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INTRODUCTION

Challenge for all countries

Achieving work life balance is a challenge for all countries, not only for the individual family but for society as a whole. Work life balance facilitates a positive demographic and economic development. Norway is presently involved in EEA funded projects focusing on work life balance, in Portugal, Spain and the Czech Republic.  
Present situation

Norwegian statistics shows relatively positive figures when it comes to the macro level balance between private, family and professional life. The fertility rate is 1.96 children per woman and the official unemployment rate is around 5%. The overall employment rate is high, 79% for men, 74% for women, although a large percentage of women work part time. The retirement age is relatively high; the average labour market exit age is 64.1 for men, 64.7 for women. One of the key factors for this positive situation is probably an extensive legislation facilitating conciliation.

Good practice criteria

The present publication is describing some of the Norwegian “Good Practices” in the area of work life balance. “Good practices” in this context implies initiatives, approaches or tools  which has proved  effective in facilitating work life balance – that may be transferred to other countries.  

Short term and long term perspectives

Work life balance is seen from several perspectives: the short term needs of the present population, adults, children and elderly – as well as the long term needs of society when it comes to demographic and economic growth in order to facilitate work life balance for future generation.  

Good practice strategies

Many Norwegian good practices start as short term pilot projects – some run by the municipality, others by voluntary organisations. If results and evaluations are positive the projects tend to continue or be integrated in permanent management and budget. In many cases, local projects are later taken up nationally – as a Government White Paper for discussion – or later as national legislation.  
Examples from different municipalities
Most of the good practices in this overview are taken from the municipality of Bærum in the Oslo region and the municipalities in the South of Norway, West Agder, Kristiansand, Tvedestrand, Mandal, Marnardal, Lindesnes, Audnedal, Åseral – as these have been selected for cooperation with the EEA projects in Spain and Portugal. However, most of the good practices can also be found in other Norwegian municipalities. 
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1. BALANCE BETWEEN WORK LIFE AND PRIVATE LIFE 
Work life balance is a need for all persons, not only those with small children or old or sick family members. Work life balance is facilitated by a flexible working hours which allow for free time activities. Another issue is to ensure competence building for staff, adapted to their present job – or future job. 

1.1. Work flexibility with regard to working hours and working place (Kristiansand)
Norway as many of the countries in Northern Europe practices the “continuous working day” with a short lunch break. Most people work 37.5 hours a week, e.g. 08 to 15.30, or 08.00-15.00 in the summer and 08 to 16.00 in the winter. 

In addition, flexibility is common – when it comes to working hours as well as working place. 
Most Norwegian municipalities and many private enterprises offer a high degree of flexibility to the staff whenever it is possible. As long as the staff members fulfil their obligations in time, they have flexibility based on core working hours, which generally are between 09-14, and many have the right to work from home. The working hours are registered electronically, and as long as the staff work the necessary number of hours, they are allowed to take time off, hours, days or weeks. Many are allowed to work from home. The system is based on continuous informal communication, general confidence between employers and employees and a great extent of decentralized decision making.  The Working Environment Act from 1977 focuses on  working conditions for all.

Further information: www.ks.no  

1.2. Flexible competence building for employees (Bærum) 

The competence deal is a pilot project, implying that all employees working more than 25% have the right to competence building. The employees receive 3 points every year with a total value of approximately 750 Euro per year. The points can be used annually or saved for a larger training or course. The only limitation is that the training must be relevant for present or future work in the municipality, and the leader and the employee decide when the training or course can be taken. The competence initiative is a supplement to ordinary municipal training plans and will be evaluated in 2010.

Further information: ………………………………………..
1.3. Right to full time work for part time workers (Kristiansand and Baerum)

Several municipalities have established the right to full time job for staff working part time who want a full time job.  This is an important gender issue as Norway has a highly segregated labour market with a pay gap of 14%, partly because men and women work in different sectors and professions, partly because as much as 43% of all women work only part time, more than in any country in Western Europe. The reform is important to ensure women economic independence, but also to improve the quality and continuity of public services. Kristiansand is one of the pilot project municipalities, the project is funded by the Ministry for Children and Equality. The politicians in Baerum decided in 2007 to fund a project giving all part time staff in the health care services the possibility of a full time job if they wanted. So far 160 persons have changed from part time to full time positions. 
At the same time a new national reform from 2009 ensures the same rights for persons working shift and roster, an important reform as roster is used in the private industry – where most of the workers are male – shift in health care and care for the elderly where the majority are women.  

Further information: Kristiansand municipality ………………………………………..
Gender and Pay. Summary of Report 2008:6. Ministry of Children and Equality. .
1. 4. One stop information centres (Kristiansand)
Most municipalities have established municipal information centres where all inhabitants can get the information they need without visiting different public offices. The information is also available on line. When it comes to government information, all government services cooperate on a web passed service “My page” where all inhabitants can log on with their own special pass word and find all relevant government information regarding, their own pension, their known tax declaration forms etc.

Further information…………………………………………………….: 
2. BALANCE BETWEEN WORK LIFE AND FAMILY LIFE – FOR FAMILIES WITH CHILDREN 

For families with children, work life balance depends on care facilities for children, before they reach the age when they start school – as well as during the first years of schooling. If there are no such facilities, one of the parents may have to stay at home.

2.1. Municipal coordination of kindergartens at a fixed price (Bærum)
Norwegian children start school at the age of 6, parental leave is 1 year – which means that children need kindergarten from 1-6 years. All municipalities are requested by the Kindergarten Act from 1975 to offer a full time place in a kindergarten for all children from 3 to 6 years in their municipality. There is a lack of kindergartens for children aged 1-3, and the Cash Benefit Act from 1998 establishes a cash grant” scheme for parents with children aged 1-3. Kindergartens may be owned and run by municipalities, private enterprises or NGOs, but all are coordinated by the municipality. There is a fixed maximum payment of 300 Euro per child per month established by Parliament. Normally, there is a reduced price for sisters and brothers. 

Further information:………………………………..
The rights of parents and small children. Ministry of Children and Equality 2007. 
2.2. Flexible opening hours in kindergartens (Audnedal)

Audnedal municipality in southern Norway has established flexible working hours in the kindergartens. This is an advantage for the families in question and facilitate professional work for both the parents. Flexible kindergarten opening hours is especially important in a time of financial crisis with increasing unemployment when workers may need to commute in order to find work. The flexible opening hours have a positive impact on the employment – and therefore the economic growth of Audnedal. 

Further information:……………………………………………..   

2.3. Organisation of Extra School services (Mandal)
Most primary schools run after school service for children in the first 4 classes, i.e. aged 6-10. 

Most services are open from 7.00 to 16.30. The service is free to choose the activities, methodology and  organisation of the service, e.g. whether school work should be included or not. The price is presently high; up to 300 Euro a month for maximum time 5 days a week, including a meal.  There is no state subsidy for this service. The municipal subsidy is normally limited, but the price may be reduced or taken away altogether if the parents are unable to pay. The government is presently assessing whether the service should be free. 

Further information…………………………………………………………
3. BALANCE BETWEEN WORK LIFE AND PRIVATE LIFE - FOR ELDERLY PEOPLE 

Elderly people represent different challenges regarding work-life balance. 

Many elderly are very fit, and would want to postpone retirement, but some want to  reduce their weekly working hours.  
Others want to retire, but are happy to spend some of their time helping others on a voluntary basis – or visit the senior centres.  
Other elderly persons need extensive care, in their homes or in an institution – in order to have a good life - and in order for their relatives to be able to achieve work life balance.  The services are seen as a chain, providing different services related to different needs as people grow older.
3.1. Combining work and early retirement (Bærum)
The retirement age in Norway is 67 years, but it is possible to retire from the age of 62 with a reduced pension. Many municipalities, like Bærum, have introduced special Human Resource initiatives for staff above 62 years to reduce early retirements. Bærum introduced the initiative in 2007 and it allows the municipality to keep valuable senior capacity and competence, allow senior workers  who want so to continue working – and to reduce pension costs. Senior employees can choose between different options, e.g. a yearly bonus of Euro 2.500, working 80% with a 100% salary or having 10 extra days off per year. At present, only 18% of the employees choose to retire at 62 years and the sickness leaves have also gone down. 
Further information: ………………………………………………..
3.2. Centre for voluntary assistance (Mandal)
Mandal is one of the municipalities that have a centre for voluntary assistance. The centre  was established in 2003 in cooperation between the local organisations Red Cross, Lions, the Church and the municipality. The aim is to link persons with some free time – and a wish to help others – with those that need practical assistance. The tasks cannot be professional in the sense that they would normally be done as part of a formal employment, but can be linked to domestic work, shopping, gardening  or other tasks that are normally unpaid in Norway. The centre has 160 volunteers and receives state support for one full time position. The house itself belongs to the Red Cross – everything else is voluntary contributions and work. 
Further information: mandal.frivillighetssentral@bweb.no
3. 3. Centre for home based care (Mandal)
The centre offers services for elderly people living in their own homes, both nursing care as well as practical assistance with domestic work, shopping and cooking. Nursin and domestic services are coordinated. Services related to nursing are free of charge, domestic services are paid per hour according to the person’s pension level. In addition, the centre offers a day centre 
Further information:………………………………………….
3.4. Right to short term institution (Bærum)
All elderly people in Bærum have the right to a short term place in an institution for the elderly whenever they want so at 3 months notice. The goal is to give elderly people a feeling of security and confidence, when families are away on holiday or in other special situations. Bærum was the first municipality to offer this service, which started as a project in 1993.  KS in cooperation with the Ministry of Health gives out an annual innovation 
prize, to institutions, organisations and municipalities, and in 1995, the prize was won by the municipality of Bærum for this initiative – a special short term institution. The short term institution guarantee is now offered by Bærum – and most other municipalities- on a permanent basis. 
Further information: …………………………………………………..
3.5. Centre for rehabilitation and assistive aids (Bærum) 
The municipal rehabilitation centre has 3 rehabilitation teams, each staffed with physical therapists, occupational therapists and nurses. The teams assists persons with special needs who want to live in their own home and who need help with adaptation of their home, school or work place. The assistance can imply major issues like installing elevators and rebuilding kitchens or cars – or minor adjustments as door steps or handles. The rehabilitation centres also has special activity groups for persons with stroke, Parkinson’s disease, lung problems, memory problems etc. At the centre it is also possible to borrow assistive aids, e.g. wheel chairs, beds, lamps, trolleys, chairs etc. The aids can be borrowed for free for as long as they are needed, borrowing for a period of more than 2 years is paid by the state, borrowing for shorter period by the municipality.   
Further information…………………………………………………..

4. INCREASING WOMEN’S PARTICIPATION AND POWER IN POLITICS AND PROFESSIONAL  LIFE
Work life balance depends on a balance of men and women at public and private arenas. This implies to increase the participation and visibility of women at traditionally male arenas – as politics, private enterprises and private sector boards..   

4.1. Campaigns to increase the number of female politicians at local government level
Women’s political representation was relatively low in Norway at all political levels until the 1960s-1970s, local government, Parliament and National Government. To increase this, there have been national campaigns prior to every local election since the 1960s, as local government representation is seen as the recruitment basis for political representation at all levels. The campaigns have been organized in cooperation between the Ministry for Children and Equality, the political parties and the women’s NGOs. The campaigns are presently coordinated by the Equality and Anti-Discrimination Ombud and are promoting the Gender Equality Act of 1978 and the Act on the Ombud of 1978 

The campaigns include meetings, debates, interviews, press conferences, posters, brochures etc. The campaigns have been effective, not only to recruit women to local governments, but also as a long term instrument to recruit women to Parliament and Government. At present, there is around 40% women at all the government levels, municipal councils, provincial councils, Parliament and National Government. The goal is 50%.  The campaigns are still run at every local and provincial government election, i.e. every 4th year. 
Further information: Equality and Anti Discrimination Ombud: www.ldo.no
4.2. Networking to increase female leadership in leadership positions and boards 

In 2007, 33% of board members in Public Limited Companies are women, according to the Act on Gender Representation in Private Company Boards, at least 40% of listed private company board members should be women. 15% of the private sector Chief Executive The project “Female future” is run by the National Organisation of Private Enterprises and focus on networking between women to recruit and develop women leaders. One of the key goals is work life balance, learning how to combine executive professional responsibilities with private and family life. The “female future” program recruit companies and individuals and include tailor made development schemes, meetings places, databases and mentoring. The programme started in 2003 and presently 700 women are involved in the new programme 2006-2009. 

Further information: Female Future: www.nho.no/ff  
5. AWARENESS RAISING ON MALE GENDER ROLES AND INCREASING MEN’S PARTICIPATION IN GENDER EQUALITY AND IN CARING PROFESSIONS
Work life balance for men and women require a balance in male and female roles and tasks – at the public as well as the private level. 

5.1. Awareness raising regarding the role and perspectives of men in gender equality

The “Resource Centre for Men”, “REFORM” was established in 2002 as a telephone service for men in difficulties in Oslo, run by volunteers. The telephone service was funded by the municipality of Oslo. Since then, the resource centre has grown to an important national centre for advocacy and information, funded by the Ministry of Children and Equality. The centre has played an important part in putting men’s perspectives on the gender agenda, e.g. through the recent Government White Paper: Men, Male Roles and Gender Equality. Presently Reform is a knowledge centre that conveys knowledge on men, through activities, research as well as participation in projects, conferences – nationally and internationally. From 2009, all municipalities have to have services for male victims of violence as well as for female ones. The key perspective is that “Men gain from gender equality – and men are good for gender equality.”  
Further information: 
www.reform.no

The report to the Norwegian Parliament 8/2008-2009: Men, Male roles and Gender Equality
5.2. Recruiting men to kindergartens

Kindergartens have traditionally had very few male staff members  – which is seen as a disadvantage to young children’s understanding that men and women can play the same roles. A national action plan for recruiting men to kindergartens and keep those already working there started in 2004 aiming at a minimum of 20% male staff by 2010. Many kindergartens all over the country participate in the project, among them kindergartens in Bærum and Kristiansand. The local project groups include kindergarten managers and staff in private and municipal kindergartens. The activities include meetings, courses and lectures as well as information to schools and students and recruitment targeting men.   
Further information: 
Eplehage barnehage, Kristiansand
www.baerum.kommune.no/mib
6. INTEGRATING THE WHOLE POPULATION INTO ACTIVE LIFE
Work life balance implies that as many persons as possible are integrated into active working life. Unemployment is negative for the persons in questions as well as for society. Research shows that children growing up with long term unemployed parents have 3-4 times higher chance of becoming long term unemployed themselves. 

6.1. Reducing sick leave (Bærum)
Many persons fall gradually out of the labour market – starting with long term sick leaves. The municipality of Bærum has initiated a close follow up of all persons on long term sick leave to facilitate their re-integration. The persons on long term sick leaves have seen this as positive – and it has lead to a reduction of the sick leaves. The municipal institution for elderly in Spain is used as a motivation centre for staff on long term sick leave during the summer months when the elderly prefer to be at home in Norway.  The focus is on physical training, nutritional guidance and learning to cope with day to day stress.  The general sick leave in Baerum is 9%, 4% short term, 5 % long term. More female staff than male use sick leave, implying that it may be related to work life balance challenges.   
Further information: ………………………………………… 

6.2. Regional training plan for increased private sector competitiveness (Oppland)
The Norwegian province of Oppland has developed a plan for increased private sector competence and competitiveness during the financial crisis through systematic vocational training and trainee schemes. The idea is to see the crisis as a possibility for increasing labour market flexibility by increasing the workers’ competence. The plan is linked to the Education Act which includes funding for adult education. For private enterprises with reduced orders, the province offers a scheme for combining work and education, 1-2 days of ordinary work, 3-4 days of education. The scheme is funded through the state mechanism for support to persons who are permanently or temporarily outside the labour market.     

6.3. Emplyment centre (Bærum)
 “Mølla”, i.e. ”The Mill” is an enterprise 100% owned by the municipality of Bærum.  

The goal is to contribute to innovation and flexible solutions to meet future needs for work related initiatives, to increase employment and reduce the number of persons that are unemployed or surviving on passive well fare mechanisms. The training centre wants to give people a meaningful life, through  

· preventing school drop out 

· training programs for increased capacity and competence

· flexible individual models for combining work and well fare mechanisms 

· training programs through the local university college 

Further information: …………………………………………..
6.4. Working centres and shops (Bærum)
The 5 working centres in Bærum municipality offer work for adults with different special needs, approximately 80 persons altogether. The production of the 5 centres varies from packing weekly fruit baskets for offices and enterprise, cleaning bus sheds, chopping and packing fire wood, maintaining parks, running canteens, recycling and selling used data equipment, making and repairing furnitu – to creating beautiful hand made gifts from glass, ceramics and textiles. The goal of the municipal working centres is to offer an income as well as a safe and meaningful job to persons with physical or mental handicaps who would otherwise have problems on the labour market. Many of the handicraft products are sold through their special shop, Gråstua. 
Further information:www.baerum.kommune.no
6.5. Activities for women immigrants (Lindesnes)

Many of the women immigrants in Norway do not work professionally, do not learn Norwegian and may be socially isolated. This is negative for them and their families – particularly for their children. Lindesnes is therefore one of the municipalities with special social networking activities for immigrant women where they meet other women, immigrants, refugees and Norwegian.  The women meet once a month, each time there are women from 10-15 nations. There is one issue one the agenda for each meeting – as well as time for cooking and eating. 

The municipality of Audnedal offers free language classes to all immigrants.

Further information: …………………………………….

7. REGIONAL GENDER EQUALITY COORDINATION AND INITIATIVES 
Local attitudes to men’s and women’s roles play a large role when it comes to work life balance for individual men and women. The Agder region has chosen a coordinated regional approach.  

7.1. Strategic regional coordination and planning for Gender Equality (Agder region)
The Agder region has defined gender equality as one of their key regional priorities. Local academic research during many years shows that the traditional attitudes in the region still favours mothers to stay at home with their children for a considerable number of years – or work part time. This constitutes a problem, not only for the regional gender equality – but also for the regional economic development and employment. The county is responsible for initiating and leading the overreaching plan processes in the region, as well as facilitating consistency among plans in different areas and levels.    
To promote a positive development, the region is focusing on Gender Equality as a key issue in the regional planning process. 
Further information:

West Agder County ………………………………………

7.2. Regional Gender Equality Council

The Agder region has established a Regional Gender Equality Council in 2005 with the aim to develop and coordinate activities in order to make a positive change towards equality in Agder. The Council includes  representatives of the two counties, the State governor, the trade unions, the employers’ organisations, the University and KS. The Council ensures a multidisciplinary approach to gender issues and a permanent cooperation between all the key stakeholders in the region. 
Further information 

Agder Gender Equality Council……………………………………………….

7.3. Regional Centre of Equality and Gender (Kristiansand)
The Agder Gender Equality Centre was established as part of the University in Agder in 2008 with financial support from the Ministry of Children and Equality as well as the Agder region. The objective is to focus on regional gender equality challenges, e.g. through local projects and research. The centre cooperates closely with the University, which gives a course on gender issues, as well as with the Agder Research centre that has done research on the gender attitudes in the region for many years.    
Further information

Agder Gender Equality Centre……………………………………………………

7.4. Regional awareness raising project for children regarding Free Choice of education (Agder region)
Norway has a gender segregated labour market, mainly due to the fact that men and women choose different educations – and therefore end up in different professions – in addition to the fact that many women only work part time. This tendency is particularly strong in the Agder region in the south of Norway. The regional Gender Equality Council therefore initiated the 4 years’ “Free Choice” project in 2006, a part of the regional 10 year commitment to Gender Equality, motivating young boys and girls to choose the education and profession they really want – and make less gender stereotypic choices. The project partners are the 2 Agder county councils, 5 municipalities and the University with the common main goal is to ensure a good gender balance in work life in the Agder region. The project includes discussions and campaigns in kindergartens, primary schools and secondary schools in the Agder region – targeting teachers, children and parents.The whole process is being monitored and evaluated by researchers in porder to develop tools that can be used by others after the 4 years project period.    

Further information

Free Choice project………………………………………………………..

