
 

 
 

Equality and Anti-Discrimination Statement 2024 
 

Storvik 
 

Storvik works to promote equality and prevent discrimination on the basis of gender, pregnancy, 

parental leave related to birth or adoption, caregiving responsibilities, ethnicity, religion, belief, 

disability, sexual orientation, gender identity, gender expression, and combinations of these grounds. 

 

Part 1: Status of Gender Equality 

As of 31 December 2024, Storvik AS has 118 employees, of whom 12 are women. In the Storvik 

Group management team, there are five women, representing more than 50% of the management 

group. There are no female members on the board of Storvik AS. In the Group’s board (Storvik 

Holding AS), there is one female board member. 

Working time arrangements in the company are determined by the different positions and are 

independent of gender. The proportion of employees working part-time is higher among men (3%), 

while no women work part-time. Employees who work part-time do so by choice or due to health-

related reasons. There were no temporary employments. 

In 2024, five men at Storvik were on parental leave. The average duration of parental leave was 11.8 

weeks. 

Pay differences between women and men at Storvik are disclosed only at company level, as there are 

four or fewer women in each category (in accordance with GDPR). 

The average annual salary for women at Storvik AS corresponds to 96.5% of the average annual 

salary for men. 

 

Part 2: Our Work on Equality and Anti-Discrimination 

The company works actively to promote equality, ensure equal opportunities and rights, and prevent 

discrimination based on ethnicity, skin color, language, disability, religion, and belief. To support this, 

the company has established recruitment procedures where applicants from underrepresented groups 

are encouraged to apply. In recruitment processes, both internal and external, personal qualifications 

are prioritized over gender. A review of criteria for career development and management positions has 

also been carried out. 

The company revised its strategy in 2022. Following this revision, the company’s attitudes and values 

related to equality and anti-discrimination were made clearer. 

 



 

 
 

Consideration for equality and non-discrimination is otherwise integrated into the company’s personnel 

policies. A whistleblowing system has been established, allowing for anonymous reporting. 

How We Work for Equality and Against Discrimination in Practice 

Storvik operates in an industry that has traditionally been heavily male-dominated. The company is 

actively working to balance this across several areas. Our efforts include: 

The Working Environment Committee (AMU) includes equality and non-discrimination as a fixed 

agenda item in every meeting. 

Recruitment: In job advertisements, the underrepresented gender is encouraged to apply. This is 

intended to increase the proportion of women in job categories where representation is particularly 

low. 

Expanded cooperation with schools: Storvik aims to inform students about career opportunities 

already at lower secondary school level, with a focus on both genders. Cooperation has been 

established for work placements at both lower and upper secondary school levels, with an aim for 

participation from both genders. 

Monthly work environment surveys: These are used to monitor the working environment. Employees 

can provide feedback on their work situation, including anonymous feedback directly to their manager 

or to HR. 

When catering is provided by the company, consideration is given to allergies and other preferences 

(e.g., alternatives to pork). 

Workwear specifically adapted for women. 

Working hours and tasks are adapted when needed. This may relate to illness, senior employee 

measures to support longer working lives, or improved work–life balance. 

Corporate social responsibility: Storvik has agreements with NAV and the municipality to offer work 

training, language training, and workplace adaptation. 

Further Work 

In addition to continuing existing measures, during 2025–2026 we will review our ethical guidelines to 

ensure they clearly address attitudes related to equality and non-discrimination. 

We will also introduce a fixed agenda item in employee performance reviews focusing on workplace 

adaptation, and for part-time employees, a question on whether they wish to continue working part-

time. 


