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1. Different types of industrial action 
There are a number of different forms of industrial action. They vary in strength, but they are all variations of 

what we call industrial action. The simpler forms are often used in smaller and local matters, but they may also 

be used as escalation towards larger conflicts. 

The type of industrial action will vary depending on whether it is the employer or the employee side that takes 

action. As a starting point, most forms of action can be described as degrees of the basic forms strike/lockout. 

The best-known forms are linked to employee action, because these are the ones that become visible and are 

discussed publicly. However, this does not mean that employees are superior to or equal with employers in 

terms of available means of action. Through the managerial prerogative, employers have far more opportunities 

to promote their interests without directly taking action. Working life in general therefore reflects an unequal 

balance of power in favour of the employer. This booklet mainly deals with forms of action linked to employees. 

The different forms of action are: 

• go-slow / work-to-rule 

• refusal to work overtime 

• political strike 

• selective strike 

• full strike 

• sympathy strike 

• occupation of the company 

• work-in at an occupied company 

• lockout 

Go-slow - work-to-rule 
Some collective agreements allow employees to work slowly. This form of action may be strong or weak 

depending on the consequences it has for production. 

Refusal to work overtime 
Refusal to work overtime will be contrary to the peace obligation, but it is often difficult for employers to 

document that an organised refusal to work overtime is taking place. If the employee has health-related or 

weighty social reasons, the employee is entitled to be exempted from overtime work. Refusal of overtime is 

authorised under the Working Environment Act. 

Sit-down action 
Sit-down actions often occur spontaneously and are of indefinite duration. The action may be purely symbolic, or 

it may be the start of a larger and more comprehensive action. Sit-down actions are contrary to the peace 

obligation. 

Political strike 
A political strike differs from sit-down actions in that it is organised in advance, has a specific trade-union or 

political purpose, and is limited in time, typically to a few hours. 

It is clear that the peace obligation does not prevent political demonstration strikes from being carried out. The 

purpose of the strike must not be to target the employer, but to demonstrate a specific political demand. The 

action must not be an attempt to influence one’s own pay and working conditions. It must be brief, normally a 

few hours. There are examples of political strikes that have been accepted as lawful even though they lasted for 

a full day. 

Selective strike 
A selective strike is a form of strike in which selected key groups in the company stop work while others 

continue working as usual. In this way, employees may in practice paralyse production or significantly delay it 
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without taking everyone out on strike at the same time. This method has also been used successfully in 

nationwide strikes. 

To counter such tactics, employers may terminate the positions of those not covered by the strike, a so-called 

defensive lockout. 

Full strike 
A full strike means, in principle, that everyone leaves their workplace. To make the strike as effective as 

possible, strike pickets are deployed to prevent others from performing the work that the strikers would 

otherwise have done. It may also be relevant to use a blockade to prevent other companies from performing the 

work. 

Sympathy strike 
To emphasise the effect of an industrial dispute, or larger industrial disputes abroad, both parties may take 

sympathy action - strike or lockout - also against employers or employees who are not directly affected by the 

agreement that the dispute concerns. Provisions on this are found in the respective basic agreements. To be 

lawful, a sympathy strike must be approved by the main organisation. There is no requirement that the main 

conflict must be short-lived. A sympathy strike must normally be notified 14 days in advance, and this notice 

cannot be sent before negotiations have taken place between the main organisations, nor before the main 

conflict has begun. 

Lockout 
If the employer or employer organisation has brought the employment relationship to an end, this is called a 

lockout. Like a strike, a lockout is a collective means of struggle, and as with a strike, the cessation of the 

employment relationship must be temporary. Employers may use a lockout in a situation where they believe 

they will benefit from an industrial dispute, either because the trade unions are split and disagree or because the 

trade unions can be hit so hard financially that they give in. 

Who may strike? 
Only employees whose positions have been collectively terminated for this purpose may strike. 

Who may not strike? 
• Employees who, by agreement, are to perform necessary work to avert danger to life and health or 

significant material damage are not taken out on strike. 

• Apprentices under contract are not covered by collective termination and must not be taken out on strike 

unless this is expressly mentioned in the notice exchanged between the organisations. 

• Employees in other trade unions, and unorganised employees, are not covered by the strike and have both 

the right and the duty to continue their work. 

Strikebreaking 
If employees who are not on strike are instructed to perform work that is normally performed by the strikers, they 

may rightly refuse to do so. If they nevertheless perform that work, it is strikebreaking. Strikebreaking is not a 

legally defined term, but it is regarded in the trade-union movement, and far beyond it, as a highly disloyal and 

immoral act. In most organisations, it is also grounds for exclusion. Historically, strikebreaking has also been 

grounds for dismissal. 

For a strike to be effective, it is of the greatest importance that the company is not given a practical opportunity 

to put other employees in the place of the strikers, whether organised or unorganised employees, employees of 

the company or workers from outside. 

The strikers will therefore seek to prevent the employer from keeping operations going through the use of other 

workers by deploying strike pickets and implementing a blockade. Although a blockade may in itself be a lawful 
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instrument in connection with a lawful strike and strikebreaking, this does not mean that all means may lawfully 

be used to make the blockade effective. 

There is no law prohibiting strikebreaking. This is a moral matter for both the company and the individual 

employee who is offered the work of someone who is on strike. The use of strikebreakers is nevertheless 

regarded as highly disloyal. 

It is not possible for a trade union to report an employer or a strikebreaker to the police for strikebreaking. If, 

however, the employer believes that strikebreaking is not taking place, the employer may bring the question of 

unlawful blockade before the courts. Through such a decision, it can be established whether strikebreaking is 

occurring. 

As a general rule, an employee who performs work that a striker would otherwise have performed is considered 

a strikebreaker. 

Employees who are not covered by the strike must continue their ordinary work when their colleagues go on 

strike. They are in no way obliged to perform work that is normally performed by those who are striking. Nor are 

they obliged to facilitate conditions so that others can perform the work. They must perform their ordinary work 

during ordinary working hours. What belongs to a person’s ordinary work must, however, be assessed in 

relation to the individual’s duty to work and employment contract. 

The employer may perform striking work without this being regarded as strikebreaking. Employees in 

managerial positions may also perform the work of their subordinates as long as the work has a natural 

connection with their function. 

Exceptions allowing striking work to be performed also apply to work that averts immediate damage to life and 

health, or to save major assets from physical destruction. How far the duty to work extends will depend on the 

individual’s position and qualifications. The trade unions may enter into agreements on dispensations for such 

needs. 

In the Framework Regulations, safety staffing during industrial conflict in offshore petroleum activities is 

regulated. There must be an agreement between employers and employees on the size, functions and positions 

of the safety staffing. It must be described who forms part of the safety staffing and what constitutes safety work. 

The elected representatives must ensure that the safety staffing includes a sufficient number of helideck crew, 

smoke divers, lifeboat coxswains and first aiders. If a striker is part of the safety staffing and others are placed 

there, they may be strikebreakers. 

Not everyone knows that they are strikebreakers before they are confronted with it. Many may in fact be entirely 

unaware that they are about to become a strikebreaker. It is therefore important to inform the person thoroughly 

that if they travel offshore or take the specific job, they will become a strikebreaker. A sufficient number of strike 

pickets who can inform potential strikebreakers is therefore important for a strike to be effective. If the person 

ignores the information given by the strike pickets and nevertheless chooses to take up the work, they are to be 

regarded as a strikebreaker. 

Anyone who is told by the employer that they must perform the work of someone who is on strike has the full 

right to refuse to perform that work. The employer cannot describe this as insubordination, and the wage 

obligation remains fully with the employer. Members who disagree with their supervisor on whether certain work 

constitutes strikebreaking must immediately raise the matter with the club leadership/strike leadership. 

Employees at the company who have not been taken out on strike may also refuse to cooperate with 

strikebreakers. 

Although there is no direct legal sanction against strikebreakers, there is strong moral and social condemnation 

attached to being characterised as such. Furthermore, acting as a strikebreaker may have major consequences 

because other employees may later refuse to work with a worker or supervisor who has shown such improper 

conduct that, according to general opinion in working life or society, they should be required to be removed. This 

follows from the respective basic agreements. The rule may be the reason why it is often sufficient for 

strikebreaking to exist that the individual employee, according to their own assessment, believes that they are 

performing strikers’ work contrary to the guidelines. 
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The seriousness of being referred to as a strikebreaker is underlined by the fact that, if someone is wrongly 

described as a strikebreaker, the person who made the statement may be convicted of defamation. 

2. Lay-off and conditions for unemployment benefit during unemployment 
Companies will normally lay off personnel during a major strike, although this does not necessarily have to 

happen. 

If a person is not covered by the conflict, they may nevertheless be laid off under the provisions on this in the 

respective basic agreements. In that case, it must not be possible for the company to employ those it wishes to 

lay off in a responsible manner. According to the rules, a conditional notice must be given 14 days before the 

lay-off. 

If the person who is laid off may obtain benefits as a result of the strike, they will not be entitled to 

unemployment benefit. 

3. Collective bargaining 
In Norway, collective bargaining settlements usually take place between working-life organisations, or between 

trade unions and companies. 

The purpose of collective bargaining settlements is to revise the collective agreements that apply in working life 

and to establish new collective agreements. This means that the parties review the agreements with a view to 

changing or improving them for a new period, or agreeing on new ones. 

However, the parties often stand opposed to each other regarding the content of the new agreements. These 

are called disputes of interest. In such disputes, the parties must try to agree on a new agreement. During this 

period, they are fully entitled to use means of industrial action, such as strike or lockout. 

3.1 Main forms of collective bargaining settlements 
Union-by-union settlements 

In this form of settlement, each collective agreement - each agreement area - is dealt with separately. 

Negotiations take place at union/national association level without direct involvement from the central main 

organisations. 

Coordinated settlements - “central settlements” 

In coordinated settlements, the economic framework is agreed centrally between the main organisations YS and 

NHO. In the individual collective agreement areas, negotiations are then held on adapting the agreed economic 

framework to the relevant area. In addition, negotiations are sometimes held on special issues that apply only to 

the individual agreement areas. In the private sector, the right to strike is then left in the central part of the 

negotiations, where the economic framework is decided. 

Combined coordinated settlements 

In combined coordinated settlements, the state participates as a third negotiating party. The difference between 

coordinated settlements and combined coordinated settlements is that, in the latter, the state steps in and 

assumes obligations as part of the solution, mainly of an economic nature, for example tax and duty changes. 

One example of such a settlement was the settlement in which the contractual early retirement pension scheme 

AFP was introduced. 

Choice of settlement form 

It is important to be aware that the form of settlement itself is also a subject of negotiation and is not determined 

in advance. Similarly, a collective bargaining settlement that has begun may change form along the way as 

negotiations progress. 

SAFE generally favours union-by-union settlements. 
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3.2 Main settlements / interim settlements 
Main settlements every other year 

The main settlements start when the collective agreements have expired. Collective agreements are most often 

valid for two years. Even-numbered years are main settlement years. 

In a main settlement, the wording of the agreements themselves is negotiated, meaning the so-called technical 

provisions. Changes to the technical provisions may cost money. In addition, wage increases are normally 

negotiated. Some agreements do not provide for central wage negotiations, for example the Petroleum 

Agreement for salaried employees and onshore facilities. 

Interim settlements 

Most collective agreements also contain provisions stating that wages are to be negotiated during the two-year 

period covered by the agreement. This is called an interim settlement and is set out in the agreements as the 

“second agreement year adjustment provision”. Odd-numbered years are interim settlement years. 

3.3 Progress of the collective bargaining process 
Preparations begin as early as the year before the next collective bargaining settlement. Calculations are made 

regarding wage development, the general economic situation in society, and so on. 

Termination of agreement 

Collective agreements are terminated in writing. Traditionally, the employee side handles this. SAFE centrally 

terminates all agreements, and local elected representatives do not need to think about this. The fact that 

agreements are terminated is not dramatic; it only means that the peace obligation ceases when the agreement 

expires and that the agreements are ready to become the subject of negotiations. The provisions of the 

terminated agreements continue to apply until new agreements have been signed. 

Prolongation 

If neither party terminates the collective agreements, they are automatically renewed for one year without 

changes. This is called prolongation. 

Exchange of demands 

Demands/proposals prepared by the parties in advance are exchanged. The purpose is to give the parties and 

their members the opportunity to familiarise themselves with the content of the demands before negotiations 

start. 

Negotiations begin 

The parties and their negotiating committees often begin negotiations before the collective agreement has 

expired, because they want the new collective agreement to take effect immediately after the previous one 

expires. 

Agreement 

In SAFE, the negotiating committee for the individual area decides whether the proposal for a new collective 

agreement is adopted there and then, or whether it is to be sent out for a ballot among members. 

The other party decides its own decision-making procedure. If all parties are positive towards the proposal and 

the proposal is approved, a new agreement will be established. This agreement then applies for a new collective 

agreement period, normally two years. 

Disagreement - collective termination of positions 

If the parties do not reach agreement in negotiations, or if the proposal is rejected in a vote, the next step is 

collective termination of positions. Collective termination of positions means opening the possibility of industrial 

action - strike or lockout. 

SAFE notifies the Office of the National Mediator and the negotiating counterpart of the collective termination. 

These routines are described in the Labour Disputes Act and must be followed by SAFE in order to reach 

mediation. 
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Prohibition against work stoppage 

The National Mediator normally, within two days, imposes a prohibition against work stoppage - strike or lockout 

- until mediation has been attempted. 

Notice of cessation of work 

No later than four days before the mediation deadline expires, notice of cessation of work is sent for the 

members who are to be taken out on strike. 

Compulsory mediation 

The normal course in this situation is that the National Mediator decides that mediation must be attempted and 

summons the negotiating parties to compulsory mediation. 

Strike 

If no result is reached, the mediator must declare the mediation unsuccessful, and lawful industrial action - strike 

or, where applicable, lockout - may be initiated. 

Mediation resumes 

While lawful industrial action is ongoing, the parties may jointly demand that mediation be resumed at any time. 

The National Mediator may at any time encourage the parties to enter new negotiations. 

If the industrial action lasts for one month, the National Mediator must summon the parties to new mediation for 

as long as the strike continues. 

Compulsory wage arbitration 

The parties may agree that the dispute is resolved by voluntary wage arbitration. It is, however, more common 

for the Storting and the Government to intervene with compulsory wage arbitration. This happens if the Storting 

considers that the strike affects important societal interests. In recent years, questions have been raised about 

whether the right to strike is actually available to everyone. The Storting/Government has been very quick to 

adopt compulsory wage arbitration against, among others, SAFE. 

Flow: progress of the collective bargaining settlement 
• Termination of collective agreements, exchange of demands, negotiations initiated. 

• If negotiations lead to agreement: proposal possibly sent to a ballot; approval or rejection. 

• If negotiations do not succeed or the result is rejected: collective termination of positions and notification to 

the National Mediator. 

• Mediation: temporary prohibition against work stoppage and summons to mediation. 

• If a mediation proposal is presented and accepted, it becomes a collective agreement and may be sent to a 

ballot. 

• If there is a break or rejection: industrial action/strike, or arbitration, voluntary wage arbitration or compulsory 

wage arbitration. 

Flow: negotiations and the duties of elected representatives 
• Negotiations start - inform members. 

• Negotiations break down / collective termination of positions - inform members and send information to 

SAFE. 

• Notice of cessation of work - prepare for strike. 

• Mediation - confidentiality, be ready for strike. 

• Agreement/strike, escalation with four days’ notice, possible ballot - keep members updated and maintain 

continuous contact with SAFE. 

3.4 What to prepare for in connection with a strike 
• Why strike?. As mentioned, everyone must understand why agreement is not reached and why a strike 

may be necessary. It cannot be said too often how important information to one’s own members is. 
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• Who may strike?. Clear messages must be given about who may potentially be taken out on strike and 

who will not be taken out on strike. 

• Listen to the radio and follow SAFE’s website: www.safe.no. The strike is always followed up through 

SAFE’s own information channels, and often also by the media. 

• In doubt? Report for work. If you are in doubt about whether you have been taken out on strike and have 

not received any message, you report for work as usual. 

• Written information. Some written information should be prepared for all members. It is also wise to inform 

nearby groups/companies, customers and others affected about why a strike may take place. 

• Escalation plans. You must stay informed about any escalation plans for the strike and who will be taken 

out in the next phase. 

• Contact persons at the workplace. If there is a strike, some elected representatives or other contact 

persons must report for work to inform those who do not know about the strike. For members offshore, the 

clubs must have contact persons who can act as a link for communication between the club leadership and 

the members. 

• Frequent information. Information meetings must be held frequently during the strike period. Remember 

that you cannot expect to borrow the company’s facilities, such as meeting rooms, IT equipment, canteens 

or toilets at the workplace when you are on strike. This must be organised in other ways. The club’s 

technical equipment and any documents must be removed from the company premises on the final day of 

mediation. 

• Strike pickets. Strike pickets should be organised with leaflets and information for the press and others 

who ask. SAFE’s negotiating committee is responsible for preparing such leaflets and other material. Press 

enquiries should be channelled directly to SAFE’s representatives on the negotiating committee. In the 

event of an offshore strike, strike pickets should be organised at heliports. 

• The pressure increases. In any case, be aware that the pressure for information will increase. Follow 

information from SAFE closely and rely on it. If you are in doubt, it is far better to call the club chair or strike 

leadership than to discuss rumours. A strike is industrial action, and experience shows that we must be 

prepared for all kinds of tactics. A frequently used method is attempts to spread misleading information. 

• Strike benefit. The strike benefit is 1% of the National Insurance basic amount per day, calculated for the 

days on which pay is deducted as a result of the strike. The strike benefit is tax-free and does not give 

pension points. 

• Updated name lists. The elected representatives must, in cooperation with SAFE, ensure that updated 

membership lists exist with names, addresses, account numbers, wage levels and so on. 

• Strikebreaking. It should be discussed in advance how to deal with possible strikebreaking, what should be 

interpreted as strikebreaking, and so on. SAFE’s negotiating committee must provide guidance in this 

matter. 

• Applications for dispensation. Companies may apply for dispensation from the strike. This must be 

assessed in each individual case. SAFE’s negotiating committee makes this decision. 

• The strike is called off. At this point it is also important that information is sent out quickly and that people 

report for work again as usual. 

• Compulsory wage arbitration. As mentioned earlier, compulsory wage arbitration has been used 

extensively in some periods. If a strike is ended in this way, it is important to inform members of this. It may 

take a long time before the tribunal’s final decision on a new collective agreement is issued. It is important to 

follow this up so that everyone receives information about the decision. 

• Lockout. Employees may also be subjected to lockout, meaning that the company locks employees out of 

the workplace. In the event of lockout, the same deadlines apply as for strikes. Those affected by lockout 

will also receive financial support from SAFE. The support is based on the strike benefit mentioned above. 

• Laid off because others are on strike. It is not unusual for a strike in one industry to affect employees in 

an industry that is not on strike, and for the employer to choose to lay them off. In such a situation, the 

Federal Board will grant financial support from SAFE if the person is not entitled to unemployment benefit. 
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3.5 Special circumstances in connection with a strike 

Pay 
In the event of a work stoppage, the employer’s obligation to pay wages and other remuneration ceases. 

Employees are entitled to be paid earned wages before the strike. Striking employees cannot expect an 

advance on wages. 

Sickness 
If an employee has been certified sick by a doctor before the strike is initiated and the person on sick leave is 

not taken out on strike, wages must be paid for as long as the person is on sick leave. During the strike period, 

the employer’s obligation to pay sickness benefit ceases, so sickness benefit during this period is paid in full by 

the National Insurance office. If incapacity for work occurs after the strike has been initiated, the person is not 

entitled to sickness benefit for as long as the strike lasts. The person will then receive strike benefit. 

Holiday 
If holiday has been determined and agreed with the employer before collective termination of positions, the 

employee is entitled to take the holiday and must receive holiday pay according to the applicable rules. 

Otherwise, holiday cannot be expected to be taken. 

Business travel, courses, etc. 
An employee who becomes covered by a work stoppage while on business travel, attending a course or similar, 

is not entitled to subsistence allowance and/or accommodation. Nor is the person entitled to travel money back 

to the point of departure. Any expenses must be sought covered by the organisation. Those covered by a work 

stoppage must not undertake business travel for as long as the conflict lasts. Members who are offshore and 

who are taken out on strike may be sent home by the employer. 

Leaves of absence 
Paid leaves of absence granted before the strike begins must be carried out as agreed. The same applies to 

leaves of absence already in progress. Otherwise, no one covered by the strike is entitled to paid leave. 

Lay-offs 
The employer may lay off employees who have not been taken out on strike if they cannot do their work 

because of the strike, cf. the respective basic agreements. Who is to be laid off must be discussed between the 

employer and the elected representatives. The number of lay-offs must be limited to the employees the 

employer cannot employ. The fact that the employee cannot fully perform their work is not grounds for lay-off. 

Minutes must be drawn up from such consultation meetings. Employees who are laid off because the company 

cannot find work for them before a conflict are entitled to unemployment benefit. 

Other work 
The strikers must not be assigned other work with the same employer. 

Keys, tools and similar 
If the employer requires it, the striker must return keys belonging to the workplace. The same applies to other 

equipment belonging to the employer that is necessary for the operation of the business. 

Overtime in the period before the strike is initiated 
The principle in connection with an impending conflict is that neither party must arrange matters so as to 

manoeuvre itself into a better starting position at the beginning of the conflict than it would otherwise have had. 

This means that the individual “non-striking” employees cannot refuse normal overtime requested by the 

employer. Conversely, it also means that the employer during this period cannot use overtime to a greater 
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extent than normal in order thereby to prevent some of the pressure that a strike will undoubtedly impose on the 

employer when the conflict begins. 

New members 
The Labour Court has stated in a judgment that a collective termination of positions does not cover employees 

other than those who were members of the organisation at the time the termination was notified. Any new 

members may first be taken out on strike after notice of cessation of work has been given for them. It is 

therefore fully possible to become a member of SAFE during a strike, but not possible to participate in the strike 

immediately. 

Resignations from membership 
Members or groups who leave the organisation in connection with a strike are, under the Labour Disputes Act, 

not released from their obligations if they have been taken out on strike. 

Apprentices 
As a general rule, apprentices will not be taken out in a conflict. In this connection, it must be pointed out that 

apprentices who remain at the company must not be assigned work beyond what it is natural for them to 

perform. If the apprentices cannot be assigned work that is part of their training, they may be laid off by the 

company. Apprentices who are laid off in this connection may lose their entitlement to unemployment benefit. 

Reference is made here to the National Insurance Act. In such cases, apprentices who are members of the 

union will receive conflict support. 

Right to sickness benefit during conflict 
The National Insurance Act contains provisions on the right to sickness benefit during conflict. The local National 

Insurance office takes the place of the employer and pays sickness benefit during the employer period. As long 

as the member is on sick leave during the conflict period, the National Insurance office must pay sickness 

benefit. If the sickness absence continues beyond the conflict period, the employer period continues from the 

day the work stoppage has ended. From the time the sick leave ends, but the conflict still lasts, strike benefit is 

paid. To be entitled to sickness benefit, a formal medical certificate from a doctor must exist. 

3.6 Words and expressions 
The Labour Court: Decides disputes in working life. It consists of seven judges: three lawyers, two 

representatives from the employer side and two from the employee side. 

Break: A break in negotiations is often followed by notice of strike, or notice of lockout, which in turn requires 

collective termination of positions. A “break in mediation” is the same as demanding that mediation be 

concluded. 

Gross wages: Your total wages before tax, trade-union deductions, pension contributions, etc. 

Disposable real income: Another term for your purchasing power. It tells you what you have left of your wages 

after tax and after taking price increases into account. 

Lag: Weaker wage development than other occupational groups. 

Union-by-union settlements: Negotiations between an employer association and a union. LO, YS and UNIO 

each consist of a number of unions. In this settlement form, each collective agreement is dealt with separately. 

Peace obligation: It is not permitted to strike, lock out or take action concerning collective-agreement 

provisions during the actual agreement period. 
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General increase: Also called a collectively agreed increase. The general increase is the krone increase given 

on the individual’s hourly wage. It may be given as a percentage increase or as a krone increase. General 

increase, negotiated centrally, plus carry-over plus wage drift equals gross annual wage growth. 

Wage drift: Wage development during a collective agreement period caused by additions other than those 

granted in central settlements, for example additions given after local negotiations and personal additions. Wage 

drift is a complex term. Structural changes, such as changes in age composition, may entail “wage growth” that 

no individual has actually received. 

Basic agreement: Agreement regulating the relationship between employees and employers, but not pay 

conditions. It usually lasts for three years. The main organisations in working life, or sections of them, are 

usually parties. The basic agreement mainly regulates the rights and duties of the company and elected 

representatives. 

Index regulation: In some periods it has been common to regulate wages in relation to changes in the 

consumer price index. This is referred to as an index settlement. 

Adjustments / norm-setting: These take place particularly in public-sector negotiations, where it is determined 

which wage group individual positions are to be placed in, or how wage scales/wage frameworks are to look. 

Conflict - strike: If the parties do not reach agreement in mediation, there is a conflict, meaning work stoppage. 

If the Storting considers that societal interests are at stake, the case may be brought before compulsory wage 

arbitration by separate legislation adopted by the Storting. 

Nationwide agreements: Collective agreements at union or industry level. They usually last for two years. The 

periodic renegotiations of the agreement are often called revisions of the agreement. It is important to be aware 

that it is the main organisations and/or industry organisations that are parties to a collective agreement, not the 

members of the organisation. Thus, the organisations also have control over the interpretation and termination 

of the agreements. 

Lockout: The employers lock the employees out of the company and refuse them the opportunity to work. 

Lockout is the employers’ “weapon” in connection with the conclusion of a new collective agreement. 

Wage arbitration: Also called arbitration, an institution used to resolve a dispute of interest. The parties may 

agree on voluntary wage arbitration, or the Storting may adopt compulsory wage arbitration. 

Mediation: Initiated if the parties do not reach agreement in negotiations. If the National Mediator considers that 

a notified strike will harm public interests, the mediator must, within two days after the break in negotiations, 

impose a prohibition against strike. No earlier than ten days after the prohibition, either party may demand that 

mediation be concluded, and mediation must then be concluded within four days. During mediation, the 

mediator presents proposals for a new collective agreement. This is called a mediation proposal. 

Nominal increase: The gross wage increase in kroner and øre that may be granted during a collective 

bargaining settlement, but which in itself says little about changes in purchasing power. 

Notice period: Most collective agreements are two-year agreements. The deadline for terminating them is also 

stated in the collective agreements. If the agreement is not terminated within the deadline, it usually continues 

for one year at a time, called prolongation. 

Carry-over: The difference between the wage level as of 31 December and the average wage for the whole 

year. The later in the year you receive a wage increase, the larger the carry-over. 

Collective termination of positions: Collective termination of work by the organised employees covered by 

the settlement. In other words, a notice that they wish to go on strike. 
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Notice of cessation of work: The number of employees covered by collective termination who are actually 

taken out on strike or lockout. Normally, notice of cessation of work is given no later than four days before 

mediation must end and industrial action may be initiated. 

Political strike: A strike intended to mark a political view and, in principle, not to affect the employer. It should 

therefore not last more than a few hours. Political strikes arising from dissatisfaction with one’s own working 

conditions are unlawful and may lead to liability for damages. 

Framework: The total average wage growth from one year to the next, including carry-over, collectively agreed 

increases and wage drift. 

Real wages: The quantity of goods and services a wage earner can buy with their wages. 

The National Mediator: Has the task of preserving peace in working life. Has the right and duty to intervene 

before conflict occurs and to resolve conflicts through mediation. The National Mediator’s rules are described in 

the Labour Disputes Act. 

Strike: Work stoppage in connection with collective agreement revisions and demands for a new collective 

agreement, if the parties have not reached agreement after negotiations and mediation. 

Managerial prerogative: The employer’s right to manage, allocate and control the work, and to hire and 

dismiss employees. In practice this means that the employer may decide most questions not settled by law, 

collective agreement or employment contract. 

Collective agreement: Written agreement on pay and working conditions. A collective agreement may be 

nationwide and cover many industries; it may cover an industry; it may also cover a company or parts of a 

company. 

Compulsory wage arbitration: A law deciding that the collective bargaining settlement is to be determined by 

the National Wages Board. The Storting decides whether the conflict is serious enough to justify compulsory 

wage arbitration. 

Ballot: The parties send out a negotiating result or a proposal from the National Mediator for a vote among 

members, with or without a recommendation. 

Notice: The National Mediator is notified of collective termination of positions in order to enter mediation. The 

time for cessation of work and who is taken out on strike must be notified to the National Mediator no later than 

four days before it occurs. 

Full-time equivalent: A 100% position over one year. Two half positions make up one full-time equivalent. This 

is an important measure in wage statistics. In statistical terms, one full-time equivalent is counted as 1,950 

hours, or 37.5 hours per week. 

4. Important rules of thumb for each member in a conflict situation 
• Follow information from the union closely and rely on it. If you are in doubt, it is much better to call the 

club chair or strike leadership than to believe rumours. A strike is industrial action, and experience 

shows that we must be prepared for all kinds of tactics. Attempts to spread misleading information are a 

frequently used method. 

• Important information channels are www.safe.no, email and strike meetings. 

• A strike is not a holiday. Everyone may be called in as a strike picket at a heliport, etc. A strike is a 

collective industrial action, and everyone should do their part of the job. If you are assigned to a picket 

team, very good reasons are required for not attending. If you are assigned and prevented from 
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participating, you must notify the person responsible for the strike pickets. Be firm, calm and composed 

when on duty as a strike picket. It is also important to maintain contact with colleagues. 

• Remember that the other party may get the most media coverage. The union will do its part to spread 

the message about why our demands are fair, but many media outlets have traditionally not carried the 

slogans of strikers. Do not be ashamed of this portrayal. It is based on a lack of insight. Remember why 

we are actually going on strike. 

• Report immediately all observations of strikebreaking. We do not accept that workers who benefit from 

the settlement perform work that the strikers have stopped performing. 

• Strike meetings will be held at the various locations, often near the heliports. These will be announced 

via email, Facebook, website, SMS, etc. Attend these meetings. Important information will be provided 

there, and you will meet many colleagues in the same situation. 

• Strike pay is normally lower than ordinary wages. Be moderate with spending while you are on strike. All 

strikers may receive a letter from the union asking their bank to defer instalments/interest payments, etc. 

• Elected representatives in each company may, together with company management, prepare guidelines 

specific to the individual workplace in connection with the start of a strike. This may require regular 

follow-up. 

5. SAFE strike procedures 
• The Federal Board is the responsible leadership during a strike initiated by the organisation. 

• The time of commencement, scope and ending of the strike are decided by SAFE’s Federal Board, or 

by the negotiating committee if this authority has been delegated. 

• The Federal Board/negotiating committee may send any mediation proposals out for a ballot. The result 

is binding on the board. 

• The Federal Board must keep the members continuously informed about developments in the conflict. 

• The SAFE office must be staffed as needed during a conflict. The strike committee ensures that people 

will always be available during a conflict. 

• Members of the Federal Board must be able to be convened at short notice if the situation requires it. 

• The negotiating committee appointed by the Federal Board may grant dispensations following 

recommendations from the employee associations/clubs. 

• The negotiating committee is the body responsible during and in connection with a strike for all 

communication with the press, authorities and employer organisations. 

• The negotiating committee must make it clear to the employer organisations that all contact with SAFE 

members must go through the union. 

• Heliport control: the negotiating committee must ensure that strike pickets are placed where needed. 

• The local associations/clubs are themselves responsible for preparing internal procedures during a 

strike. These must not conflict with SAFE’s strike procedures. 

5.1 Strike procedures for local branches/clubs 
In the event of a conflict, contact the club leadership to be informed about the local club’s own strike procedures 

and preparedness. They may, for example, look like this: 

Strike procedures for the SAFE club 

• Elected representatives are the members’ representatives also in a conflict situation. 

• All enquiries to SAFE’s Federal Board must go through the strike leadership/club leadership. 

• The club must ensure good dialogue with members when negotiations start, and establish 

communication early in the negotiations. 

• Local strike leadership on the platforms is responsible for facilitating the best possible communication 

with the strike leadership onshore. 
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• The club must prepare lists of members on the various installations and appoint responsible elected 

representatives on each individual installation. 

• As the end of mediation approaches, the club must prepare for full stoppage according to lawful 

procedures in the event of a strike. 

• Members are obliged to follow instructions from the local strike leadership. Any internal conflicts are 

dealt with after the strike. 

• The club board must be on standby at all times. 

• The club is responsible for ensuring participation in any joint meetings held by the local strike leadership 

on the individual installation. 

• Questions concerning dispensations of any kind must be raised with the local strike leadership, which 

then presents them to the club board. The final decision is made by SAFE’s negotiating committee on 

the basis of the club’s recommendation. 

• Members staying onshore should follow SAFE’s website, etc. Notice that the conflict has ended is given 

by SAFE’s Federal Board via the club. Members are obliged to follow the development of the conflict, 

support this work and perform the tasks assigned to them. 

• Strike benefit is paid according to SAFE’s and the club’s guidelines. The need to levy an extra 

membership fee to cover losses due to the strike is assessed continuously. 

6. Instructions for strike pickets 
Strike pickets must remain in the immediate vicinity of the entrances to the heliport or workplace. Strike pickets 

must wear vests marked “Strike Picket”. 

• Strike pickets must inform the public about the strike action and the reason for it, and seek to win 

sympathy for the strike. 

• Strike pickets must behave correctly and must not use force to prevent people without identification from 

entering the premises, but must limit themselves to noting the names of those concerned and informing 

the strike committee. 

• Strike pickets must inform employees whom they assume will carry out strikebreaking activity and who 

attempt to enter the premises that they are entering without dispensation having been granted. Strike 

pickets must stay informed about any dispensations that have been granted. 

• Anyone caught in strikebreaking must be asked by the strike pickets to refrain from doing so. At the 

same time, it must be pointed out that the matter will be reported to the strike committee. Those who 

commit strikebreaking must be reported to the club board/strike leadership. 

• Strike pickets must follow instructions from the police and otherwise conduct themselves in a way that 

avoids becoming involved in disturbances. 

• Strike pickets must follow the duty roster set up by the strike committee. If prevented from attending, the 

strike committee must be notified immediately. At the end of the duty period, all irregularities must be 

reported to the strike committee. 

• At the start of a new duty period, the incoming picket must contact the strike committee and the 

outgoing picket for any new information. 

7. Regulations concerning safety during industrial conflict 
A separate guidance document has been prepared and will be posted on the website under negotiation/strike 

information. 
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8. Timesheets 
Timesheets are completed by logging in to My Page at www.safe.no. 

This will only become available when you are on strike. 

A guidance document has been prepared explaining how this is done. 


