CROSS-BORDER
REMOTE WORK FAQS
norway
1. Assume that a foreign national employee of a foreign
company wishes to work remotely for a period of
time in your country performing services exclusively
for the foreign company and not interacting with the
local market in your country.

Is work authorization required? If
so, please provide a brief description
of the type of visa, procedure,
processing time, etc.
Depends on nationality. EU/EEA employees who are
going to work for and live in Norway more than 3
months, need to register as a worker obtaining a job in
a Norwegian or foreign company. Non EU/EEA workers
need a residence permit. The main requirements are
that the employee is a skilled worker meaning that the
employee obtain a higher education or have completed
vocational training and have obtained employment/
received a job offer. Working for a foreign company
that does not have a legal entity in Norway requires
that the foreign company have a contract with an
enterprise in Norway to carry out an assignment in
Norway.

Is there risk of “permanent
establishment” consequences for
the foreign company by virtue of
the remote worker’s activities?
If so, what are the main factors
determining the exposure.
Highly unlikely. Most companies and self-employed
persons engaged in business activities in Norway are
liable to pay tax to Norway.
If a company or self-employed person resides in a
country with which Norway has entered into a tax
treaty, the condition for tax liability in Norway is that
the business income originates from business activity
that is carried on through a permanent establishment
in Norway.
A ‘permanent establishment’ means that the company
or self-employed person has a fixed place of business
through which they run the business all or some of the
time. The business must also have been operating for
a sufficient period of time.
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Examples of permanent establishments are:
• a place of management
• a branch
• an office
• a factory.

At what point and under what
circumstances would the remote
worker become subject to
local social security and other
payroll requirements? Can such
requirements be fulfilled by a
foreign company, and if so by what
mechanisms?
Workers in Norway are as point of departure covered
by/members of the National Insurance (social security).
This does not apply if the employee work temporary for
a foreign company. For work in Norway different rules
apply, dependent on whether the employee is from the
Nordic countries and the EEA, from countries with an
agreement on national insurance/ social benefits with
Norway or countries from outside of the EEA without
such agreement on national insurance/social benefit.
For workers from countries outside of the EEA with
an agreement on national insurance/social benefits
with Norway, the workers are obliged members of the
National Insurance, unless you are regarded as a posted
worker from your home country in accordance with the
law in your home country. Workers from countries from
outside of the EEA without an agreement on national
insurance/social benefits are obliged members in
the National Insurance. Membership in the national
insurance provides entitlement to national health
services and other social benefits. A foreign company
may fulfill such requirements.

At what point and under what
circumstances does the remote
worker become subject to local
employment law requirements such
as Is wage-hour, local holidays,
annual leave, maternity leave,
disability leave, protection against
unfair dismissal, etc.
This depends on the rules on choice of law. Norwegian
choice of law rules are, as the clear main rule based
on case law and follow the so-called “Irma Mignon
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formula” which the Supreme Court established in Rt.
1923 II p. 59, according to which the laws of the country
to which the case “has its strongest connection” shall
be applied. In this connection, both the country in
which the work is performed, where the employment
contract was entered into and the language in which
it was entered into, the parties ‘joint affiliation with a
country’s legal system and the parties’ assumptions
and course of action are important for the assessment.
A number of legal sources state that Norwegian
conflict-of-law rules must be harmonized with those
of the EU, so that as long as there is no direct conflict
between Norwegian and EU legal conflict-of-law rules,
the latter rules must be followed. This is stated, among
other things, in the Supreme Court’s statements in
Rt. 2009 p. 1537 (The bookseller in Kabul), which is
followed up in Rt. 2011 p. 531 and HR-2016-1251-A et
al.
The rules on the choice of law for international working
conditions in the EU are set out in art. 8 of the Rome I
Regulation of 2008, Regulation No 593/2008.
The starting point is that the parties themselves can
decide which country’s law is to be applied to each
individual employment relationship, cf. art. 8 (1), first
sentence, of the Rome I Regulation. This corresponds
with the case law principle in Norwegian law of party
autonomy (the parties decide for themselves). If the
parties to an international employment relationship
have agreed on the choice of law in the employment
agreement, for example that Norwegian law shall
apply, this is also the starting point. Art. 8 no. 1 second
sentence, however, established an important limitation
on this starting point: if the choice of law means that
the employee loses protection that he would have had
if the relevant choice of law had not been made, the
rules of the law of the country that would have been
applied given that the choice had not taken place, will
apply.

Are there special requirements
governing remote work in your
country which would cover the
remote foreign worker?
Provided that Norwegian law applies, the regulation
on working remote ( FOR-2002-07-05-715) sets out
certain requirements for working remote, when
the work is not brief or temporary. Among others,

www.leglobal.org | www.sbdl.no

the regulation set out requirements for a separate
agreement in addition to the employment agreement.

What is the employee’s exposure
to local income tax, and under
what circumstances is the foreign
employer required to arrange for
withholding of income tax?
The rules concerning tax residence upon moving to
Norway apply to those who have not previously been
resident in Norway. The rules also apply to have been
residents in Norway before, if previous emigration has
been approved for tax purposes.
If you stay in Norway for more than 183 days during a
twelve-month period, you will become a tax resident
in Norway. The same applies if you stay in Norway for
more than 270 days during a thirty six-month period.
All whole or part calendar days in Norway are included
in the calculation of the number of days.
If you stay in Norway for more than 183 days during
the year in which you move to Norway, you will be
deemed a tax resident from your first day in Norway.
If the 183 days are split between two income years,
you will become a tax resident from 1 January of the
second year. (You will have limited tax liability in the
year before. This means you are only liable to tax on
certain income linked to Norway.)
If you stay in Norway for more than 270 days during
a thirty six-month period, you will be deemed a tax
resident from 1 January of the year in which the stay
exceeds 270 days. (You will have limited tax liability in
the preceding year(s).)
As the company/employer in the example is foreign,
and as long as their activities through the remote
worker is not considered a “permanent settlement”
or the likes, Norwegian law does not apply directly.
Hence, the duties put on employers situated in Norway
to withhold income tax are not relevant for such
foreign employers.

Would the remote worker be
entitled to bring a claim for
workplace injury in your country?
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If covered by Norwegian law and Norwegian
occupational injury insurance – in principle yes.
Depends on what type of injury and further what
kind social benefit/insurance that will be relevant/in
question.

Would the remote worker be
covered under the local national
healthcare system or insurance?
See above regarding social benefits.

Is a foreign employer subject
to data privacy and security
requirements regarding protection
of employee personal information
for a foreign employee working
remotely in your country?
Yes. GDPR and the Norwegian personal data/privacy
regulation applies to all physical and legal persons in
Norway.

Has there been any litigation
or specific law or regulation
regarding the foreign remote
worker in your country?
Not as far as we know.
2. Would any of the above answers change if the
remote worker (a) is a citizen of your country, or (b)
engages in activity interacting with the local market.
(a) All the questions presupposes that there is a
“foreign” employee in question, thus the questions will
have to be looked at from a pure Norwegian perspective
if the employee is Norwegian citizen. A Norwegian
citizen will not need residence permit/visa working
from remote in Norway etc. The other rules regarding
tax, working environment, employment protection,
tax, GDPR all apply to Norwegian employment if they
are deemed Norwegian according to the rules on
choice of law.
b) Not necessarily, unless such activity results in
“permanent establishment” status, discussed above .
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