 
waiien, mostly married wOTien, wishing to f i n d out a b c j t t h e i r labour market 
opportunities, s p e c i a l information courses are arrar^ed in many counties. 

I n 197̂ + a six-week programme was s t a r t e d to counteract the increasing 
unemployment among young people ( l 6 - 2 0 years of age). The model programme 
consisted of 'Jcrking periods i n d i f f e r e n t uudertakings or i n d i f f e r e n t s e c t i o n s 
i n the same undertal^ing. One day each week vas reserved for general and 
i n d i v i d u a l vocationsd guidance. The general v o c a t i o n a l guidance included 
information on working conditions, on r i g h t s and o b l i g a t i o n s i n employment and 
on the r e s p e c t i v e functions and t a s k s of the workers' and mployers* organizations. 

Tvo-four week vocational guidance programmes are, a l s o , arranged f o r women 
over 20 years of age, see B ( l ) . . • 

A programme on v o c a t i o n a l guidance for mentally d e f i c i e n t yoimg people has 
been o u t l i n e d . Further adaptation i s i n progress. 

The o b j e c t i v e of vocational t r a i n i n g for a d u l t s i s , f i r s t and foremost, to 
c r e a t e vork p o s s i b i l i t i e s f o r the TOrkers vho need t r a i n i n g i n order to acquire 
a s u i t a b l e i stable occupation. The t r a i n i n g i s a l s o planned so as t o q u a l i f y 
the t r a i n e e s to cover the current need for manpower on the labour m ^ l i e t . 

An e f f o r t i s being made to provide a. vide v a r i e t y of coirrses at the same , 
, time, as,there must be a high decree of f l e x i b i l i t y i n what these courses o f f e r -
Thus i t should be possible to s t a r t courses at short notice vhen conditions on ; 
the labour market make t h i s necesssxy. 

B.5 Frotection against a r b i t r a r y termination of employment r 

The r u l e s concerning protection against unvarranted notice to leave are 
contained i n the Act of U February 1977 r e l a t i n g to Worker Protection and the 
Working Environment. 3 / 

Kotice to leave i s subject t o s p e c i f i c formal requirenents. Tae employer must 
giv e the notice to leave i n w r i t i n g and i t must be delivered personally to the 
employee or be sent to him by r e g i s t e r e d post. 

3/ See l i s t of reference material appended to t h i s report. 
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The notice to leave s h a l l i n f o n i the ecployee of h i s r i g h t to demand 
negotiations and to i n s t i t u t e l e g a l proceedings and of the t i m e - l i m i t s a p p l i c a b l e . 
The employee ray demand to be t o l d the grounds for notice to l e a v e . 

I n order to be v a l i d , the notice to leave must be warranted by s u f f i c i e n t 
grounds. I t would not be s u f f i c i e n t l y warranted to l a y o f f an employee on the 
grounds of c u r t a i l e d operations or r a t i o n a l i z a t i o n measures i f the employer can 
provide some other s u i t a b l e voru i n the e n t e r p r i s e . 

I f an employee i s given notice to leave during s i c k leave or pregnancy, 
the ecployer mrust produce evidence that there are other v a l i d grounds for notice 
to leave. 

The Working Environment Act provides for longer periods of notice than were 
required previously. For employees with l e s s than f i v e years i n the e n t e r p r i s e ' s 
employ, the period of notice i s g e n e r a l l y one month. For employees with more 
than f i v e years i n the e n t e r p r i s e ' s employ, a minimiim of two months' notice i s 
required. 

Piserj-rm'nation i n appointment to jobs and notice to leave 

There i s . no l e g i s l a t i o n i n Norway which expressly s t a t e s t h a t there i s any 
protection against d i s c r i m i n a t i o n a s regards the r i g h t to obtain work and against 
a r b i t r a r y termination of employment. 

However, as regsurds posts i n the public administration i t may be assumed 
that the p r i n c i p l e of e q u a l i t y embodied i n administrative law and the Penal 
Code's provisions r e l a t i n g to r e s p o n s i b i l i t y f or a c t s committed during public 
s e r v i c e vllL be a p p l i c a b l e . 

For work i n the p r i v a t e sector, §UlO of the General Penal Code may be 
appl i c a b l e . I t provides for the punishment of anyone who, contrary to the law, 
refuses to take a .person-into ~;0r .discharges a person fron h i s s e r v i c e , when an : ^ 
undertaliing already e x i s t s to take t h a t person into or keep that person, i n h i s 
s e r v i c e . However, t h i s provision i s only applicable i n cases v h e r e a n employment 
contract e x i s t s . . As. mentioned abcve, the Working Environment Act (Act No. U of. 
k February ,1977)• provides protection against discriminatory notice to l e a v e . 
F i n a l l y , the provisions of the general wage settlements provide a c e r t a i n extent 
of protection against d i f f e r i n g conditions of employment for the sector of . • 
industry they cover. 

F i n a l l y , , i t may be mentioned tha t the Government has s u t e i t t e d a B i l l for 
Eq u a l i t y of Status between the Sexes, see B i l l to the Odelsting, No. 1 (1977-78). V 
The f i r s t paragraph of clause h i n t h i s B i l l p r o h i b i t s discriminatory treatment 
of women and men, i . a . as regards appointment and notice to le a v e . : 

k j A translation w i l l be foriarded when available. 

/.. 
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B-6 Protection against unem-nlo^iaent 

See i t en B .2 . 

C. S t a t i s t i c a l and other information 

I n 197^ the ITorvegian economy vas c h t r t c t e r i z e d by a very high l e v e l of 
capacity e x p l o i t a t i o n . Toivards the end of the year, hovever, f o r e i g n demand began 
to decline, and t h i s r e s u l t e d , towards the end of the year, i n a c e r t a i n decline 
i n the numbers o f nev vacancies. Unemploraent gradually rose during the f i r s t 
h a l f of 1975 and subsequently. 

i,: . I n l i a r c h 1975 t h i s development prompted discussions between various 
ministries^, together w i t h the Norwegian Labour Z'ariiet Board. I n the l ^ g i n n i n g 
.of Ilay 1975 these discussions r e s u l t e d i n a govern::ent b i l l for supplementary 
employment incentive a l l o c a t i o n s t o t a l l i n g some ri-:r. 200 m. 

I n May 1975, by l A i c h time the r e c e s s i o n had become s t i l l more apparent, 
the Government i n s t r u c t e d the Labour Market Board to draw ur a concrete a c t i o n 
programme for the approaching winter season. T h i s a c t i o n programme was presented 
to the Government i n mid-July 1975. 

A government b i l l based on the a c t i o n programme and providing for 
employment in c e n t i v e s t o t a l l i n g some Nkr. 500 m. was presented i n September. 
The measures thus provided for included a stepping ur of public p r o j e c t s and 
labour narket t r a i n i n g , bat a l s o measures t o improve the a b i l i t y of f i r m s to 
continue production. 

Successive additions were made to t h i s T3rosran:te during the winter and 
spring of 1975-76, see a l s o item B . ( 2 ) . 

According to the Central Bureau of S t a t i s t i c s ' manpover survev, the t o t a l 
average- emplojuent. f i g u r e ' i n .;1976 \ja,s 1,771,000,. being 1,03 3-.300 {Cl per cent) men 
and 663 ,000 (39 per cent)- women. The t o t a l enplc;.t:er.t f i ^ - i r e represen-ed 
63 per cent c f a l l persons between I 6 ani T l ye^rs of. age. Fcr ner.' the • 
employment percentage was 77 and f o r wczen kS. Qf tl.e e-rlcyed, 1,5C3,C30 ' 
(05 per cent) vere wa^e-earning and the rerainder either self-erxlcyed or voT]:ir\f, 
i n a family concern. 

Of employed persons i n g a i n f u l work, 73.000 (J- t e r cent) stated they had 
a working week of 1-9 hoiu-s. For 107,000 iC per cent) i t was 10-1$ hours, f c r 
158,000 (10 per cent) 23-29 hours and f o r i,273.C3:'(77 per cent) over 33 hours. 
The average vorking t i n e per week i n %rarl: outside the hose v i s considerably less . 
for women than f o r men, 30 hours as agains* U2 hours. Tne average number of 
working hours per v;eek has dropped from 19T5 to 1976 f o r both men cxd women. 

For the f i r s t h a l f of 1976 the unemployment f i g u r e was much higher than f o r 
the corresponding period i n 1975 and than the usual l e v e l of the preceding years. 
From the beginning of September, however, iinemployiLent was s l i g h t l y lovTer than i t 
had been a year e a r l i e r . T h i s indicated the e f f e c t of the ge n e r a l l y better s t a t e 
of the labour c a r k e t . 
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The unenplc^.n^r.t fi£-ire registered by the Tn-plcrmcnt £er-/ice i n 1 9 7 o \r3.s 
on average 1 9 i 9 C O . I n r e l a t i o n t o the t o t a l labour force t h i s anountei to 
1 . 3 per cent. Tne proportion of vcmen cocprisc-d i r the t o t a l unenplo,\Tient fig^-re 
has r i s e n i n recent years from 27 . 1 per cent i n 1S73 to 3^.1 per cent, 
35 . ' ^ per cent and 35.Q per cent ir. 197^^, 1975 and 1976 r e s p e c t i v e l y . 

D i f f i c T i l t i e s a f f e c t i n f ; th-e depree of r e a l i z a t i o n of the r i g h t t c vork 

\.'onien 

There are considerably t o r e vonen looking f o r jobs than there are jobs 
av a i l a b l e . The nunber of vonen employed i n sparsely populated areas i s very much 
less than i n b u i l t up areas. The t r a d i t i o n a l d i v i s i o n i n t o "men's occupations'' 
and "•women's occupations" i n many branches and enterprises also proves an 
obstacle to many vpmen i n obtaining work. 

In 1975 woaen represented someviiat over 37 per cent of the t o t a l number of 
anployed persons. Only abcut 60 per cent of these women work more than 30 hours 
per' week i n g a i n f u l employment. . The remainder, i . e . hO per cent, work part-time. 
The greatest increase i n the number o f women i n employment has occurred i n t h i s 
l a t t e r group. 

The proportion of women was highest i n the service sector and i n Jobs i n 
the r e t a i l trade, h c t e l and restaurant sector. Over 65 per cent of a l l employed 
women wcrk i n these tvo economic sectors. The lowest percentage of women (only 
5.U per cent) i s to be fcrumi i n the b u i l d i n g and construction sector. 

The number of vcren seeking jobs has increased from 197^ to 1976, probably 
due t o the f a c t that mere and more women wish t o work outside the home. 

The established pattern of t r a d i t i o n a l r o l e s i n the f a m i l y i s l a r g e l y 
responsible f o r •women having less opportunity t o p a r t i c i p a t e i n v c r k i n g . l i f e on ; :. 
tlie same terms as men.' -11.6, a v a i l a b i l i t y of more n-ursery schccls v i l l represent 
an important factor when i t . comes, tc having more vror.en i n worhinc l i f e . I n 1975 -
a new statute r e l a t i n g ' t o r.:irsery scho-ols t o meet the local, requirenent s-vas.,,. -r;, 
passed, .5. / The Act makes the mu n i c i p a l i t i e s , responsible f o r planning the 
necessai^ expansion of nursery schools. 

I n 1977 the gcvernment grants t o nursery schools on average cover 3C per cent ̂  
of the running costs, i i e . an increase of 10 per cent since 1975. 

Ey f a r the greatest derree. of r e s p o n s i b i l i t y i n respect c f ch i l d r e n i s s t i l l 
placed on women, and th e scarcity of places i n nursery schools and other f a c i l i t i e s 
f o r child-minding mean that women sire cut o f f from workir^ l i f e f o r many years. 
The long i n t e r r u p t i o n i n working l i f e i s i n t u r n one of the main reasons v/hy 
women generally hold lower positions and have lover pay. 

^/ See foot-note 3. 

I , 
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At t o t h t;ie national and the I.'ordic l e v e l , endeavours are beinr cade t o 
expand adult education because of i t s inportance f o r r e - t r a i n i n g schemes and f o r 
housevives vishir.5 t o p a r t i c i p a t e i n working l i f e . 

I l l AFriCi:: 7-. TK" I^JGHT T O J U S T M:D FAVOL'RiBLE C O I I D I T T O ' I S OF VC:3K 

A. Eemuneration 

A.l Lavs and rer-^lations 

I n rprvjay the l e v e l of wages i s i n p r i n c i p l e determined on the basis of 
•• Jnls'o'tis.-i'bns ani agreenents between the p a r t i e s concerned, irornally the Government 
• plays no part i n t h i s . L i t t l e upe hes been made of the voluntary arra.ncement 
•.'jby which a Vages Eoard i s placed at the disposal of the parties purs-aant t o 
•Act Eo. 7 of 19 December 1952 concerning the Wages Eoard i n Lahour Disputes. C^/ 
The use c f a comrulsory Vfages Eoard can only be considered when the p o l i t i c a l 
organs of the State consider t h a t a sp e c i f i c labour dispute threatens v i t a l 
public i n t e r e s t s of an economic or other nature (see also below under the 
heading: Right t o s t r i k e ) . Act No. 2 of 15 February 19l8 on Eome In d u s t r i e s 
i s the only statute now i n force which contains provisions f o r e s t a b l i s h i n g a 
minimum wage arrangement. 

The system of- wage agreements nov practised i s dependent on the existence 
of labour dispute l e g i s l a t i o n comprising tvro statutes - the Act o f 5 Ilay 1927, C/ 
w i t h subsequent amendments, r e l a t i n g t o labour disputes i n respect of the p r i v a t e 
and muiiicipal sector and the Act of l 5 J u l y 1958, 6/ w i t h subsequent amendments, 
r e l a t i n g t o public service disputes i n respect of the public sector. 

A.2 P r i n c i n s l methods used f o r f i x i n g v.-ages 

v:h£re the p a r t i e s (the I'orvregian Employers' Confederation c r the employers 
on the cne hand ani the trade unions on the other) do not reach arrreenent on the 
substance of the wage agreement, the c o n f l i c t i s submitted,, p-irsuant to the 

" atove-aentior.ed Acts,-to a r b i t r a t i o n vhich usually leads t o the wa^te agreement'-
-'being successfully negotiated.. 

. I n rare cases the agreement i s orJLy arrived at a f t e r the vcrkers have c a l l e d 
a s t r i k e 3.ni a f t e r neV a r b i t r a t i o n has taken, place. I t i s even rarer f o r pay 
ar.l terns of employment t o be l a i d dovn by the Wapes Eoard (see item A.l above). 

The catetories of employees vrhose ray i s not based on vaje a.;T;reements may 
be divided i n t o four groups:. ,. ' 

(a) groups comprising highly-paid s t a f f occupying positions of p a r t i c u l a r 
t r u s t i n the p r i v a t e sector. I t i s d i f f i c u l t t o c i t e figures since seme of these 
groups, f o r example c i v i l engineers, are p a r t l y covered by ^rajre apreernents. This 
also applies t o a few leading posts i n the l o c a l and ce n t r a l administration; 

6/ See foot-note 3.. 



Hr-.-lisr. 

(b) -r-'lcrerts r a i n l ; - en-&f-ed i n s r ^ l l er-t-rrr ris.z-s vhere r a i t h e r tLe ernlcver 
r.cr the er-loyees ere r.errrers of crr&nized associ?:ticr-s cr unions. Tr.is 
te estir.= t ^ d at SZTJ= 10,OCO of the t c t ^ J vzrV. force of abcut 1.2 r i l l i o r . it. lior-rav: 

(c) dcne£-ic r.elp > cleanir.- as-ti^ts-nts, etc. i n pri v a t e househtlir o r i 
parri-tiiLe pcsixiozs i n f i m s . This rrcur too ar.c-irts t c a consicerarle r.^.':er: 

(d) er>loyeeE ( a l t ore the r several h-x^ired) vhc are covered bv the / . t t c f 
15 Februar;- 19l6 r e l a t i n f r t o Kccie I n d u c t r i e s , the cc.lect of t h i s statute : e i n ^ tc 
er.sure that t h e i r r i r . - j i e r a t i o n keeps T-,£;ce A-ith the rer.eral vare d r i f t , yet i n such., 
a way that hor.e industries are nat ousted fron the rarhet. This i s the ztly sectcr 
w i t h ninir.-jr. ray l e - i s l a t i o n . 

A. 3 Worhers' r e r ; j j i r r a t i o n ether than r c r a l a r va,-es 

In the private Gector there i s a iride ran-ce c f nar systems, varj-ir.r f r c r . 
pure or p a r t i a l piece-rate systems t o d i f f e r e n t fcrcs of bonus or pre luetic::: 
premiums. There are no temporar;,'- supplements cn the prcunds of increased l i v i n r 
costs. However, i t i s usual f o r the tvo-year rafc acreenents to.inccrpcrate clauses 
allcwing f c r index re^nilation. The r e s u l t of these represents a -errar.ent eler.er.t 
i n wages. 

A.k S t a t i s t i c a l data showinr the evolution of the levels o f remuneration and the 
cost c f l i v i n r 

The r e l a t i o n s h i p between the l e v e l of pa- and the cost of l i v i z f v'cor.Huner 
price index) over a IC-year period i s a^r-rent frcr. the figures t i l t v . Thr -'ear 
1967 has beer, taken as the base and the figures rrive the average pa- f c r \.-ir/.er3, 
CG-rrisinr a l l adi.lt n:en and a l l adult -..-cr.en v i t n i n the ray spherr ccverel t " the 
ricri-erian Ernrloyers' Confederation. Av-.rtce va-es include special £u-plertcr.t= such 
as piece-rate pay, tonuses, etc. 

Y-ear 
. Adult / i \ ; l t • , Ccnsur^rr ' 

Y-ear ' v-.-ien index 

:V. IGOV . . IC'O 
'107\- • 109 . 103 

i?6p.: , 117 . 119 1C7 
1P73 ' 131 • 131- 118 

1?71 , 1U7 • - -51 , 125 
1?72 : 160 166 l:h 

1?73 176 181 l U 
206 217 158 

1975 2U7 265 176 
1976 286 3lU 193 

The pay of employees i n the l o c a l and c e n t r a l administration ma" be assoued 
to have followed the sane trend. 

http://adi.lt
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A.5 l a u a l uay f c r vorl: c f &3ual value 

Irmi-r.M'.t? 

On accQ-jn" c f the previouslv mentioned increased i r i n i r r a t i o n of foreir.-
wcrhers, i t Las becore arrarent t h a t there i s a need to see t h a t these vorkers are 
net errployed at lor-'er rates of pay and on less pood terr-s than ITon-eriars. A b i l l 
i s at present beinn prepared vhich val]. resxilt i n the r i a r t i c u l a r enplovee 
orrani z e t i o n exercisinfT' t h i s c o n t r o l f u n c t i o n . 

Since' 1972'the'Hcual Status Council hr.s c a r r i e d or. the work of the Equal Pay 
Council on' questions r e l a t e d t o equal pay f o r men and women. I n !Iay 1977, t h r 
Equfil Status Council stated as follows: 

"Pay trends i n industrj' ar^d f o r sore branches i n the r e t a i l trade sector 
show that the level s of vonen's and men's pay came closer t o one a.iother i n 
the 1970s. For c l e r i c a l s t a f f i n i n d u s t r i a l enterprises, however, there has 
been a decline i n the average rate of wonen's pay as a percentage of m-sn's r a - . 

I n 1975 women's average hourly xrages i n industry represented i n a l l 79 per cent 
of men's. I n the f o u r t h quarter o f 1976, women's averare eamincs vere 
79.3 per cent o f men's hourly wages. I n over t\:o t h i r d s o f a l l branches o f 
industry women earned somewhat above 85 per cent o f men's earnings f o r c l e r i c a l 
s t a f f w i t h simple vork routines. I n i n d u s t r i a l enterprises the average monthly 
pay f o r women was 82 per cent of that f o r men i n 1976, while f o r o f f i c e s t a f f 
w i t h vork r e q u i r i n g higher q u a l i f i c a t i o n s the difference was sli.rhcly l e s s . 

Tne recciarendation. from the committee appointed t o enquire i n t o the pay statur-
of women's occupations w i t h i n the public sector was taken up f o r consideration 
i n connection with the drawing up o f a new pay systen i n the govemr.er.t 
administration. The new pav system,. introduced i n 1 9 7 6 , covers, i n t e r a l i a , 

' improved pay for the lo'.-est-paid post'catef o r i e s , which rreans • an inpr-'vercr.t 
' i n the s i t u a t i c n for vorer.. i n p a r t i c u l a r , Furthenr.ore, there has beer. scr:e/r 
inprovenent i n the pav .status i n the interr.ediate levels where recrui-r.-s.'-.t-is 
lar^(^ely based cn vor.en, f c r exanple, nurses , pre-school teacher:^, etc. 

Recent wage settlements have advocated r a i s i n g pay rates f o r the l o v - r a i d 
categories, f o r exemple by novinf: several of the lowest-paid catefiories up one 
l e v e l . By the vâ ê settlement o f spring 1976, the lo'.r-pay supplener.ts were 
most of a l l to the advantage of women. The same trend was noted i n the general: 
wages settlement o f 1977." 

The Government B i l l Q Q Equal Status (Ot. prop. nr. 1 (1977-78)) includes 
clauses r e l a t i n g t o equal pay f o r equal work f o r the same employer. As already 
mentioned, the b i l l also contains other clauses intended t o prevent discrimination 
i n the employment sector ( i n regard t o appointment, promotion, notice t o leave or 
redundancy leave). 
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An equal s t a t u s ocbudsnan end a {jrievances board for e r u a l status questions 
v i l l f a c i l i t ; . c e the inpleaientation of the Act. 

k.(i Fr.ir ri::i---;ir-ticn - u i f f i c :Jt.i-r--i: •r.d vrc. 

Through the comprehensive va^es r e v i s i o n effected i n the spring c f 1Q76 and 
the pay regiJ.ation arrangements for the succr.d :vr-. .rent yc:r ir. t i . ^ sr-rii.:- of 1977 
agreement vas reached on the s o - c a l l e d Comprehensive Incomes Settlement. To reduce 
the r i s e i n p r i c e s and tfce i n f l a t i o n vhich would i n e v i t a b l y r e s u l t from a 
conventional wage settlement i n these y e a r s , the State a u t h o r i t i e s declared 
themselves w i l l i n g to p a r t i c i p a t e through reduced taxes and othejr pledges of 
economic s i g n i f i c a n c e adjusted to meet such cutbacks as the p a r t i e s t c the 
settlement might agree on. The arrangements a r r i v e d a t f o r these years, however, 
are not to be regarded as an i n d i c a t i o n of any new and permanent form of wages 
settlement. 

B. Safe and healthy working conditions 

B . l Princir::! l a v s 

The Act of k Februai^' 1977 r e l a t i n g to Worker Protection and the Working 
Environment entered into force on 1 J u l y t h i s year. The Act superseded the e a r l i e r 
Workers' Protection Act of 7 Decenber 1956. The o b j e c t i v e s o f the Working 
Environment Act are: 

1. to secure •. v o r k i n : envircment v:hich affords the trcrkers f u l l s e c u r i t y 
against harmful p h y s i c a l and mental influences and which has s a f e t y , occupational 
hygiene and welfare standards that correspond to the l e v e l of technological and 
s o c i a l development of the society a t l a r g e at any time*. 

2. to secure sound contract c c n c i t i c n s end meaningful occupation f o r the 
i n d i v i d u a l employee: 

3. -̂  : to'provide a. b a s i s A/hereby-the enter p r i s e s themsiilves can solve t h e i r ; .̂  ; ,: 
working environment problems i n co-operation with the organisations.of employers and 
employees under the supervision and guidance of the public a u t h o r i t i e s . t^.-

The Working liivironmental Act b a s i c a l l y covers a l l e n t e r p r i s e s that engage ; ' 
employees, including emplcyees working on f i x e d i n s t a l l a t i o n s i n the o i l industry 
on the Norwegian continental s h e l f . The following are exempt from the Act: 

( a ) shipping, hunting and f i s h i n g , including processing: of the catch on board 
s h i p ; _ ^ • 

(b) a v i a t i o n ; 

( c ) a g r i c u l t u r e and other ente r p r i s e s covered by the Act r e l a t i n g to working 
conditions for a g r i c u l t u r a l workers. 

Conditions i n these i n d u s t r i e s have been considered to be of such a s p e c i a l 
nature that i t has been d e s i r a b l e to have separate l e g i s l a t i o n i n these s e c t o r s . 
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The Vorkinc Envircnment Act contains rules on the general re2u:reir.cnts 
concerninc the vorking environment. I t is stated that the working environment 
s h a l l he f u l l y s a t i s f a c t o r y whtr. the factors i n the vorkinG eiv.-ircnnent t h a t may 
influence the mental and physical health and welfare of the workers are Jud-ed 
separately and c o l l e c t i v e l y . FurthermDre, the Act contains, i n t e r a l i a , rules on 
the ri£;ht t c leave of absence i r . the event of pregnancy and conf inenent, the 
orcanization of safety/worker p r o t e c t i o n services, vork dene by children a n i younc 
people, engagement, notice to leave ani dismissal, v o r k i n f hours, the orGanization 
of the Labour Inspection, and penal t i e s . 

B.2 Frincir:::! f.rrar-ecents and rrocr-.j-ires t o (;r«r-.;rc> thr:t theg:- r r o v i f l c r - 3 ure 
e f f e c t i v e l y rc::p>.:cted 

The Labour Inspection c a r r i e s out inspections t o ensure t h a t the provisions 
contained i n or issued pursuant t o the Act are observed. 

The Directorate of Labour Inspection d i r e c t s the a c t i v i t i e s c f the Labour 
Inspection vhich i n the regional areas i s organized as a l o c a l Labour Inspection 
c o n s i s t i n g of d i s t r i c t o f f i c e s w i t h appurtenant d i v i s i o n a l o f f i c e s . 

One of the main objectives o f the Act i s t o ensure t h a t the workers themselves 
s h a l l p a r t i c i p a t e in and have an influence on the creation of the vorkinr* 
environment. I t . i s hoped t o esta b l i s h a basis f o r increased worker p a r t i c i p a t i o n 
through the organized safety and environment work in the enterprises. 

Special working envirorment committees s h a l l be set up i n enterprises v i t h at 
le a s t 50 employees. At the request of any of the p a r t i e s i n the enterprises, a 
vcrking environment committee s h a l l also be set up i n an enterprise v i t h betveen 
2C and 50 employees. 

The vcrking environment committee s h a l l consider a l l plans t h a t may be of 
material significance f o r the working environment. I t s h a l l alsc study a l l reports 
r e l a t i n g t c cccupationai diseases and occupational accidents and see that steps are 
taken to prevent recurrence.- • ^ ' ; ' ' ' 

• The vcrkinrr enviroriment coitriittees may resolve that'the enplcyer s h a l l , f o r 
example, make- any necessary te s t s and. e f f e c t necessary concrete.measur.es t o iciprove 
the working environment, w i t h i n the framework, of the provisions s t i p u l a t e d in^ or 
pursuant t c the Act. The committee may also appoint s p e c i a l i s t s or a commission of 
in q u i r y t o investigate the causes of occupational diseases or cccupationai 
accidents.. I f the employer finds himself unable t o effectuate the r e s o l u t i o n , he 
may submit the committee's r e s o l u t i o n t o the Labour Inspection f o r decision. 

The employer and the employees are equally represented on the committee. The 
safety and health personnel are represented on the committee, but without v o t i n g 
r i g h t s . 

The safety delegate plays an important part during the planning and 
implementation of a l l measures v i t h a bearing on the working environment, and sh a l l 
also be allowed the time necessary for performing his duties i n a proper manner. 
In larger enterprises, a senior safety delegate must also be elected t o co-ordinate 
the vork of the safety delegates. 

http://concrete.measur.es
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The safety delegates are e n t i t l e d t o h a l t dangerous work when the danger cannot 
be averted by other neans. 

C. U S t a t i s t i c a l i n f c r g & t i c n concc-rnirr the r.-.j-lc-r, ns-ture rr.d freou'inc:- c f 

o c c u r " t i r n a l accidents and cas'-s o f occuT^.ticnaJ. diseases 

See enclosed s t a t i s t i c s (annex I ) . 7;' 

D. Restt l e i s u r e , l i m i t a t i o n of working hours and holidays w i t h pay 

D.l P r i n c i p a l laws 
The Working Environment Act (Act !7o. h cf h February 1977) contains s p e c i f i c 

rules on the length of working hours and has provisions regarding breaks and time 
o f f . 

The Act i s based on the premise t h a t working hours s h a l l be so arranged t h a t • 
they do not r e s u l t i n placing any s t r a i n on the enployees or t h e i r immediate fa m i l y 
i n health or s o c i a l terms. The provisions regarding working hours r e f e r t o 
s i t u a t i o n s normally found i n working l i f e . I n respect o f working s i t u a t i o n s of a 
more special nature, the Act contains rules o f procedure which can contribute t o 
the establishment of working hour arrangements which are suited t o satisfy^ing the 
requirements of such enterprises and which at the same time make c e r t a i n t h a t the 
employees' time at vork i s f u l l y s a t i s f a c t o r y as regards worker pr o t e c t i o n and-
s o c i a l conditions. 

According t o the system provided f o r under the Act, the employee 
representatives, the enterprise's working environment committee and the Labour 
Inspection s h a l l p a r t i c i p a t e i n establishing special arrsmgements i n respect of 
working hours. IThich o f these three instances should p a r t i c i p a t e i n the p a r t i c u l a r 
case depends on hcv f a r the arrangements i n question depart from the standard rules 
under the Act. 

The Holiday Act (Act No. 3 of lU Ilovenber 19^7 J / ) contains s p e c i f i c rules 
regarding the r i g h t t o holidays w i t h pay. : .-. 

D.2 ( i ) VTeeigy of f - d u t y tir.e , _ 

Ordinary working hovirs f o r employees s h a l l be arranged so t h a t each week they 
have a continuous o f f - d u t y period o f at least 36 hours which always includes one 
f u l l 2U-hour day. V.Tienever possible the o f f - d u t y time s h a l l be on a Sunday or 
public holiday and be given at the same time f o r a l l employees at the enterprise. 

Daily o f f - d u t y time 

Working hours must be arranged so t h a t the employees have an o f f - d u t y period 
of at least 10 hours between two working periods. 

2/ See foot-note Z. 

/ . . 
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VTasrt working hours exceed f i v e and a h a l f hours per day, there s h a l l "be a t 
least one rest treak durir^g work. The breai. s h a l l be s t i p u l a t e d by w r i t t e n 
agreejient between the employer and the-enrlcyees or t h e i r elected representatives, 
p r o v i i e i , however, that the breaks t o t a l at least h a l f an hour when worl-.injr ho'urs 
r.re eight hours or more per day. 

Unless operations i n the workrooms stop completely during breaks, employees 
s h a l l not remain i n the workrooms. When conditions so necessitate, the break may 
be postponed, but s h a l l the- be taken at the f i r s t opportunity. 

Vhen the nature of the enterprise renders t h i s necessary, instead c f breaks as 
••mentioned' i n the- f i r s t paragraph above, the enployer nay allow employees t o take 
t h e i r meals during breaks while work i s i n progress, the employees being required 
to stay at the workplace a l l the time i f necessary. In such cases, and i n cases 
where no s a t i s f a c t o r y canteen or restroom i s provided, the break s h a l l be regarded 
as part of the working hours. 

D.2 ( i i ) Ixrmal hours c f work 

The working hours f o r continuous shiftwork and comparable work by r o t a , work 
below ground i n mines and work in v o l v i n g tunneling and b l a s t i n g subterranean rooms 
must net exceed 9 hours per day and 36 hours per week. The working hours f o r 
iisccntinuous shiftwork and other comparable work by r o t a , work on two s h i f t s also 
performed by r o t a at l e a s t every t h i r d Sunday, and work p r i n c i p a l l y performed at 
night must not exceed 9 hours per day and 3i hours per week. For other employees, 
o r d i r ^ r j - working hours must not exceed 9 hours per day and Uo hours per week. 

Overtime s h a l l be arranged i n such a manner as t o avoid placing too great a 
s t r a i n cn the i n d i v i d u a l employee. 

Together w i t h the ordinary working hours, the overtime must not r e s u l t i n any 
employee working for more than a t o t a l of 1̂ ; hoiars on anj- one day. Overti-e must 
not e::;ceed 10 hears i n any cne week or 25 hc^jrs i n U cons.;cutive weeks or 200 hours/' 
i n the calendar year. 

r'evertheless, • i t i s •permissible f o r the employee, i f he i s w i l l i n g to do so, 
to work overtime f o r a t o t a l of up to l 6 hours i n a'single 2U-hour day. 

The employees are e n t i t l e d t o be exempted from overtime, where indicated l y 
important health cr s o c i a l considerations. Overtime s h a l l be paid by a supplement 
of at least UO per cent over and above ordinary pay. 

Vhere. overtime exceeds two hours, the employee i s normally e n t i t l e d t o a pause 
of at l e a s t half-an-hour which s h a l l be calculated as workinf^ time. 

D.2 ( i i i ) Holidays w i t h pay 

The Holiday Act i s a minimum r i g h t s s t a t u t e which cannot be modified t o the 

/.. 
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detriment of the emplcyees. Ti-.e annual holiday period s h a l l be 2U ordinary 
weekdays, c f . Holiday Act, §3,-. At leest l 6 dtys of the holiday must be 
given consecutively i r the period between l 6 Ilay and 3C September. Employees who 
have reached 60 years of age are e n t i t l e d t o i extra weekdays o f f vork. 

The fundamental p r i n c i p l e here i s that time o f f f o r holidays s h a l l net be more 
f i n a n c i a l l y disadvantageous fo r the employee than i f he had worked normally i n the 
holiday period. Holiday rem-j^eraticn i s calculated at 9-5 per cent of the ordinary 
pay and i s paid by the employer. For emplcyees over 6: years of age who are 
e n t i t l e d t o extra holidays, the remuneration s h a l l be raised by 2.3 per cent of the 
ordinary pay. The employer may claim t o have t h i : ' increased remuneration refunded 
t y the Kational Insurance. 

As regards length of holiday, length of working hcurs, weekly o f f - d u t y time 
etc., the s i t u a t i o n i s that these r i g h t s are provided f o r both i n the relevant 
l e g i s l a t i o n and i n the wage agreement. To a c e r t a i n extent, the employees are 
ensured wider r i g h t s through the wage agreements than -under the law. 

D.2 ( i v ) Remunernticn f o r t u b l i c holidays 

Payroll employees receive t h e i r normal pay i r r e s p e c t i v e of whether there are 
p u t l i c holidays i n the period concerned. For employees paid on an hourly or weekly 
basis, the question o f remuneration f o r public holidays i s regulated under the wage 
agreements. 

ARTICLE 8: TRADE UiriO:! RIGHTS 

A. P r i n c i n a l laws 

Norwegian l e g i s l a t i o n contains nc e x p l i c i t r u l e generally providing f o r f u l l . 
freedom of association. The only statute d i r e c t l y concerned w i t h freedom of 
association i s Act Ko. \ of 1^ December 1951 on the Right of Foremen i n Private 
Enterprises t o Join and Form Trade Unions etc. The r i g h t of employees other than 
foremen to Join trade unions i s protected by t h e . r u l e s r e l a t i n g t o unlawful; 
compulsion i n the Penal Code {E 222) , by A c t l o . 1 of 5 Eeceniber I9U7 on Eoycotting •'• 
and.ty the- statutory rules, d i r e c t e d against ur.varranted. d i s r i i s s a l . I n p r a c t i c e , 
K o r e c v e r , t h e r i g h t of f r e e association i s ^ l a r g e l y l a i d dcv-n ir.-the wage"agreements 

B. Ri/^ht t o .loin trade unions 

I t may be mentioned here t h a t the r i g h t t o Join trade unions applies equally ; 
to non-Norwegian as to Norwegian emplcyees. 

C. Ripiht c f trade unions t c federate 

We have no provisions regulating the r i g h t c f trade unions t o form na t i o n a l 
federations or group confederations and the r i g h t of any such t o form or Join 
i n t e r n a t i o n a l trade union organizations. A trade union i s therefore f r e e t o do so, 
since such an encroachnent on the general r i g h t t o freedom of action would need t o 
be warranted by law i n accordance w i t h the p r i n c i p l e o f " l e g a l i t y " . 



E /197e/£/Add.l2 
E n c l i s h 
Face 20 

D. Rir:ht of trade unions t o function f r e e l y 

There are no r e s t r i c t i o n s cn trade union a c t i v i t i e s . 

E . Bight t o s t r i k e 

There i s a f i r m basis i n Norwegian l e g i s l a t i o n f o r recognizing s t r i k e s and 
-ockouts as l a w f u l weapons i n a labour dispute. I t i s equally c e r t a i n , however, 
that even a l i m i t e d labour c o n f l i c t can be extremely detrimental t o the community 
as a whole, and i t i s f o r t h i s reason t h a t the r i g h t t o s t r i k e i s l i m i t e d . 

Act No. 1 of 5 May 1927 r e l a t i n g t o Labour Disputes, §6 and Act No. 2 of 
16 J u l y 1958 r e l a t i n g t o Public Service Disputes, §20 p r o h i b i t the p a r t i e s from 
sleking-tc'sdlve"'"legal disputes" 'in established wage r e l a t i o n s h i p s by r e s o r t i n g 
t c d i r e c t i n d u s t r i a l s t r i f e . Legal disputes s h a l l be resclved by the Labour 
Disputes Court, and t h i s o b l i g a t i o n t o maintain i n d u s t r i a l peace must be regarded 
as absolute. V.Tiere disputes regardinr; c o n f l i c t s of i n t e r e s t are concerned, the 
o b l i g a t i o n t o maintain i n d u s t r i a l peace applies f o r the period covered t.y the 
relevant wap:e settlement. Therefore, i t i s before a new wage settlement i s entered 
i n t o t h a t the r i g h t t o s t r i k e applies. As already mentioned, the public 
a u t h o r i t i e s provide f o r a special court of a r b i t r a t i o n i n the case of c o n f l i c t s of 
i n t e r e s t i n labour r e l a t i o n s , see Act No. 7 of 19 December 1952 r e l a t i n g t o the 
Wage Board i n Labour Disputes. I n a d d i t i o n t o t h i s voluntary arrangement, 
compulsory a r b i t r a t i o n may be decided on by special s t a t u t e (or by means of a 
p r o v i s i o n a l ordinance, i f the S t o r t i n g i s not i n session). 

When the Norwegian r a t i f i c a t i o n o f the Convention was luider consideration, i t 
was resolved t h a t the o b l i g a t i o n t o maintain i n d u s t r i a l peace should be subject t o 
the reservation mentioned i n c r t i c l u 8, subparagraph 1 (d) (exercise of r i g h t i n 
co.nformitj' w i t h the laws of the p a r t i c u l a r country). On the other hand, i t was 
l a i d down as a premise t h a t the system of a compulsory wages board and any new 
permanent s t a t u t o r y p r o h i b i t i o n s exceeding the l i m i t a t i o n s i n subsection 2 woiald 
not be compatible w i t h the Convention. Norway therefore reserved her p o s i t i o n i n . 
respect of a r t i c l e 8, subparagraph 1 ( d ) . . . 

F. S p e c i a l r e s t r i c t i o n s imposed unon the e x e r c i s e o f the r i t r h t s mentioned i n 3-S 
. 'at:-;?vc ty r.eabers of t h e a r c e d f o r c e s , the p o l i c e or the a a ~ i n i s t r a t i o n o.f the 

S t a t e 

Act IIo. 3 of 13 March 1936 r e l a t i n g t o the Police, §20 runs as f o l l o w s : 

" I t i s p r o h i b i t e d f o r p o l i c e o f f i c e r s and o f f i c i a l s t o cease v h o l l y o r 
p a r t l y to carry out t h e i r duties by agreement or as a r e s u l t of an 
understanding w i t h one another. I t i s s i m i l a r l y p r o h i b i t e d t o attempt t o 
prevent the said p o s i t i o n s being manned." 

Because of the special conditions applying t o m i l i t a r y service, i t must be 
assumed t h a t i n the same way members of the armed forces do not have the r i g h t t o 
s t r i k e . F i n a l l y , there i s a broad t r a d i t i o n a l consensus t h a t c e r t a i n groups 
holding public posts (senior o f f i c e - h o l d e r s ) do not have the r i g h t t o s t r i k e . 

/.. 
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G. Trade \:r.ion r i g h t s - progress achieved 

Both i n the p r i v a t e and the public sector recent years have witnessed the 
development c f forms of co-operation which have i n several respects given the 
ezployees and t h e i r representatives increased influence. Also of importance i n 
t h i s context are the amendments to the J o i n t Stock Companies Act §J which l a y down 
rules regarding employee representation on the hoard and i n the corporate assembly 
( i n d u s t r i a l democracy). 

ARTICLE 9: THE RIGHT TO SOCIAL SECURITY 

Attention i s drawn t o Korway's reports concerning: 

ILO Convention No. 102 - submitted w i t h l e t t e r of 15 December 1976; 

ILO Convention No. 118 - submitted w i t h l e t t e r of 19 July 1976; 

ILO Convention No. 128 - submitted w i t h l e t t e r o f 30 November 1976; 

ILO Convention No. 130 - submitted w i t h l e t t e r of 28 November 1975. 

A survey of the improvements made i n the course o f the past year follows 
below. 

1. P r i n c i p a l laws 

The most important statutes concerning the r i g h t t o s o c i a l s ecurity are: 

1. The V/orking Environment Act (Act No. 1* of 1* February 1977); 

2. The Kational Ins\irance Act (Act No. 12 of 17 Jxine I 9 6 6 ) . 

2. (c) Maternity benefits 

Leave with pay i n connexion w i t h b i r t h c f c h i l d 

The s t a t u t o r y r i g h t t o leave of absence i n connexion with'pregnancy; and .., 
confinement has been extended f r c r i 12 to I6 weeks (I.'orking Environment Act §31.1).. 
For t h i s period, benefit i s granted pursuant t o §3-13 i n the National Insurance 
Act. 

I n connexion w i t h the b i r t h , the father i s e n t i t l e d t o two weeks leave of 
absence (Working Environment Act §31-2). I n addition the parents are e n t i t l e d t o 
leave of absence without pay i n order t o care f o r the c h i l d dxrring the f i r s t year 
of i t s l i f e . Such leave may be divided between the two parents, but must not 
exceed one year as a t o t a l f o r both parents j o i n t l y (VJorking Environment Act §31.3) 

8/ See foot-note 

/ . . 



E/l976/8/Adc.i2 
English 
Page 22 

Maternity prant to mothers vorking at hone 

Women vhc have not been gainfiJ.ly employed f o r at least 6 of the 10 months 
immediately pre:eding t h e i r confinement, and vho are thus not e n t i t l e d t o maternity 
benefit i n connexion w i t h leave, are now paid a cash grant i n connexion w i t h t h e i r 
confinement. Tze cash grant amounts t o 20 per cent of the national insurance basic 
amount (Rational Insurance Act §3-13, subsect. 6 ) . 

Right t o leave c f absence i n connexion w i t h adoption (Working Environment Act §32) 

I n cases of adoption the adoptive parents are e n t i t l e d t o leave of absence t o 
care f o r the c h i l d f o r a t o t a l of: 

(a) up to U6" weeks during the f i r s t year o f the c h i l d ' s l i f e , 

(b) up t o three mcnths when the c h i l d i s under the age o f 15. 

Foster-parents s h a l l s i m i l a r l y be e n t i t l e d t c leave of absence i n accordance 
w i t h the rules i n (b) from the time the c h i l d enters i n t o t h e i r care. 

2. (b) Unemnloyment benefits 

Bj- the amendments c f 1975 the period during which an unemployed person can be 
granted a d a i l y allowance when unemployed- has been extended from 21 weeks i n the 
calendar year t o UO weeks i n the calendar year. Tnis amendment has been introduced 
as a r e s u l t o f the increased unemployment due t o the economic recession dating from 
197^-75. At the same time the b e n e f i t rate was raised t o cover on average an ̂  
estimated TO per cent or so of the annual income instead o f , as previously, an 
average of about 53 per cent. The d a i l y allowance i s worked out on the basis of 
the income i n the l a s t completed calendar year, or, where appropriate, the average 
income f o r the three l a s t completed calendar years p r i o r t o a p p l i c a t i o n f o r b e n e f i t , 
i f t h i s i s to the advantage of the insured person. The rate of b e n e f i t i s 
1.1 per thousand of the base o f c a l c u l a t i o n supplemented by IP^r 15 per day. The 
d a i l y allowance is.paid f o r all.days' of the veek except .Sunday. 

( i ) F a r d l y b e n e f i t s ' 

• From 1 January 197^ employees responsible f o r the care c f children under , . 
10 years c f age are t c be allowed the leave of absence necessary to attend a sick 
c h i l d . The r i g h t t o leave of absence i s r e s t r i c t e d to 10 days per calendar year, 
f o r each c f the parents (Working Environment Act §33 A). The question of whether 
single parents s h a l l be e n t i t l e d t o leave of absence of up t o 20 days i s now 
receiving a t t e n t i o n . 
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Li s t c f reference materials arrenled t c the r e r o r t * 

1. Ei:iplo%ment Policy - Objectives and measxires 
Reprint of the sucmiar:,' i n Report V.o. 1^ to the S t o r t i n g (l97T-''£! cn 
Employment Policy 

2. Youth Emplcynent 
Reprint of Report l o . 1̂ 4 to the S t o r t i n g (l>77-76) on Employment Policy 

3. National Insurance Act of 17 June 1966 and Acts of 19 June and 
19 Eecember 196° r e l a t i n g t c special supplements and compensation 
supplements t o benefits from the National Insurance Scheme. V i t h amendments 
l a t t e r l y by Act of 15 December 1972 

k. The r a t i o n a l Insurance Scheme - an o u t l i n e (August 1976T 

5. Social insurance i n Norway 

6. The Working Environment Act - Act No. k cf h February 1977 r e l a t i n g t o Ucrher 

Protection and Working Environment 

7. Norwegian Penal Cede - Extracts 

3 . Kindergartens i n Norway 

9. Act of 19 December 1952 respecting Wage Committees i n Labour Dispites 

10. Act c f 5 May 1927 respecting Labour Disputes - Amended l a s t by Act o f 
10 J-ine 19£6 

11. Act c f 18 July 1953 respecting Public Ser\'ice Disputes 

12. Act of Ih November 19^7 respecting Annual Holiday - as subsequently amended, 
. l a s t by Act c f 7 June 1966 . 

13. ..The Norwegian Joint Stock Cor.p an ies Act l?7c'. 

Ll.. Tables-'of: •.. - ̂ - • ' 

Occupational Diseases and Inji:iries Reported t c the Labour Inspection 19c£-75 
• and 

Occupational accidents 1975, by i n d u s t r i a l grcups and cause of i n j u r y 

• These reference materials are a v a i l a b l e for consultation i n the f i l e s c f 
the S e c r e t a r i a t i n t h e i r o r i g i n a l language as received from Norway. 


