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1. Current leave and other employment-related policies 

to support parents 
 
a. (mødrekvoten) (policy responsibility: Ministry of 

Children and Families; administration: Norwegian Labour and 
Welfare Administration, NAV421) 
 
 

 
 

 
 
  

 
420 Please cite as: Halrynjo, S., Olsson, M.I.T. and Bungum, B. 

in  Arnalds, Á. A., Kaufman, G., Koslowski, A., Moss, P. and Valentova, 
M. (eds.) International Review of Leave Policies and Research 2025. Available     at: 
https://www.leavenetwork.org/annual-review-reports/ 
421 NAV (the Norwegian Labour and Welfare Administration) is the public agency 
responsible for administering the National Insurance Scheme and most welfare and 
employment-related benefits in Norway, including parental benefit, sickness benefit, 
unemployment benefit, pensions, and various care-related benefits. 
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 Payment depends on individual or collective agreements, and most 
employed fathers are covered by such agreements. Where such employer-
paid leave is not available, fathers or co-mothers may instead use parental 
benefit (foreldrepenger) for this period. In this case, the days are deducted 
from their Parental leave entitlement and are paid according to the chosen 
compensation level (100 per cent or 80 per cent) for the overall Parental 
leave period.  
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422 Conversion of currency undertaken for 20 July 2026, using: 
https://data.ecb.europa.eu/currency-converter. 
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 Pregnant employees are entitled to paid time off to attend antenatal check-
ups. 

 
Other provisions of leave 

 
 None reported. 

 
 

 
 
The maximum period of post-natal leave is just over three years. Earnings-related 
parental benefits are paid for approximately 14 months. There is an entitlement to 
ECEC from 1 year of age, available on a full-time basis at kindergartens (though if 
the child is born later than 1 September, there may not be a place available until 
the next main intake in August). There is, therefore, in theory no gap between the 
end of well-paid leave and an ECEC entitlement, though in practice many children 
experience a short waiting period until the main admission date in August, and 
children born in December may face a longer gap until the following year, since 
under current law, children born in December are entitled to a kindergarten place 
only from the following August. A parliamentary decision has been adopted to 
extend this entitlement so that these children will also have the right to a place 
from the month they turn 1 year old; however, the necessary legislative changes 
have not yet entered into force. 
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Norwegian administrative statistics show that a high and increasing share of 
mothers receive earnings-related parental benefits at birth. Recent figures423 
indicate that the proportion of mothers receiving parental benefits increased from 
about 70 per cent in 2000 to 83 per cent in 2023, while the proportion receiving 
the lump-sum grant declined from 24 per cent to 13 per cent. Together, these 
developments indicate that the vast majority of mothers are now covered by either 
parental benefits or the lump-sum grant, with only a very small share receiving 
neither. 
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Beyond these descriptive patterns, Kvande and Bungum (2025) highlight the role 

-taking behaviour and contributing 
to greater gender equality in the care of young children.428 By granting fathers an 
individual, earmarked and non-transferable right, the welfare state has helped 
establish leave-taking as a norm of modern fathering, while the relatively high 
level of compensation has strengthened it as an accepted right in working life. This 

Parental leave system.429 
statutory and employer-accepted right, and earmarked leave is experienced as an 
important opportunity to care for their children. Compared with leave 
arrangements in their countries of origin, these provisions are seen as enabling 
greater involvement in childcare and closer father child relationships. 
 

remain in the overall distribution of leave.430 Results from the Parental Benefit 
Survey 2021 show that parents largely follow the statutory quota structure, with 
fathers taking approximately one third of the total parental benefit period (the 

 quota plus most of 
the shared period). Mothers also take unpaid leave more often and for longer 
periods: 48 per cent of mothers and 11 per cent of fathers took unpaid leave after 
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427 These annual figures should be interpreted with caution, as fathers often take leave 
across multiple years. 
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the paid parental benefit period, with mothers averaging 16 weeks and fathers 11 
weeks. The imbalance between mothers and fathers in overall leave-taking is 
therefore greater than figures for paid leave alone suggest. 
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Evidence from Norwegian register data supports this point. Andresen and Nix 
(2026) find that Parental leave reforms, despite very high uptake among fathers, 
do not reduce the child penalty for women.434 Fathers who take leave under a non-
transferable quota are more likely to take leave during summer holidays, when 
children are already in formal care, and to take part of their leave on a part-time 
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basis. These patterns may reflect efforts to reduce career disruption. Descriptive 

points smaller in families where fathers voluntarily take leave than in families 
where fathers are induced to take leave through Parental leave quotas. This 
suggests that the conditions under which leave is taken may shape its 
consequences for gender inequality. 
 
One important condition shaping Parental leave use is the work setting. Halrynjo 
and Kitterød (2025) explore how different workplace dynamics, especially the 

leave practices.435 

substantial variation in actual practices. Their analyses show how childcare 
responsibility and absence from work responsibilities do not necessarily 
correspond, and how formal leave uptake and actual leave practices may differ. 
The findings indicate that non-
attitude-based divisions, as fathers across educational levels in collectively 
organised jobs support and practice child-centred leave. Still, fathers in 
competitiv -
strong gender-egalitarian beliefs and formal leave uptake. Hence, workplace 
dynamics especially the degree of individualized competition and the fear of 
becoming replaceable may be more relevant than fatherhood ideals for 

practices. 
 
The role of workplace context is further illustrated in a qualitative study of parents 
in the Norwegian finance and banking sector (Halrynjo and Mangset, 2022).436 The 
study documents systematic differences in leave use between mothers and fathers 
in a sector characterised by individual client portfolios and continuous competition. 
Fathers typically postpone, split, or compress leave to maintain client 
relationships, while mothers take longer uninterrupted leave periods and often 
return having lost clients to colleagues who substituted for them during their leave. 
As a result, gendered wage and career trajectories persist alongside supportive 
leave policies, reflecting the structural logic of client-based work. 
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Finally, Moen (2026) highlights variation among fathers themselves.439 A 
qualitative study of two male-dominated organisations finds that leave uptake 
varies across institutional contexts. For fathers in temporary positions, continuous 
leave may be perceived as risky, as absence can reduce the likelihood of securing 
permanent employment. In such cases, flexibility may become important for 
enabling leave use. 
Taken together, these studies indicate that uptake statistics alone do not capture 
how leave is used or its implications for gender equality. The effects of Parental 
leave depend on how leave is organised in practice, how it interacts with gender 
norms, and how workplace structures shape opportunities and constraints. 
Assessing the impact of leave policy therefore requires attention to both the 
quantity of leave use and the conditions under which leave is taken and 
experienced. 
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439 Moen, L.V. (2026) Fedrekvoten i grenseløst arbeid og i løsarbeid: Betydningen av ulike 
arbeidskontekster for bruk av fedrekvote [The father's quota in borderless work and gig 
work: The significance of different work contexts for using the father's quota] (Doctoral 
dissertation, Norwegian University of Science and Technology, Faculty of Social and 
Educational Sciences, Department of Sociology and Political Science), Trondheim: NTNU. 


