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Eq u a lit y S t a t e m e n t  fo r  Te le n or  In fra  fo r  20 21:   
 

This  e qua lity s ta te me nt is  prepare d for the  company Te le nor Infra  AS. Te le nor Infra  is  a  provide r of m obile  infras tructure  

se rvice s  in Norway. The  Company was  es tablishe d in 2020 through me rge r of thre e  inde pe nde nt  companie s . Te le nor Infra  

cons is te d of 85 e mploye e s  pe r 31.12.2021 spread across  8 loca t ions  with Forne bu be ing the  he adquarte r. Due  to  turnove r a  tota l 

of 90  e mploye e s  a re  include d  in the  dive rs ity and inclus ion ana lys is  be low. 
 

 
Pa r t  1 Eq u a lit y S t a t e m e n t  
 
In Te le nor Infra , we  work for e qua lity and aga ins t  a ll d iscrimina tion on the  bas is  of ge nde r, pre gnancy, pa re nta l or adoption 

le ave , ca re  re spons ibilit ie s , e thnic ity, re ligion, be lie fs , disability, s e xua l orie nta t ion, ge nde r ide ntity, ge nde r e xpre ss ion and any 

combina tions  of the se .  The  factua l s itua t ion conce rning e qua lity in Te le nor Infra  for the  pe riod J anuary-De ce mbe r 2021 is  

pre se nte d he re . 

 

1 Distribution of women and men by position level and gender pay differentials    
 

 

Gender representation per position 
level 

(number of employees)  

Pay differentials  
(women’s share of men’s salary as a percentage)  

Women  Men 
Contracted Annual 

Base Salary 
Contracted Total 
Compensation*  

Actual payroll  
(all taxable income)   

Total distribution  26 64 101 % 104 % 104 % 

Level 6 2 2 140 % 144 % 118 % 

Level 5 5 12 113 % 115 % 140 % 

Level 4 8 24 86 % 87 % 84 % 

Level 3 9 25 92 % 91 % 87 % 

Level 2 2 1 N/A N/A  N/A  

* Total compensation is benefits entitled to employees either through  employment agreements, separate agreements  or policy. Such 

entitlements include annual base salary, any car allowance, managerial bonuses,  and other minor reward -elements   

 

Distribution between men and women across the two job families in Telenor Infra : 

 
Share of women per job 

family  
Total  29% 

Mercantile Family 48% 

Technical Family  10% 

 

 
1.1 Definition of employee categories  
Telenor Infra has a job framework consisting of two families and six position levels which all 
employees are mapped against. The model and the principles for placement has been 
deliberated with unions.  Beyond improved  granularity in various analysis of our  workforce 
the model  shall, among other things, identify possible carrier paths for employees. The 
position complexity is based on an assessment based on independence of role, 
educational - and experience requirements in the role, managerial duties, span -of -control, 
subject matter expertise and stakeholder complexity.  6 represents the highest level of 
complexity, 1 the lowest. Infra does not have any roles on 1 and most of our  roles are 
situat ed on level 3 and 4.  
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The  mode l was  introduce d la te  2021. In the  continua tion furthe r qua lity as surance  of the  da ta  a s  we ll a s  continuous  

ca libra t ion/place me nt within the  mode l will be  pe rforme d. A part icula r focus  for Te le nor Infra  has  bee n to  improve  vis ibility on 

our te chnica l s ta ff. 

 

Due  to  a  small popula t ion we  will in this  re port  not  portray sa la ry information be twe e n the se  two groups , but  ra the r combine  

the m. Diffe re nt  t rades /discipline s  give  a rise  to  diffe re nt  compe nsa tion le ve ls  which should be  note d. 
 
1.2 Wage differen tials , further explanation  
 
At company le ve l, wome n’s  sha re  of me n’s  sa lary is  101 % in te rms  of ave rage  contractua l bas ic  sa la ry, 104 % in contracte d 
(e s t imate d) tota l compe nsa tion and 104% in actua l payroll diffe re nce s . The  main e xplana tory factors  on the  aggre ga te d da ta  
would be  

1) Small popula t ion whe re  individua l diffe re nce s  impact  on top-le ve l figure s  – e spe cia lly among the  highe r pa id pos it ions  
and dis tribution be twe e n me n and wome n in the se  role s . 

2) Large r sha re  and count  of wome n in the  highe r pa id role s  (pos it ion le ve l 6 and 5) compa re d to  the  lowe r le ve ls  
3) Se ve ra l ne w hire s  in pos it ion le ve l 5 and 6 in 2021 whe re  addit iona l e xtra  re mune ra t ion (ie . bonus ) whe re  not  fully 

accrue d.  
Diffe re nce s  in age  and se niority (2 ye a rs  and 1 ye a r respe ctive ly) a re  minimal and a re  not  s ignificant  contributors  on the  
aggre ga te d re sults .  
 
Worth noting is  tha t  Te le nor Infra  was  e s tablishe d in 2020  through the  me rge r of 3 com panie s  with diffe re nt  compe nsa tion and 
re ward sys te ms  and le ve ls . 15% of the  e mploye e s  have  be en re cruite d e lse whe re  la te r, but  a ll o the rs  ca rrie s  le gacy from the se  
3 companie s . It  is  unce rta in if dispa rit ie s  has  be e n inhe rite d as  a  re sult . Throughout 2020-21 the  re wards  sys te ms  have  be e n 
ha rmonize d and has  be come  more  addre ssable .  
 
Position Complexity 6  and 5 
The mercantile job family on these levels consists of senior leadership roles with significant responsibility and complexity. 
Oppositely  in the technical family does the role s require deep engineering expertise and insight, but lesser managerial duties. 
Generally, the roles with personnel - and/or P&L responsibility are remunerated higher than the expert roles in Telenor Infra. The 
expert roles on these two levels are exclusively held by men while the most senior management roles are held by women . 
 
30% of th e population  in these two groups  was hired in 2021 and had limited accrual of these additional reward  elements such 
as bonus which in part explains the gap -increase from contracted rights and payrolled income . 
 
Position Complexity 4 and 3  
The main explanatory factor for the difference is women on these levels are mostly holding administrative roles while men are 
holding engineering jobs.  As shown are women less represented in the technical disciplines in Infra. The remuneration 
difference i s explained by higher  salary levels among engineers and technicians than in the administration and support 
functions.  
 
Position Complexity 2 & 1 
With a population of only 3 the numbers are masked to maintain privacy. At position comple xity 1 Telenor Infra had no 
employees in 2021 
 
Pension:   
Telenor Infra  has a defined contribution pension scheme for everyone employed after January  1st 2006, which means that 
deposits calculated by pensionable salaries up to 12G (G  = the national insurance ground amount) are made in funds with 
varying equity shares. Telenor also has a defined benefit pension scheme that closed in 2006 and provides a share of salary u p 
to 12G as a lifetime benefit.  
 
1.3 Temporary employment, parental leave, part time  and sick leave  
 
We have mapped gender distribution related to temporary employment, parental leave, actual part -time and involuntary part -
time work:  
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Total gender balance 
in the company  

Temporary 
employees   Parental leave Actual part time  Involuntary part time  

Share of workforce  In numbers  Average number of 
working days  used In numbers  Percentage of all 

employees  

Women  Men Women  Men Women  Men Women  Men Women  Men 

29 % 71 % 1 0 121 12 1 0 0 % 0 % 

 
Temporary employees :   
Telenor Infra has throughout 2021 had one temporary employee. The employee was a summer intern and the employment 
ended as studies resumed after the summer holiday.   
 
Parental leave :   
In 2021, 3 employee s claimed parental leave according to Norwegian law (Section 12 -5 of the Working Environment Act).  Worth 
noting to the above figure is due to transfers within the company the averages are skewed as part of the parental leave is 
registered with Infra and the  remainder with other parts of the organization. It is also not reflecting parental leave happening 
across two calendar years. Although there is freedom of choice within the framework of the Act with regard to which parent 
takes leave, Telenor Infra  encourages  that men should have equal opportunity, and acceptance for, taking parental leave.    
 
Part time  
Telenor Infra has had  1 part time employees in 2021. This is an employee working part time for Telenor Infra next to studies. 
Conversion to full time employment been viable or desirable for the employee .  
 
Sickness absence  and health & safe ty:  
The 12-month  rolling sick leave average for Telenor Infra was 2,35% . Of this was 1,99% 
prescribed to long -term sick leave while the remainder was short term /self -
prescribed . Sickness absence among women was 4,35 %. Men’s sick leave was 1,7%. 
Of the long-term  sick leave none exceed ed the limitations set by Norwegian 
authori ties and all was of shorter duration (16-90 days). Of what has been reported we 
have seen three  long term sick leaves being work related (fatigue/stress /conflict ) while 
the remainder has been non-work related (illness/sickness/personal reasons) . 
 
Telenor Infra did not have accidents or injuries  occurring at work in 2021 resulting in  
absence  or sick leave. Telenor Infra has as an unavoidable health & safety risk related 
to outdoor working, working in heights  and unfavorable conditions. The step -up within 
HSE in 2021 have significant and thought to be appropriate to mitigate the inherent risk of our operations . 
 
Part 2: How we work to ensure equality and non -discrimination in practice  
   
2.1 Princ ip le s , p roce dure s  a nd  s ta nda rds  for e qua l opportunity a nd  aga ins t  d is c rim ina t ion 
 
Te le nor Infra  is  committe d to  a ll Te le nor pe rsonne l policy docume nts , whe re  e qua lity, ant i-discrimina tion, dive rs ity and 
inclus ion form a  ke y pa rt , including in the  Code  of Conduct , whe re  it  is  e s tablishe d tha t :  
 
“All employees deserve a workplace environment, indepen dent of work location, that is free from harassment, intimidation, 
discrimination or threats of violence for any reason, including actions based on gender, sexual orientation or identity, race , 
ethnicity, disability, national origin, religious or cultural beliefs or citizenship.  
  

• We view employee diversity as a competitive advantage, as it broadens our perspective and allows us to better 
understand our customers’ needs and wants  

• Telenor does its utmost to actively promote equality in all employment practic es 
• We foster a working environment where people are treated honestly and professionally and are valued for their unique 

ideas and differences”.  
  
Te le nor Infra  conducts , a s  part  of Te le nor Group, manda tory annua l t ra ining in the  unde rs tanding of the  Code  of Conduct , 
including d ile mma tra ining fo r a ll e mploye e s . This  was  a lso ca rrie d out  in 2021 with 100% comple t ion. Viola t ions  of the  Code  of 
Conduct  and othe r guide line s  sha ll be  addre sse d with the  imme dia te  manage r or can be  re porte d through Te le nor’s  
whis t le blowing channe l. In the  Employe e  Surve y in the  fa ll of 2021, 85 % of Te le nor Infra  e mploye e s  sa id that  the y fe e l the y 
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could re port  viola t ions  of the  Code  of Conduct  if the y we re  to  obse rve  any. 11 % answe red ne utra lly, while  5 % answe re d 
ne ga tive ly. 96% re porte d that  the ir manage r was  a  good role  mode l of the  Code  of Conduct 
 
Te le nor Infra  is  compliant  with Te le nor’s  Group Manua l for Dive rs ity and Inclus ion and Pe ople  Policy, whe re  dive rs ity and 
inclus ion have  be e n a  priority in 2021. Te le nor Infra  is  a lso cove re d by Te le nor’s  whis t le blowing proce dure s , includ ing the  
Inte grity Hotline  whis t le blowing channe l, whe re  re ports  of viola t ions  of Te le nor’s  guide line s  can be  made , a lso anonymous ly. 
Case s  re porte d to  the  Inte grity Hotline  a re  followe d up by our Compliance  function with ne ce ssa ry inve st iga t ions  and 
me asures . This  applie s  to  a ll ne ga tive /re pre he ns ible  incide nts , including in the  e qua lity a re a . In 2021, no is sue s  conce rning 
e qua lity/discrimina tion we re  ra ise d as  fa r a s  Te le nor Infra  is  aware . 
  
In 2021, Te le nor a lso cre a te d guide line s  for fle xibility, giving e mploye e s  the  opportunity to  mos tly choose  the  loca t ion whe re  
the y work. This  he lps  e nsure  work-life  ba lance . The se  guide line s  have  be e n imple me nted through Te le nor Infra ’s  “Flexible  Way 
of Work”-policy. The  po licy was  de libe rate d with manage rs  and unions  be fore  be ing imple me nte d. In the  fore me ntione d 
e mploye e  surve y 82% answere d favorability to  having the  ne ce ssa ry fle xibility to  manage  work and priva te  life . 
 
In the  2021 annua l incre me nt proce ss  Te le nor Infra  offe re d to  our four e mploye e  unions  a  highe r sa la ry incre ases  to  the  lowe s t  
pa id popula t ion of Infra  than the  re s t  of the  e mploye e s . 
 
Te le nor Infra  is  bound by co lle ct ive  ba rga ining, colle ct ive  agre e me nts  and spe cia l agree me nts  be twe e n Te le nor Infra  and the  EL 
and IT Fe de ra t ion, NITO, Te kna  and Ne gotia . The  colle ct ive  agre e me nts  a lso include  provis ions  for e qua lity and dive rs ity. 
Te le nor Infra  has  an act ive  collabora t ion with a ll four unions  and follows  up the  obliga t ions  in the  colle ct ive  agre e me nts  in c lose  
coope ra t ion with the m, both in formal and informal me e tings .  
 
  
3 How we work to identify the risk of discrimination and barriers to equality  
 
3.1 Overall structure for working on equality   
 
Telenor Infra ’s management and union representatives are focused on complying with our internal policy documents, including 
equality polic y. In the revised People & Org-strategy for Telenor Infra this became an integral part under the pillar  “Sustainable 
employment practices”  
  
Equality issues are mainly considered as an integrated subject in various meeting points between management and union 
representatives, who regularly meet with an open agenda, both formally and informally. In 2021, an important area of dialogue  
has been the  discussions with union representatives concerning the introduction of increased work location flexibility, among 
other reasons to ensure work -life balance. The elected representatives as well as the administration in Telenor Infra has also 
had emphasis on  correcting imbalances in compensation and reward stemming from the legacy of the companies merged into 
Telenor Infra. This has been adjusted both through collective processes as well as individual salary reviews . 
 
The Working Environment Committee (WEC) p lays an important role in various topics related to health, safety and the 
environment. WEC met four  times in 2021. Specific issues related to the pandemic and facilitation of the work situation for 
employees, both at workplaces and at home offices, have b een on the agenda for WEC in the last year, in addition to sickness 
absence, follow -up of the employee survey,  workload,  use of the occupational health services and work location flexibility.  
   
Telenor has its  own platform for employee learning (Telenor A cademy), where there is a considerable amount of course 
material regarding equal opportunity topics, such as Unconscious Bias learning modules . 
  
Telenor Infra  has a strategic goal of increasing the share of women i n technical disciplines from the current level of 10% to 16%. 
Furthermore have Telenor Infra discontinued a former practice of offering voluntary severance agreements to all employees 
over 62 years of age. This both to retain critical competency but also to cater for being a “livsløps” -employer , also for elderly 
colleagues . 
 
3.2 We discovered the following discrimination risks and barriers to equality  
 
Our Employee Engagement Survey (EES), which was referred to in the previous chapter,  is an important mapping tool for 
uncovering discrimination ris k and the barriers to equality  and is run annually in the fall. The previous EES was conducted in the 
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fa ll of 2021. Following a re  some  e xample s  of re sults  showing how e mploye e s  pe rce ive  the  ove ra ll e qua l opportunity s itua t ion in 
Te le nor Infra : 
 
With 92% answe ring favorably to  the  que s t ion “I fe e l able  to  be  myse lf a t  work” Te le nor Infra  be lie ve s  tha t  our e mploye e s  fee l 
the  conte nt  of our Code  of Conduct  in the ir e ve ryday work life  and tha t  we  ca te r for dive rs ity. Whe n aske d whe the r employe e s  
fe e l tha t  e ve ryone  has  the  same  opportunit ie s  for de ve lopme nt re gardle ss  of ge nde r, na t iona lity, age , phys ica l abilit ie s , 
pe rsona l background, or any othe r cause  of discrimina tion, 79 % answe r pos it ive ly, 16 % ne utra lly and 4 % ne ga tive ly. Albe it  a  
high numbe r Te le nor Infra  do score  some what lowe r than othe r Norwe gian companie s  in Te le nor and we  a re  cautious  of this  in 
future  re cruitme nt- and prom otion se t t ings . 
 
Although the  vas t  ma jority of e mploye e s  re sponds  pos it ive ly or ne utra lly to  such que s t ions , it  is  important  to  continue  the  
e fforts  and making the  promotors  e ve n more  sa t is fie d and turna round those  be ing ne ga tive . Furthe r mapping of re asons  and 
imple me nta t ion of me asure s  a re  handle d loca lly in se para te  follow-ups  of EES re sults  in individua l de partme nts . For 2021, the  
company has  in dia logue  with union re pre se ntat ive s  ide ntifie d a  range  of act ions . 
 
In addit ion, we  point  out  the  following risk factors  for the  s ta te  of e qua l opportunity in Te le nor Infra : 

• The re  is  ge ne ra lly a  re la t ive ly la rge  ge nde r imba lance  within te chnica l d isc ipline s , with a  pre dominance  of me n a t  a ll 
le ve ls  e xce pt  se nior manageme nt. 

• We  have  not  had a  s ingle  qua lifie d fe male  applicant  for our e ngine e ring vacancie s  in 2021 
• Although m os t  diffe re nce s  in wage s  be twe e n me n and wome n have  e xpla inable  cause s  or individua l diffe re nce s  

make s  it  s e ns ible , it  is  an a rea  for a t te ntion. Pa rt icula rly whe re  the  diffe re nce s  a re  ine xplicable . 
• The re  is  highe r s ickne ss  absence  among wome n than among me n 

  
A dile mma Te le nor Infra  faced in 2021 was  the  se curity c le a rance  proce ss  with Norwe gian authorit ie s . Mos t  of our e mploye e s  
ne e ds  c le a rance  to  “Confide ntia l” due  to  work with crit ica l na t iona l infras tructure . The  proce ss  its e lf takes  s ignificantly longe r 
with e mploye e s  born outs ide  Norway and/or shorte r te nure  as  c it ize ns  of Norway. We  have  a lso in 2021 e xpe rie nce d 
applica t ion(s ) de cline d due  to  this . If the  pract ice  from Nationa l Se curity Authority (NSM) is  to  be  unde rs tood applicable  for a ll 
immigrants  outs ide  Europe  it  will come  with ne ga tive  conse que nce s  for our ability to  hire  othe r e thnic it ie s  than Norwe gians , 
and hampe r e fforts  to  have  a  dive rse  and inclus ive  workforce . 
 
3.3 Possible causes of risks and hazards  
 
We have found the following possible causes of risks and hazards in our assessments:  
 

• The wage differences between men and women at the company level are largely due to the predominance of men in 
engineering positions and women  in non-managerial  administrative position s. 

• In general, there is considerable competition for qualified labor  with in Telenor Infra ’s domain, and there are 
significantly fewer women than men who have an education in engineering and are applying for jobs in technological 
areas. 

• The massive volume/production increases due to 5G infrastructure  roll-out put increases our w orkload potentially 
yielding higher sick -leave, “quick -fixes” when it comes to recruitment and temporary employment , use of overtime, 
etc . Although no statistical indication of  issues, the topic is frequently discussed with unions and in management.  

• The gender imbalance that exists in the technical disciplines  may make it more difficult both to recruit and to retain 
female employees  in the future . 
 

3.4 We have initiated/implemented the following measures in 2021:  
 
Initially, Telenor Infra  follows a process  for follow -up of our employees, called People Dialog ue. This includes established 
processes for appraisals, defining goals and setting development plans for employees. The immediate manager is responsible 
for foll owing up employees and this shall, in accordance with our personnel policy, take place without any form of 
discrimination on any basis.  
 
Gender: 
Telenor Infra , as part of Telenor Group,  is a partner for the SHE program , which focuses on increasing the numb er of women in 
senior management.  Telenor’s Norwegian companies rank high on gender balance in the SHE -survey  – number 3 in 2021. 
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Te le nor Infra ’s  manage me nt te am has  fe male  re prese nta t ion of 50%. In 2021 we  e mploye d our firs t  fe male  to  he ad up an 
e ngine e ring/te chnica l function. A good s ta rt ing point  for Infra . For the  targe ts  se t  for 2022 Te le nor has  include d incre ase  of 
wome n in te chnica l disc ip line s  and we  have  a lloca te d he adcounts  only to  be  fille d in cas e  of qua lifie d fe male  e ngine e rs  
applying. 
  
Disabilities:  
Telenor Infra  participates in the Open Mind program, which is operated by Telenor Norway. The program gives work training for 
two target groups, namely p ersons with disabilities and persons with an immigrant background from countries outside the EU. 
During 2021, Telenor Infra did not have  any candidates on internships or employment from the program  in 2021, but have one 
confirmed for 2022.  
 
Ethnicity:  
Telenor is a global group with a diverse workforce from many different countries. This is also reflected in Telenor Infra . The 
official company language is English although documentation is in “whatever language suits you best”. We have non -Norwegian 
speaking employees and experiences few, if any, issues with this.  
 
Our cafeterias in many cases also celebrate the national days of other countries by preparing dishes from those countries.  
 
Please also see the section covering the Open Mind program under the  heading Disabilities, as this program also targets 
immigrants with a background from non -EU countries.  
 
Religion/beliefs:  
We emphasize the availability of varied food in our cafeterias and have adapted the menu to employees with various religious 
affilia tions. Employees at the headquarters at Fornebu have access to a prayer room.  Telenor  Infra also try to be sensitive 
around holidays outside the typical “Norwegian” holidays and the threshold is low for absence/vacation also outside the 
“ typical ”  vacation weeks/months.  
  
Sexual orientation, gender identity and gender expression:  
Although a private matter Telenor Infra  has members with different sexual orientation  – also in prominent positions. We are 
also a sponsor of TechPride.  Before the pandemic (2019), Telenor Infra participated in the Pride Parade under the Telenor -
parole “We have room for all of you.” Employees have been offered neckbands for access cards in rainbow colors . A network 
(Telenor Rainbow) has been established in Telenor for employees who define themselves as LGBT+, and they also have a group 
on the Work place intranet. Telenor Infra  will work with other Telenor companies to mark Pride in 2022. Prominent members of 
our organization have been, or are, active in these networks , events  and in other areas where more acceptance for different 
sexual orientation is discussed . 
    
Pay and working conditions:  
Telenor Infra  has personnel policy guidelines and collective agreements that ensure equal treatment of employees, regardless 
of their background and the law regulated discriminatory grounds, for example in term s of wages and wage assessments.  As 
mentioned above did Telenor Infra in 2021 propose to the unions a higher wage increase to the lowest paid part of the 
organization than the rest as part of the annual increment process . This to ensure less salary disparity and improved working 
conditions.  Telenor Infra, alike the other Telenor -companies in Norway, have set procedures with the unions for wage 
negotiation as well at training for all manager on how to distribute the increases, including employees on p arental leave and 
sick leave. All distributions are reviewed and approved by HR before implementation . The company has conducted wage 
negotiations with all four unions and in this connection has also provided managers with guidance on how to distribute wag e 
settlements with an equal approach, including employees on parental leave and sick leave.  
  
Telenor Infra conducts a health and safety risk review quarterly and organize a Health & Safety training for all employees 
semiannually. Health & Safety training for manager was cancelled in 2021 due to the pandemic  but have been rearranged for  
2022. All managers are required to attend e ither the full course (for first time manager ) or the refresher course (for seasoned 
managers) . 
  
Telenor Infra  pays full salary beyond 6G in the event of illness and in the event of parental leave. We also cover full pay for 
fathers on the two -week leave in connection with childbirth. Regarding parental leave, it is estimated that the provision of full 
pay during the l eave may encourage more men to take the leave.  
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Promotion:  
All vacancies are always advertised internally. Of 12 hires in 2021 9 came from within Telenor. Our policy is to have qualified 
candidates of both genders in the final round. This is followed up b y the recruitment team, in collaboration with the hiring  
manager. The management groups have conducted annual People Forums where career development for employees is one of 
the issues. In this context, there is a focus on increasing positive attention and opportunities to women, particularly in technical 
disciplines.  
  
Development opportunities:  
All employees have created their own development plan in consultation with their manager. All employees are given 40 working 
hours in each calendar ye ar for their own learning and development. This initiative is called the “40 -Hour Challenge.” The vast 
majority of employees reports that they believe the development opportunities are the same for all employees, regardless of 
their background. There are a lso programs for development and advancement for employees, and the emphasis is, as much as 
possible, on gender balance among the participants. Telenor Infra ended 2021 with an average of 41 hours per employee.  
  
Work -life balance /care responsibilities/pa rental and birth/adoption leave:  
Telenor Infra  implemented our model for increased flexibility of location of work in 2021. Employees can largely, within a 
framework, choose where they carry out their work. This has been implemented in close cooperation wi th and after 
discussions with union representatives. We see increased flexibility as a benefit that eases the combination of work with fam ily 
life and care responsibilities, delivering and picking up children in kindergarten, etc.  Telenor Infra has also piloted “permanent 
home office” for employees in particular need and/or where physical presence at an office location is a challenge – either due 
to disability, distance,  or personal reasons.  
  
During the pandemic Telenor Infra  has maintained an extended quota for leave of absence with pay in the event of children’s 
illness.   
 
Telenor Infra  has flexible work hours between 7am and 6pm, with core work hours between 9am and 3pm.  
  
Facilitation:  
During the pandemic and in 2021, an interdisciplinary working group has dealt with issues related to the pandemic. After 
discussions with union representatives, we offered to facilitate workplaces at home with loans of equipment from Telenor, 
offers to purchase cardboard desks to use as an a djustable height desk, offering an additional monitor, keyboard, mouse, 
headset, etc. Employees who have had serious health or welfare reasons necessitating continued work at the office during the 
pandemic have had this facilitated. The need for facilitati on was discussed with the immediate manager, who assessed the 
necessary measures, possibly in consultation with HR and the occupational health service.  
 
Throughout the pandemic, we have increased the number of mental health appointments and physical treatm ents covered 
through our health insurance.  
  
Work against harassment, sexual harassment,  and gender -based violence:  
Telenor Infra  has an own compliance function and whistleblowing procedures for negative incidents, including harassment in 
various forms.  Incidents can be reported through our official Integrity Hotline, which all employees have easy access to. In 2021, 
no equality rel ated cases were reported to the Integrity Hotline.  
 
  
3.5 Measures planned in the year ahead:  
 
As mentioned above is a pilar in Telenor Infra’s People & Organization strategy to have sustainable employment practices. We 
will continue to emphasis our desire to be “livsløps” -employer, particularly in retaining and developing the older part of the 
work force . 
 
Telenor Infra seeks to increase our share of women in technical discipline with an articulated company target of 16%. Despite  
being a low number , and hopefully overachieved, the efforts to get there is challenging – particularly in talent market wh ere 
women in general is underrepresented.   
 
Telenor Infra will continue to pursuit candidates from the Open Mind program  with one candidate confirmed for 2022 already . 
 
Our recruiters will work on a project related to increasing diversity in recruitment, w ith emphasis on seeing opportunities and 
uncovering possible obstacles to diversity. In this context, we will also assess our job advertisements and their messaging 
regarding diversity, also based on criteria other than gender.  



 

 
Sensitivity: Open 

 
We  will a s se ss  the  a re as  where  the re  are  une xpla ine d wage  diffe re nce s  be twe e n me n and wome n and cons ide r the  ne e d for 
any me asure s  in this  conte xt .   
  
4 Assessment of results and expectations concerning the work ahead  

 
There is still more to do when it comes to gender balance in Telenor Infra . On aggregated levels and on a company level Telenor 
Infra is performing well. Areas of improvement is assessed to be more localized within pockets of the organization and should 
be addressed closest to the issue as possible. We have a new People & Org. strategy in place where diversity, both mindset an d 
demographically, are central elements . 
 
Our failure to attract female applicants for engineering roles in 2021 is concerni ng and needs to be addressed throughout 2022. 
Both how we attract them, but also the experience we offer once onboard.  
 
Although most of the wage disparities in chapter 1 are explainable and probably in accordance there are spaces where we see 
room for imp rovement. Telenor Infra believes they are best addressed through both collective measures and individual 
assessments.  
 
The employee surveys show that the vast majority of employees believes that everyone has equal opportunities in the 
company, regardless o f gender, nationality, age, physical health, personal background,  or other causes of discrimination. 
Similarly, the vast majority of employees feels that they can ‘be themselves’ at work. Telenor Infra  sees this as highly positive  
and it support the manage ment impression of the organization. However, there is the potential for further improvements, and 
this will be followed up at various levels when the work on employee surveys and measures is done.  
 
The company and its union representatives are satisfied w ith the work done on increased flexibility regarding work location. 
This will be followed up further in 2022.  At the same time, we will assess whether increased flexibility and the possibility of 
working from home can potentially have negative effects on e quality. Some studies have indicated that frequent working from 
home makes these employees less visible, for example when being assessed for possible promotion. It is important that this 
measure, intended as a benefit for employees and seen as a competitiv e advantage, does not have unintended negative 
consequences on gender equality  and company culture.  We will therefore continue to assess the need for any measures in this 
context.  
 
Telenor Infra takes pride in being part of the larger Telenor Group and the opportunities that we have that we otherwise 
wouldn’t been able to do on our own. Open Mind, the ODA -network, Girls Code, SHE, Pride, and many more are initiatives  
Telenor wholeheartedly s upports and contribute to.  We consider th ese as important measures in support of equality, not only 
in Telenor Infra and Telenor Group , but also at the societal level.  
 
Although we consider the state of equality and inclusion in the company as a whole  to  be at a high level, with many positive 
activities and measures, we see the need for moving the needle further the coming year. This applies particularly to increased 
diversity  within technical disciplines.  

 
 
 

Fornebu,  May 12th 2022 
Board of Directors, Telenor Infra  AS 
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