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TenneT TSO B.V., located in Arnhem 

the employers’ association WENB, located in Arnhem

on the one hand

and

FNV Publiek Belang, located in Utrecht

CNV Publieke Diensten, part of CNV Connectief, located in Utrecht

on the other hand, each for the employees 

have jointly agreed on the following collective labour agreement:



6TSO CLA 2022-2023

Foreword

The social and political ambitions to achieve a climate-neutral society are growing. 
TenneT plays an important role in realising these ambitions. Our efforts are aimed 
at realising a Target Grid by 2045. Until 2025 we will continue to grow in a 
responsible manner in order to be ready for the peak: we must then be at full 
strength to design and implement the Target Grid. 

The task that this entails is enormous. By cooperating (even more) with external parties, looking 
for smart solutions, standardisation and digitalisation, we can take on this challenge together. 
This requires different ways of working (together), in which our safety is never in question.  

Not only the nature of our work is changing, but also where and how we work together. Hybrid 
working is the standard. We find it important that you experience a good work-life balance, as 
well as an acceptable workload. We offer ample training and career opportunities. Society is 
paying increasing attention to inclusiveness and diversity. At TenneT too, we believe it is 
important to be a reflection of society. Everyone should feel at home with us and be proud to 
work at TenneT on the energy transition.  

We are living in turbulent times. The negotiating parties have therefore jointly decided to 
conclude a 16-month CLA as a prelude to a CLA that will provide direction for the period 
leading up to 2025 and beyond.

NB this 2022-2023 TSO CLA is the translation of the CAO TSO 2022-2023. In case of a discrepancy 
between these versions, the Dutch version shall prevail. 
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AAOP		 ABP Incapacity Pension

ABP		  Collective Pension Fund for Employers within the Government and Education sectors 

ADV		  Reduction in working hours

Anw		  National Survivor Benefits Act

AOW		  General Old Age Pensions Act

ATW		  Working Hours Act

BW 		  Dutch Civil Code

CLA		  Collective Labour Agreement

FNM		  Job level matrix

FPU		  Flexible Pension and Retirement Scheme

IPAP 		  Disability Pension Supplement Scheme

IP			   Disability pension 

IVA			  Fully Disabled Persons Income Scheme

OR 		  Works council

RVU		  Early retirement scheme

SV wage	Wage for the purposes of wage tax/national insurance contributions 

TSO		  Transmission System Operator

UWV		  Employee Insurance Agency

WAZO	 Work and Care Act

WENB	 Employers’ association for the sectors Energy, Recycling and Environment and  

			   Cable & Telecommunications 

Wfsv		  Social Insurance (Funding) Act

WGA		  Partial Capability for Work Act 

WIA		  Work and Income (Capacity for Work) Act

WOR 		 Works Councils Act

WW		  Unemployment Act

ZW		  Sickness Benefits Act

Abbreviations
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Definitions

Incapacitated for work, fully and permanently 
A person who is fully and permanently incapacitated for work is a person who, as a direct and 
objectively medically ascertainable consequence of illness, defect, pregnancy or childbirth, is 
permanently able of earning no more than 20% of the reference income per hour through work 
(Article 4.1, of the WIA).

Incapacitated for work, partially 
A person who is partially incapacitated for work is a person who, as a direct and objectively 
medically ascertainable consequence of illness, defect, pregnancy or childbirth, is able of 
earning up to 65% of the reference income per hour through work, but who is not fully and 
permanently incapacitated for work (Article 5 of the WIA).

Business interest 
Every situation that concerns the safety or continuity of the business process and situations in 
which the commercial, economic or (technical) operational interests of the employer’s company 
are at stake. If the ‘business interest’ relates to interests of a commercial, economic or 
(technical) operational nature, the employee’s interests that are at stake will be taken into 
account.
	
Industrial accident
An accident which is largely due to the nature of the work assigned to an employee or the 
special circumstances under which the work had to be carried out. The accident must not have 
been caused by an act and/or carelessness of the employee.

Calculation basis
The daily wage that applies to WW and ZW supplements. This is calculated on the basis of the 
non-maximised SV wage in the year prior to the first day of unemployment or sickness. 

Years of service 
The uninterrupted period of service with the employee’s current employer and the employer’s 
legal predecessor(s).

End-of-year bonus	
A payment of 6% of the employee’s annual salary. 

Annual salary	
Twelve times the monthly salary 
	
Monthly salary	
The employee’s salary according to the salary scale (multiplied by the part-time percentage, if 
applicable) plus, if applicable:
a.	 the monthly salary allowance;
b.	� monetary allowance for standby duty, on average per month over the previous 12-month 

period; and
c.	 monetary allowance for shift work. 
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For employees with a function contract, the above applies on the understanding that the scale 
salary is reduced by 8% holiday allowance.

Retirement	
The ABP Multi-Option Pension or the ABP Incapacity Pension

Overtime 	
Hours worked at the request of the manager over and above the normal hours to be worked 
per day or shift. If an employee stays on for less than half an hour per day or shift, this is not 
deemed overtime. If an employee stays on for more than half an hour per day or shift, the initial 
half hour IS deemed overtime. If overtime does not immediately follow on the standard working 
hours (involving additional attendance), the travel time is deemed overtime as well. 

Partner 	
a.	 the employee’s spouse;
b.	� the person with whom the employee has entered into a registered partnership (Book 1, 

Section 80a of the BW), or;
c.	� the person with whom the employee cohabits and, with a view to long-term cohabitation, 

runs a joint household. This must be evident from a written statement. 

Suitable position	
A position that is different from the employee’s own position, but in which the work can 
reasonably be assigned to the employee, taking into account experience and training. Suitable 
positions include those positions for which the employee can qualify within a period of 
approximately six months and in which the remuneration is equal to or one salary scale higher 
or lower than the salary scale of the employee’s own position and which will become available 
within three years.

Shift work 
An arrangement of working hours according to a schedule established at company level, in 
which employees alternate in the performance of one and the same position. Working at hours 
outside the period 07:00 to 18:00 Monday to Friday forms part of the normal pattern. 

Reorganisation 	
A reorganisation as referred to in Section 25(1)(c), (d), (e) and (f) of the WOR.

Salary allowance	
A fixed monthly allowance on the scale salary regardless of the reason for granting, other than 
the end-of-year bonus, holiday allowance, shift work allowance, standby duty allowance and 
fixed allowance for employees with a function contract. This can be a fixed amount or a 
percentage of the scale salary. 

Hourly salary	
1/165th part of [the scale salary plus the salary allowance]. For employees on a function 
contract for the standard 40 hours per week, the ‘salary per hour’ is 1/173rd part of [the scale 
salary plus the salary allowance].
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Scale salary 	
The amount per month that the employee receives on the basis of his classification on the 
salary scale.

Work location 
The place designated by the employer where the employee works as a rule or the place from 
which the employee, as a rule, starts his work.

Holiday allowance	
An allowance of 8% of the employee’s annual salary.

Shifted working hours 	
Hours worked at the request of the manager other than during the standard working hours, 
insofar as these are not classified as overtime and do not coincide with the standard working 
hours or the standard schedule. 

Continuous shift work	
A form of shift work in which the follow-up of shifts is organised in such a way that the work 
process continues 24 hours a day, 7 days a week.

Standby duty  	
Availability according to schedule for carrying out work outside the working hours applicable to 
the employee.

Employer 	
Each company with its own legal entity that mainly carries out activities that fall within the scope 
of this CLA and that is a member of WENB. A company mainly carries out activities that fall 
within the scope of this CLA if more than 50% of the agreed number of working hours of the 
employees employed are spent on these activities.

Employee 	
All persons employed by the employer with the exception of:
•	 board members (including directors and associate directors);
•	� those who are sent abroad for a period of three months or more (‘assignees’). They are 

subject to the International Secondments Directive during the period of deployment;
•	� those who have their place of employment in Brussels;
•	� interns and holiday workers;
•	� those with a distance to the labour market who are employed, whether or not pursuant to 

social legislation or within the framework of an employment project subsidised by third 
parties (work experience place); and

•	� those working within the framework of a training employment programme.
Whenever this CLA uses the male form, the female form is deemed to be included.
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1. About this CLA

Article 1.1 – Term 
This CLA runs from 1 May 2022 up to and including 31 August 2023.

Article 1.2 – Scope
The scope of this CLA includes employers who have been designated as Transmission System 
Operator (TSO) in the Netherlands and Dutch territorial waters and who are responsible for 
transporting electricity, as well as for maintaining, developing and balancing the high-voltage 
grid from 110kV onward. 

Article 1.3 – Affiliated companies
TenneT TSO B.V., established in Arnhem, is affiliated with this CLA. 

Article 1.4 – Nature
1.	 This CLA is of a minimum nature. 
2.	� Rights arising from provisions of previous CLAs lapse when this CLA comes into force. The 

rights arising from the provisions of this CLA apply instead. Insofar as entitlements are less, 
this CLA takes precedence over previous CLAs. Individual agreements not arising from a 
previous CLA remain in force. 

	
Article 1.5 – Compliance
1.	� The employer applies this CLA to all his employees (in accordance with the definition of 

employee as set out in this CLA). 
2.	� In certain situations, the employer and employee can conclude a function contract. Further 

agreements for this are included in Article 2.8. 
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2. The employment contract

Article 2.1 – General 
1.	 An employment contract is entered into in writing and always states: 
	 a.	 the employee’s name, first name(s) and date of birth;
	 b.	 the name and place of business of the employer;
	 c.	 the employee’s position and location(s) of employment, work location(s) or work area;
	 d.	 the employee’s date of commencement of employment;
	 e.	 the employment contract term;
	 f.	 the employee’s contractual number of hours per week;
	 g.	 the starting salary;
	 h.	 the salary scale or group associated with the starting salary, if applicable;
	 i.	 the applicability of this CLA and the company policies the employee qualifies for.
2.	� As of 1 August 2022, a more extensive information duty for the employer applies on the 

basis of the new Article 7:655 of the Dutch Civil Code. As of that moment, article 2.1 
paragraph 1 under a to i will lapse and be replaced by this more extensive legal information 
obligation.

3.	 The employee receives a copy of his employment contract. 
4.	� The employer may subject the employee to screening prior to and during the employment 

contract. Depending on the position and role of the employee, this may include:
	 a.	 Certificate of Good Conduct;
	 b.	 Full Security Clearance (UVO) and/or;
	 c.	 AIVD screening. 
5.	 The employment contract is governed by Dutch law. 

Article 2.2 – Commencement and term of the employment contract
1.	� It concerns a fixed-term or an indefinite employment contract. 
2.	� Fixed-term employment contracts are subject to Book 7, Section 668a of the Dutch Civil 

Code.
3.	� If on the basis of one or more temporary employment agency contracts and/or secondment 

agreements, the employee worked for the employer for more than half a year immediately 
prior to commencement of the employment contract, these will count as a single 
employment contract within the context of Book 7, Section 668a of the Dutch Civil Code, for 
a fixed period of six months.

Article 2.3 – End of the employment contract
1.	� Both the employee and employer can terminate a fixed-term employment contract 

prematurely, with due observance of the notice period applicable to them.
2.	� The employment contract does, in any case, end on the first day of the month following the 

month in which the employee has become entitled to AOW benefits. 

Article 2.4 – Obligation to perform other work 
1.	� If deemed reasonable and necessary in the interest of the business, the employer can 

(temporarily) assign the employee to a different position or have the employee (temporarily) 
perform work other than the employee’s usual duties. 

2.	� In the event of a strike at another employer or a lock-out of employees during a strike, the 
employee cannot be obliged to do work to replace strikers or employees who have been 
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locked out. This does not apply if the employer believes this is necessary for reasons of 
public safety or health or for the undisturbed public energy supply.

3.	� The employer will discuss the application of paragraph 2 with the works council as soon as 
possible.

Article 2.5 – Secondment
1.	 The employer has the option of seconding the employee to another employer.
2.	� During the secondment, the other employer determines the location of work and working 

hours. If the regular working hours deviate from this, the secondment will be regarded as a 
temporary transfer to a different schedule.

3.	� In the event of secondment, the existing terms of employment will continue to apply. For 
taking (special) leave, rules for reporting ill, safety, etc., the employee must comply with the 
regulations of the other employer.

Article 2.6 – Rules of Conduct 

Article 2.6.1 – Confidentiality
1.	 During and after termination of his employment contract, the employee, without the 
employer’s permission, is not permitted to disclose or make statements about matters that are 
known to him on account of his employment contract and of which he understands or can 
reasonably suspect that confidentiality is required. The foregoing does not apply if the employee 
is obliged to provide this information to certain persons on the basis of a statutory or other 
generally applicable regulation. 
2.	 Without the employee’s permission, the employer is not permitted to disclose or make 
statements about matters concerning the employee’s private life of which he understands or 
can reasonably suspect that confidentiality is required. The foregoing does not apply if the 
employee is obliged to provide this information to certain persons on the basis of a statutory or 
other generally applicable regulation. 

Article 2.6.2 – No prejudice to the employer
1.	 Without the employer’s permission, the employee is not permitted: 
	 a.	 to request or receive gifts from others in connection with his work;
	 b.	 to be involved in work contracted out by the employer;
	 c.	 to be involved in deliveries to the employer;
	 d.	� to use property of the employer for himself or for others, other than within the framework 

of his work for the employer;
	 e.	� to have services performed for himself during working hours by colleagues or others 

working for the employer, other than within the framework of his work for the employer.
2.�	� Further rules on the subject of compliance and integrity have been laid down at company 

level. 

Article 2.6.3 – Ancillary activities
If the employee wishes to perform paid ancillary activities, he must report this to the employer. 
The employer will give the employee permission to perform the aforesaid additional activities, 
unless these activities:
a.	 pose a risk to health and safety;
b.	 create a risk with regard to protecting the confidentiality of company information;
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c.	� result in a conflict of interest or damage to the interests or good name of the employer’s 
business otherwise, or

d.	� lead to a violation of a statutory regulation, such as a violation of the working hours act. 

Article 2.7 – Medical examinations
1.	� Medical examinations will only be performed if, upon commencement of employment or a 

change of position, special requirements are attached to the employee’s medical fitness 
needed for the relevant position. 

2.	� The medical examination will be performed by a physician appointed by the employer.
3.	�� The employee will be the first to receive the results of the medical examination. 
4.	� If the employee withdraws before the result of the medical examination has been 

communicated with the employer, he can request that the result be kept secret from the 
employer. The employee must make that request in time. 

5.	� The employer pays the costs of the medical examination. 

Article 2.8 – Function contracts
1.	� The employer can conclude a function contract with certain employees (in accordance with 

the definition of employee as set out in this CLA). A function contract may contain 
agreements that deviate from this CLA.  

2.	� Function contracts can be concluded with employees with job grades above scale 9. 
3.	� The provisions or chapters of this CLA set out below apply to function contracts. The other 

terms of employment in this CLA can be replaced by specific collective or individual 
agreements. 

2.1		 General
2.2		� Commencement and term of the 

employment contract
2.3		 End of the employment contract
2.4		 Obligation to perform other work
2.5		 Secondment
2.6		 Rules of conduct 
3.2		� Working hours and schedule, with the 

exception of paragraph 6
3.3		 Workplace
3.4	�	� Setting own working hours and 

workplace
4.1.3	 Objection
4.6		 Promotion and demotion 
4.9		 Anniversary bonus
4.10	 Setoff against salary payments
4.11	 Deputation
4.16	 Pension scheme
4.17	 Benefit upon retirement
5		  Reimbursements

6.1		� Statutory holiday leave, with the 
exception of paragraph 2 and 3

6.3		 Age-related policy 
6.4		� Leave in accordance with the WAZO 
6.5		 Special leave 
7		  Flexible terms of employment
8		  Disciplinary action
9.1		 Sustainable employability 
9.2		 Personal development plan
9.3		 Career scan 
9.4		 Preventive medical examinations
9.6		 Adjustment of job level
10		� Illness, incapacitated for work and 

death
11		 Unemployment 
�12.1A	�Temporary one-time union 

contribution
12.2	 Leave for union activities
12.3	 Union facilities
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3. Working hours and workplace

Article 3.1 – Working hours 
1. �The working hours for an employee with a full-time employment contract average 38 hours 

per week on an annual basis, whereby the employee actually works 40 hours per week and 
accrues 2 hours of time off in compensation (ADV) per week. Different average working hours 
apply to employees in continuous shift work, as described in Article 3.6. 

2. �Accrued ADV does not expire due to illness. Accrued ADV that has not been scheduled in is 
regarded as extra-statutory holiday leave. No ADV is accrued during sickness hours.

3. �Leave for the purpose of union activities is deemed hours worked when determining ADV 
entitlement.  

4. �If in accordance with Article 3.4, the employee qualifies for setting his own working hours, he 
will personally ensure that, on average over a year, he works the number of hours per week 
agreed with him. 

5. �The employee is deemed to work part-time if he averages less than 38 working hours per 
week on an annual basis. In that case, he is entitled to the terms of employment regulated in 
the CLA in proportion to his working hours, unless otherwise stated.

Article 3.2 – Working hours and schedule
1.	� Standard working hours are between 07:00 and 21:00, Monday to Friday. Employees only 

work on Saturdays, Sundays and public holidays if business interests so dictate. For shift 
workers, the standard working time as stipulated in Article 4.12.1 applies.  

2.	 Public holidays are:
	 •	 New Year’s Day;
	 •	 Easter Monday;
	 •	 Ascension Day;
	 •	 Whit Monday;
	 •	 Christmas Day and Boxing Day; 
	 •	 King’s Day; and
	 •	� once every five years on Liberation Day, during anniversary years only. As of 2023 

Liberation Day (5 May) will be a paid day off every year.  
3.	� If the employee works varying working hours, a schedule will be drawn up.   
4.	� If the employee qualifies for setting his own working hours, he will draw up his own schedule 

in consultation with his manager and, if applicable, his team. To this end, the employer has 
agreed on an implementation regulation (‘Flex@TenneT’) with the works council. 

5.	� The employer is permitted to assign the employee to a varying schedule. If this causes the 
employee to incur costs, these costs will be reimbursed by the employer.

6.	� If the employee, on the instruction of the employer, works outside the standard working 
hours, he is entitled to an allowance. This does not apply to situations in which the 
employee qualifies for setting his own working hours and works outside standard working 
hours on this basis.

7.	� No allowance applies to hours worked within the standard working hours, with the exception 
of:

	 a.	 shift work; 
	 b.	 overtime;
	 c.	 shifted working hours; and
	 d.	 offshore work.
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For further rules on this subject, see Article 3.8 et seq. and Article 4.12 et seq. for the amount 
of the relevant allowances. 

Article 3.3 – Workplace 
1.	� If necessary for the employee’s work, the employer can oblige the employee to live in or at a 

reasonable distance from his place(s) of employment, work location(s) or work area. The 
employee’s travel time also plays a role in determining whether the distance is reasonable. 
General rules can be established for this at company level. 

2.	� Employees aged 55 or over can no longer be obliged to move under the previous 
paragraph.

3.	� The employer appoints the employee’s work location. Depending on his position, the 
employee’s work location can be at home. In that case, the employee travels directly from 
home to and from varying workplaces to do his work there. If the employee qualifies for 
setting his own workplace, his work location does not change. 

4.	� If the employee’s work location is at home, his working hours start on arrival at the first 
workplace of the day and ends upon departure from the last. Working time is the time 
between arrival and departure from the workplace minus break time(s). If the travel time from 
home to the first workplace and from the last workplace back to home exceeds one hour in 
one day, the travel time exceeding this hour will be reimbursed on the basis of the hourly 
salary applicable to the employee. This only applies to employees eligible for overtime 
allowance. 

5.	� After consultation with the works council, the employer may introduce an arrangement on 
how he facilitates employees to work at workplaces other than at a workplace at the 
employer.
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Article 3.4 – Setting own working hours and workplace
1.	� The employer determines whether the employee is eligible to set his own working hours and 

workplace. If so, the employee and his manager will make arrangements about the degree 
of freedom that the employee will have in this. The nature of the employee’s work and any 
agreements made in his team will be taken into account when making these arrangements.

2.	� If paragraph 1 of this article applies, a number of provisions of this CLA do not apply or 
apply differently, which in any case includes the provisions on overtime.

3.	� The employer consults with the works council on the provisions of paragraphs 1 and 2. The 
employer has agreed an implementation regulation (‘Flex@TenneT’) with the works council in 
this respect. 

Article 3.5 – Business trips 
1.	� If the employee, for the purpose of his work, has to travel from his work location to another 

workplace, the travel time will, in principle, fall within the standard working hours. 
2.	� If the employee has to work at a place other than his work location and this extends his total 

regular commuting time per day by more than an hour, he will be reimbursed the total 
additional travel time on the basis of his hourly salary. This only applies to employees eligible 
for overtime allowance.

Article 3.6 – Shift work 
1.	� The working hours for continuous shift work in five shifts basically averages (7 * 24 hours =) 

168 hours per cycle. 
2.	� If an employee works in six, seven or eight shifts of continuous shift work, the working hours 

are extended by one, two or three day shifts compared to working in five shifts of continuous 
shift work. 

3.	� If the employee works in shifts, the employer may temporarily or permanently transfer him to 
another schedule if this is in the best interest of the business. A temporary transfer will be for 
a pre-agreed period or until a predetermined situation or event occurs. In all other cases, 
this will be referred to as a permanent transfer. 

4.	� If the employee works in shifts, he can only leave the workplace when his colleague is 
present to take over the work.

5.	� If during the night shift, the employee is entitled to special leave, he is, in principle, also 
entitled to special leave during the night before and, in special cases, also during the night 
thereafter.

6.	 The shift work allowance is set out in Article 4.12. 

Article 3.7 – Standby duty
1.	 The employer can order the employee to be on standby duty.
2.	� When on standby duty, the employee is bound by a standard obligation. It means that the 

employee must be available for work. 
3.	� In principle, standby duty lasts no more than seven consecutive days. 
4.	� The employee is no longer obliged to be on standby duty if:
	 a.	� the medical need for termination is demonstrated by a specific periodic medical 

examination;
	 b.	� the standby duty is terminated as a result of incapacity for work; or
	 c.	� the standby duty is terminated as a result of a reorganisation or at the request of the 

employer.
5.	� The allowance for standby duty is set out in Article 4.13. 
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Article 3.8 – Overtime and shifted working hours
1.	� The employer can order the employee to work at times that vary from his schedule. This 

may include overtime and shifted working hours.
2.	� The overtime and shifted working hours policy also applies if the employee works in shifts. 

Only if varying agreements for shift work are included elsewhere in the CLA, those 
agreements will take prevalence.

3.	� If the employee qualifies for setting his own working hours in accordance with Article 3.4, he 
is not entitled to an allowance for overtime and shifted working hours, unless his manager 
has explicitly instructed him to work overtime. Overtime hours and shifted working hours 
worked on the instruction of the manager do not count towards the average number of 
hours per week agreed with the employee.

4.	� The allowance for overtime and shifted working hours is set out in Article 4.14. 
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4. Remuneration

Paragraph 1. Salary

Article 4.1 – Salary policy 

Article 4.1.1 – Salary 
1.	� The salary structure consists of salary scales 1 to 9.¹  The salary scales can be found in 

Article 4.2. Each scale has a minimum and a maximum. 
2.	� In the event of structural collective salary increases, the minimum and maximum amounts of 

the scales are adjusted by the relevant percentage and rounded up to whole Euros.

Article 4.1.2 – Assignment to a salary scale
1.	 The job grade is determined by the weight of the position. 
2.	� Each job up to and including scale 9 is assigned to a salary scale in the job level matrix 

(FNM), where jobs of equal weight are assigned to the same job grade. The job grades are 
linked to salary scales. The FNM and the classification procedure are laid down at company 
level.

3.	� The employer informs the employee about his salary, the job grade and the salary scale of 
the position he holds.

4.	� If the employee has no or insufficient work experience or cannot yet fulfil all elements of the 
job, he can be assigned to a salary scale that is one scale lower than the salary scale 
applicable for his job, for a maximum of three years. If so, this assignment to a salary scale 
will be regarded as a preliminary salary scale. 

5.	 The salary scale changes in the event of: 
	 a.	 a transfer to another job associated with a different scale;
	 b.	 leaving the preliminary salary scale; and
	 c.	 re-weighting of the position. 

Article 4.1.3 – Objection 
If the employee objects to the grading of his position, his salary adjustment or the bonus 
granted to him, he can request a review of the decision taken by submitting a notice of 
objection, in accordance with the complaints procedure applicable at the employer.

1	� Historically, the employer still applies salary scales 10 to 13 as well. In the event of a collective salary adjustment, 
employees still classified in these scales will be treated in the same way as those in salary scales 1 to 9. 
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Article 4.2 – Salary scales 
The following salary scales apply as from 1 May 2022 (gross per month, excluding 8% holiday 
allowance and excluding 6% end-of-year bonus).   

Scale Scale minimum Scale maximum

1 1,781 2,513

2 1,835 2,690

3 2,185 3,213

4 2,280 3,828

5 2,724 4,546

6 2,888 5,286

7 3,333 6,104

8 3,389 6,956

9 3,851 7,837

10 4,036 8,724

When applying for positions in salary scale 10 and higher, classification in Hay scales only 
applies.

Article 4.3 – Salary 
1.	� The salaries and salary scales applicable on 30 April 2022 will be structurally increased on  

1 May 2022, by 3.1%.
2.	� Employee shall receive, if employed by the employer on 1 July 2022, a one-off payment of 

1.2% of the annual salary.

Article 4.4 – Assessment and salary
1.	� Each year, the employee’s performance is assessed based on the Performance 

Management system. 
2.	� Insofar as the employee has not yet reached the maximum of his salary scale, a salary 

increase is granted to the employee, corresponding to his assessment rating. The 
employee’s salary is adjusted on 1 January of the following year. 

3.	� The Performance Management system distinguishes five assessment ratings with 
corresponding assessment percentages:  

Assessment Assessment percentage

Unsatisfactory 0%

Room for improvement 1.0%

Good 2.5%

Very good 4.0%

Excellent 5.5%

	� The percentage is calculated on the maximum of the employee’s salary scale (see Article 
4.2). 
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4.	� The employee’s manager determines the assessment and proposes the individual salary 
increase based on the associated assessment percentage to the management board. =

5.	� Each year, the management board determines the individual salary increases on the basis of 
the managers’ proposals.

6.	� If in the opinion of the employer, circumstances have arisen that make it impossible to 
assess the employee’s performance, his assessment will be postponed by one year. 

7.	� Upon commencement of employment on or after 1 July, the employee will not be granted an 
individual salary increase as of 1 January of the following year.

Article 4.5 – Bonus 
The employer may decide to grant the employee a bonus. The bonus is a one-off payment 
based on special results. The bonus is a maximum of 50% of the employee’s gross monthly 
salary and is not pensionable. 

Article 4.6 – Promotion and demotion 
1.	� In the event of advancing to a position that corresponds with a higher scale or if a higher 

scale is assigned following a re-weighting of the position, the employee will receive a 
promotion rise of:

	 •	 5% when advancing to a job or classification one scale higher;
	 •	 10% when advancing to a job or classification two or more scales higher.
	� The percentage is calculated on the maximum of the new scale. This also applies in the 

case of a transfer to a function contract (in that case, the percentage is calculated over the 
maximum of the new scale, thus excluding the fixed allowance for employees with a function 
contract).  
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2.	� If the employee is placed in a preliminary salary scale (one scale below the actual 
classification), the employee will receive the aforesaid percentage on the maximum of the 
scale corresponding to the new position. No promotion rise will be awarded when leaving 
the preliminary salary scale. This also applies if this causes the employee to exceed the 
maximum of the preliminary salary scale. In this case, a salary allowance shall apply until the 
employee leaves the preliminary salary scale.  

3.	� In the event of a demotion to a position that corresponds to a lower scale, the new scale 
applies. If the most recent salary is higher than the maximum of the new scale, the new 
salary will be set at the maximum of the new scale. The difference between the new salary 
and the most recent salary is paid in the form of a salary allowance that is phased out over 
three years after the start of the new job as follows: 

	 •	 during the first year, 100%;
	 •	 during the second year, 67%;
	 •	 during the third year, 33%. 
	� The allowance is part of the employee’s salary. This is pensionable, is indexed with the 

general CLA increases and forms part of the basis for calculating the holiday allowance and 
end-of-year bonus.

4.	� If prior to the demotion referred to in paragraph 3 the employee had a function contract, the 
following applies:

	 •	� in the event of a transition from a function contract to a CLA contract, the difference 
between the old and new annual salary (plus the value of ADV, the fixed allowance for 
employees with a function contract, the holiday allowance and the end-of-year bonus) 
will be reduced in accordance with the phase-out scheme referred to in paragraph 3;

	 •	� in the event of a transition from function contract to function contract, any lower fixed 
allowance for employees with a function contract will be reduced in accordance with the 
phase-out scheme referred to in paragraph 3. 

5.	� In the event of classification in a lower scale as a result of the position being re-weighted, the 
phase-out scheme referred to in the Placement Regulations upon reorganisation applies. 
The Placement Regulations do not form part of the CLA.

6.	� The phase-out scheme does not apply if the employee is demoted to a lower position as a 
result of a disciplinary measure. 

7.	� In the event of a demotion on account of medical limitations, bespoke agreements will be 
made. 

8.	 No advancement rise is granted when advancing to a job in the same salary scale. 
9.	� In the event of a transition from a CLA contract to a function contract, or vice versa, the 

employer and employee shall sign a new employment contract in which the corresponding 
terms and conditions of employment are laid down.

Article 4.7 – Holiday allowance 
1.	 The employee is paid a holiday allowance of 8% on his annual salary.  
2.	� The holiday allowance is paid monthly or once a year in May, depending on the employee’s 

choice. 
3.	� If the employee leaves the employment during the year and opted for the holiday allowance 

to be paid annually, the holiday allowance will be paid when he leaves and it covers the 
period starting from the end date of the most recent period for which holiday allowance was 
paid until the date of leaving the employment. 
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Article 4.8 – End-of-year bonus 
1.	 The employee receives an end-of-year bonus of 6% on his annual salary.  
2.	� The end-of-year bonus is paid monthly or once a year in December, depending on the 

employee’s choice.
3.	� If the employee leaves the employment during the year and opted for the end-of-year bonus 

to be paid annually, the end-of-year bonus will be paid when he leaves and it covers the 
period starting from the end date of the most recent period for which the end-of-year bonus 
was paid until the date of leaving the employment.

Article 4.8a – Bonus flexible terms of employment
1.	� If the employee is employed before 1 April of the current calendar year and is still in 

employment in the whole month of April of that same year, he will receive a bonus flexible 
terms of employment of € 500.- gross. This amount applies regardless of the part-time 
factor. The bonus flexible terms of employment is not pensionable. 

2.	 The bonus flexible terms of employment is paid out in April.

Article 4.9 – Anniversary bonus 
1.	� The employee is paid an anniversary bonus when he reaches 10, 20, 30, 40 and 50 years of 

service. The bonus is a percentage of the employee’s monthly salary, for employees with a 
CLA contract this is increased by the holiday allowance. The years of service and 
corresponding percentages are as follows:

	 •	 10 years	  25% 
	 •	 20 years	 100% 
	 •	 30 years	 150% 
	 •	 40 years	 200% 
	 •	 50 years	 200% 
2.	� If the employee works part-time and this lasted less than 5 years, the anniversary bonus will 

be calculated on the basis of the full-time monthly salary.
3.	� If the employee is or was partially incapacitated for work, it does not have an adverse effect 

on the amount of his anniversary bonus.
4.	� If the employee does not complete his years of service as a result of dismissal and, without 

this dismissal, could have reached a period of service of 10, 20, 30 or 40 years before 
reaching the state pension age applicable to him, he is entitled to an anniversary bonus in 
proportion to his actual years of service: 

	 a.	 if the dismissal coincides with the granting of IVA benefits or WGA benefits; or
	 b.	 if the dismissal is a result of redundancy. 
The proportional anniversary bonus does not apply to the 50th anniversary. 
5.	� The amount of the bonus referred to in the previous paragraph is determined as follows. The 

years of service that have lapsed since the last anniversary bonus paid to the employee until 
the date of termination of employment are divided by the years of service between the last 
anniversary and the next that, as a result of termination of employment, is no longer 
reached. The result of this is multiplied by the bonus amount corresponding to the next 
anniversary that is no longer reached as a result of termination of employment. Years of 
service are rounded up in whole months. If the 10th anniversary can no longer be reached, 
the years of service that have lapsed from the date of commencement of employment will 
be used for the calculation instead. 
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Example calculation of proportionate anniversary bonus

The employment of an employee aged 55 with 35 years of service (420 months) is 
terminated on account of full incapacity for work. Five years ago, he was paid  
1.5 monthly salaries in connection with his 30th anniversary. For his 40th anniversary,  
he would have been paid two monthly salaries (which he can no longer reach).  
His proportionate anniversary bonus is calculated as follows:
•	� years of service lapsed since the previous bonus until the end of the employment:  

5 years (60 months)
•	� time between the previous bonus and the next anniversary that can no longer be 

reached: 10 years (120 months) 
•	 Proportionate anniversary bonus: 60/120 * 2 monthly salaries = 1 monthly salary.

Article 4.10 – Set-off against salary payments 
When paying the employee’s salary, the employer is entitled to set off amounts that:
a.	 are due under this CLA and/or under the policies established at company level; and
b.	 have been paid unduly with the salary payment.

Paragraph 2. Allowances

Article 4.11 – Deputation 
1.	� The employee will receive an allowance if on the instructions of the employer, he has been 

deputising for another higher-scaled position for more than a month consecutively. 
2.	� The allowance is the difference between the employee’s salary and the salary he would 

receive if he were to be appointed to the position he is deputising on a permanent basis 
(based on the promotion rise as set out in Article 4.6). 

Article 4.12 – Shift work
 
Article 4.12.1 – Shift work allowance
1.	� If the employee works in shifts, he will be paid a shift allowance. Part of this allowance 

consists of a monetary allowance and part of it is time off in lieu. Time off in lieu reduces the 
employee’s average weekly working hours and is scheduled in. The monetary allowance is a 
supplement to the scale salary. 

2.	� The allowance is determined on the basis of the intensity of the schedule, expressed in 
hourly value points and calculated on the basis of 52 working weeks per year. 

3.	� The number of hourly value points is determined by weighing the working hours in the shift 
work schedule that fall outside the standard working hours from 07:00 to 18:00 Monday to 
Friday, with the following factors, per year: 

Hours on Factor

Monday-Friday between 00.00 and 07.00 and between 18.00 and 24.00 0.5

Saturday between 00.00 and 24.00 uur 1

Suncay between 00.00 and 24.00 uur 1
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4.	� For hours in the schedule that coincide with public holidays as determined in Article 3.2, 
paragraph 2, the factor is 1.0 point, after deduction of the value already assigned in the 
previous paragraph. 

5.	� he total number of hourly value points as calculated under paragraphs 3 and 4 is then 
multiplied by:

	 a.	 in the case of continuous shift work, a factor 0.9574;
	 b.	 in the case of shift work other than continuous shift work, a factor 0.8050. 
	 The result of this multiplication is divided by the number of shifts.
6.	� Time off in lieu is determined by the difference between the working hours determined in 

Article 3.1 and the average working hours of the schedule, in which time off in lieu of 1 hour 
corresponds to 1 hourly value point. The employer includes the time off in lieu in the 
employee’s schedule.

7.	� The monetary allowance is determined by dividing the difference between the number of 
hourly value points calculated on the basis of paragraph 5 and the time off in lieu granted in 
the previous paragraph by the annual working hours specified in Article 3.1.

8.	� The allowance on the basis of this article counts as full compensation for all aspects related 
to shift work or continuous shift work, including the handover.

9.	� If the employee has to stand in on a day on which he is on backup shift duty, he is paid an 
allowance under the shifted working hours scheme for hours outside the period between 
07:00 and 18:00.
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Sample calculation shift work allowance

The hourly value for continuous shift work in 5 shifts:
•	� from Monday to Friday 

13 hours * 0.5 points per day = 6.5 * 5 days = 32.5 points
•	 plus 24 hours * 1.0 point on Saturday = 24.0 points
•	 plus 24 hours * 1.0 point on Sunday =24.0 points
	 Total per week 80.5 points
Per year in 52 weeks: 52 * 80.5 points = 4,186 points. Increased by 105 extra points for 
public holidays coinciding with the schedule = 4,291 points total.

Allowance
After multiplication by factor: 0.9574, the total value of this schedule is 4,108.2 points. 
The average per shift is (4,108.2 : 5 =) 821.6 points. This is the total calculated 
compensation per shift, which is divided into time off in lieu AND a monetary allowance.

Time off in lieu      
Time off in lieu is the difference between a 38-hour working week and the actual hours 
worked per week.
Time off in lieu for continuous shift work in 5 shifts, based on 52 weeks, is: 
52 * (38 - 33.6) = 52 * 4.4 hours = 228.8 hours.

Monetary allowance
The monetary allowance is calculated by subtracting time off in lieu from the total points 
value per shift and dividing the result by the number of standard annual hours:
So: (821.6 - 228.8 =) 592.8 points, divided by (52 * 38 =) 1,976 hours.
Based on 33.6 working hours of continuous shift work in 5 shifts, this results in an 
allowance of (592.8 : 1,976) = 30%.

Article 4.12.2 – Transfer to another schedule
1.	� If the employee is permanently transferred to another shift work schedule, he will not receive 

any compensation for this.
2.	� If the employee is temporarily transferred to another shift work schedule (i.e. not a day shift 

or overtime), he will be paid an allowance which is determined as follows:
	 a.	� if the transfer has been announced 28 calendar days or more in advance, the employee 

will not receive any compensation; 
	 b.	� if the transfer has been announced at least seven calendar days in advance, the 

employee will be paid an allowance for shifted working hours for the first two shifts at 
most;

	 c.	� if the transfer is announced less than seven calendar days in advance, the employee will 
be paid an allowance for shifted working hours for the first four shifts at most;

3.	� If during the period of the temporary transfer, the employee works more or fewer hours than 
his original schedule, the more or fewer hours worked (last) will be set off.

4.	� If the employee is temporarily transferred to the day shift, the shift work allowance will be 
fully maintained during the transfer period. The hours worked more or fewer compared to 
the normal average of 38 working hours per week are set off.



27TSO CLA 2022-2023

5.	� Time off in lieu for shift work lapses as long as the transfer to day shift or non-continuous 
shift work lasts.

6.	� If an employee has to work shifts during the period in which he temporarily works a day 
shift, he will not receive any additional compensation for this,

7.	 nor does the employee receive compensation for returning to his original schedule.

Article 4.12.3 – Shift work allowance phase-out scheme 
1.	� If an employee whether or not as a result of voluntary application (a) permanently leaves shift 

work or (b) is permanently placed in a schedule that corresponds to a lower allowance, a 
phase-out scheme applies (both situations are hereinafter referred to as ‘transfers’).  

2.	� The phase-out scheme is applied to the difference between the percentage of shift work 
allowance (fixed plus any existing phasing out percentage) at the time of transfer and the 
new percentage of shift work allowance (which is zero in the event of permanent leaving the 
shift work).

3.	� The phase-out scheme consists of a phase-out payment calculated over the difference 
between the two percentages, during a period that is calculated by the number of full years 
that employee has worked in shifts, in accordance with the following schedule.

Number of years of shift work Payment

1-4 years 5-9 years 10-14 years 15 years or 
more

Phase-out in 
number of 
months after 
the end of 
shift work

0-4 months 0-8 months 0-12 months 0-18 months 80%

5-8 months 9-16 months 13-24 
months

19-36 
months

60%

9-12 months 17-24 
months

25-36 
months

37-54 
months

40%

13-16 
months

25-32 
months

37-48 
months

55-72 
months

20%

Total number 
of months of 
phase-out

16 months 32 months 48 months 72 months 

4.	� After having worked in shifts with the employer for ten full years, the employee accrues a 
guarantee percentage. The guarantee percentage is 4% for every full year that the employee 
has worked shifts in excess of these ten years. The phase-out percentage will not fall below 
the guarantee percentage accrued by the employee. 

5.	� Salary increases are not deducted from payments under the phase-out scheme.
6.	� If the employee stops working shifts on medical grounds and is paid incapacity benefits by 

way of compensation for the discontinuation of the shift work allowance, the phase-out 
scheme does not apply (or no longer applies).

7.	� If the employee was employed by the employer on 30 October 2015, an individual 
guarantee percentage will be determined for him on the basis of the 2013-2015 NWb CLA, 
with a reference date of 1 November 2015. If subsequently, as a result of a reorganisation, 
the employee’s allowance is reduced or discontinued and the individual guarantee 
percentage is higher than the percentage under the new scheme, the individually determined 
percentage that is higher applies to the employee.
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Sample calculations shift work allowance phase-out

�1.	� The employee has worked shifts for twelve full years. He stops working in shifts. 
His shift work allowance was 20% per month. His phase-out is calculated as 
follows. 

	 •	� During the first twelve months after he stopped working shifts: 80% of 20% = 
16%

	 •	� During months 13 to 24 after he stopped working shifts: 60% of 20% = 12%
	 •	� During months 25 to 36 after he stopped working shifts: 40% of 20% = 8%
	 •	� During months 37 to 48 after he stopped working shifts: 20% of 20% = 4%
	� After 48 months, the employee continues to be entitled to the guarantee 

percentage, i.e. two (based on two full years of service in excess of the ten 
years) x 4% = 8%, which equates to 8% x 20% = 1,6%

2.	� Employee has worked shifts for 9 years, with an allowance of 25%. He is 
transferred to a new schedule with a shift work allowance of 20%. The reduction 
is calculated over the difference in the percentage of shift work allowance (25% 
minus 20%), which is 5%.

	 •	� For the first eight months after leaving shift duties: 80% of 5% = 4%. 
	 •	� During month 9 up to and including 16 after leaving shift work: 60% of 5% = 

3%.
	 •	� During month 17 to 24 after leaving shift work: 40% of 5% = 2%. 
	 •	� During month 25 up to and including 32 after leaving shift duty: 20% of 5% = 

1%.
	 •	� Employee is not entitled to a guarantee percentage
3.	� Employee from example 2 is transferred again to a new schedule 12 months 

after the previous change of schedule, now with a shift work allowance of 18%. 
The reduction is calculated over the difference in the shiftwork bonus percentage 
(20% + 3% reduction, minus 18%), which is 5%. Employee has worked shifts for 
a total of 10 years.

	 •	� During the first twelve months after leaving shift work: 80% of 5% = 4%.
	 •	� During months 13 to 24 after leaving shift work: 60% of 5% = 3%.
	 •	� During month 25 to 36 after leaving shift work: 40% of 5% = 2%. 
	 •	� During month 37 up to and including 48 after leaving shift work: 20% of 5% = 

1%. 
	 •	� Employee is not entitled to a guarantee percentage.

Article 4.13 – Standby duty 

Article 4.13.1 – Standby duty allowance
1.	� The employee is paid an allowance for being on standby duty. Part of this allowance 

consists of a monetary allowance and part of it is time off in lieu. The time off in lieu consists 
of leave. The monetary allowance is a supplement to the scale salary. 

2.	� If an employee is actually called up to perform work whilst on standby duty, it is considered 
overtime. The employer may in the employee’s schedule include time off in lieu for overtime 
hours worked whilst on standby or emergency repair service, before the start of the next 
standby or emergency repair service. This only applies to employees eligible for overtime 
allowance. The kilometres driven when actually on standby duty can be claimed as business 
travel at the applicable kilometre allowance.
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3.	� The employee is given four hours time off in lieu for every full week of standby duty. For 
standby duty of less than a full week, the time off in lieu is assigned proportionally and 
rounded up to 30 minutes. Time off in lieu in compensation for standby duty can be 
converted into a monetary allowance at the request of the employee, based on the hourly 
salary applicable to the employee. 

4.	� The employee is paid a monetary allowance of € 133.32 for every full week of standby duty², 
based on a compensation of: 

	 a.	 €  15.65² for a week day (from the end of the working day to the start of the next);
	 b.	 € 23.44² for a Saturday (from 08:00 to 08:00 Sunday); and  
	 c.	 € 31.62² for a Sunday (from 08:00 to 08:00 Monday).
5.	� If the standby duty covers part of the times referred to in paragraph 4, the allowance shall 

apply pro rata.
6.	� The employee will receive an additional allowance of € 16.10² for actual attendance whilst 

on standby duty, per call.
7.	� The payments as referred to in paragraphs 4 and 5 will be indexed according to the 

structural collective salary increases. 
8.	� If during a week in which the employee is on standby duty there is a public holiday, the 

employee will receive additional time off in lieu for this public holiday of four hours. 
9.	� Leave accrued on account of standby duty is carried over to the following calendar year, for 

up to 80 hours. Leave in excess of 80 hours will be paid out on the basis of the employee’s 
hourly salary or added to the employee’s flexible terms of employment.

10.	�If the employee has to work more than his usual hours whilst on standby duty, the overtime 
allowance applies.

11.	Additional rules can be laid down about the standby duty allowance, at company level.

Article 4.13.2 – Standby duty phase-out scheme 
1.	� If the employee’s standby duty ends for the reasons referred to in Article 3.7, paragraph 4, a 

phase-out scheme in accordance with the following schedule applies. For a sample 
calculation, reference is made to the sample calculation referred to in Article 4.12.3 (shift 
work allowance phase-out scheme).

Number of years of standby duty Payment

1-4 years 5-9 years 10-14 years 15 years or 
more

Phase-out in 
number of 
months after 
the end of 
standby duty

0-4 months 0-8 months 0-12 months 0-18 months 80%

5-8 months 9-16 months 13-24 
months

19-36 
months

60%

9-12 months 17-24 
months

25-36 
months

37-54 
months

40%

13-16 
months

25-32 
months

37-48 
months

55-72 
months

20%

Total number 
of months of 
phase-out

16 months 32 months 48 months 72 months 

²	 Price level of 1 May 2022



30TSO CLA 2022-2023

2.	� The allowance is calculated on the basis of the average allowance paid out over the period 
of two years prior to termination of the standby service or, if the employee has performed 
standby duty for less than two years, over a shorter period.

3.	� Salary increases will not be deducted from payments based on the phase-out scheme .
4.	� If the employee stops working standby duty on medical grounds and the ABP, after an 

examination, grants a redeployment allowance by way of compensation of the 
discontinuation of the standby duty allowance, the phase-out amount in accordance with 
this article will be fully or partially terminated with effect from the date on which the 
redeployment allowance is granted, depending on the amount of the latter.

Article 4.14 – Overtime and shifted working hours
1.	� The employee is entitled to an overtime allowance if his job is in salary scale 7 or lower. This 

threshold does not apply if the employee:
	 a.	 worked the hours as part of shift work;
	 b.	 works the hours on account of actual attendance when on standby duty; or
	 c.	� works on installations or systems, which work may not or cannot be carried out during 

standard working hours.  
2.	� The overtime allowance consists of time off in lieu equal to the duration of the overtime and 

a monetary overtime allowance. 
3.	� When scheduling in the time off in lieu, the employee’s wishes are taken into account as 

much as possible. The employee can also ask the employer to pay out the time off in lieu, 
unless the hours must be scheduled in within a certain period to prevent violation of the 
ATW. 

4.	� If overtime follows on immediately after the standard working time, any rest break prescribed 
in the ATW will be considered overtime, with the exception of the lunch break, where at least 
half an hour is at the employee’s own expense. 

5.	� Leave accrued on account of overtime is carried over to the following calendar year, for up 
to 80 hours. Leave in excess of 80 hours will be paid out on the basis of the employee’s 
hourly salary. 

6.	 The overtime allowance is a percentage of the hourly salary and amounts to: 
	 a.	 50% for overtime hours from Monday to Friday; and
	 b.	� 100% for overtime hours on Saturdays, Sundays and public holidays.
	� If the employee works part-time and he works overtime outside his own yet within normal 

working hours, he will be paid a monetary allowance for those hours. This allowance 
amounts to 25% of the hourly salary. The holiday allowance is included in this percentage.

7.	� If working hours have shifted by more than half an hour, the employee will be paid an 
allowance over the shifted working hours. This allowance is equal to the overtime allowance.

8.	� In case of overtime, employee may claim a meal if he has not had the opportunity to eat at 
home between 17:00 and 20:00.

Article 4.15 – Offshore 
The allowance for offshore work is laid down in Appendix A. 
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Paragraph 3. Pension

Article 4.16 – Pension scheme 
The employee accrues a pension during his employment. The pension scheme of Stichting 
Pensioenfonds ABP applies.

Article 4.17 – Payment upon retirement 
1.	� If the employee’s employment contract ends on account of receiving IVA or WGA benefits, 

he will receive a payment of 1.5 times his monthly salary.
2.	� If at the end of the employment contract, an employee is partially declared incapacitated for 

work and has not yet received a payment upon retirement, the payment will be calculated as 
if he had not been declared partially incapacitated for work. 

3.	� If at the end of the employment contract, the employer owes the employee a transition 
payment that is higher than the payment referred to in paragraph 1, the employee is not 
entitled to the latter payment. If the transition payment is lower than the payment referred to 
in paragraph 1, it will be supplemented up to 1.5 times the employee’s monthly salary. 
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5. Reimbursements 

Article 5.1 - Travel and accommodation expenses
The employee is reimbursed for travel and accommodation expenses when travelling for 
business purposes. The amount of the reimbursement is laid down at company level.

Article 5.2 – Study costs
1.	� Employee may be eligible for reimbursement of study costs. Further rules for this are laid 

down in the study regulation.

Article 5.3 – Removal expenses upon commencement of employment
1.	� If the employee has to move upon commencement of employment with the employer, he 

shall receive an allowance for expenses as described in this article. 
2.	� If employee moves his own household, he shall receive:
	 a.	� an allowance for the actual costs of moving the household goods, including the packing 

and unpacking of the household goods, on the basis of an invoice;
	 b.	� a contribution to the costs of refurnishing the home of 12% of the employee’s annual 

salary, with a minimum of € 4,979 (salary level 1 May 2022);
	 c.	� a contribution to unavoidable double housing costs. This is understood to mean rent or 

mortgage interest. The employee will be reimbursed for the housing costs of the old 
home, insofar as these can be shown to coincide with the housing costs of the new 
home, for a maximum period of three months after the move.

	� The allowances referred to under b and c together are granted insofar as they do not 
exceed the fiscally permissible limit (2022: maximum € 7,750).

3.	� If the employee does not transfer his own household, he shall receive:
	 a. �an allowance for the actual costs of moving the household goods, including the packing 

and unpacking of the household goods, on the basis of an invoice;
	 b. �a contribution to the cost of furnishing the home of 4% of the employee’s annual salary 

with a minimum of € 1,660 (salary level at 1 May 2022), to the extent that this does not 
exceed the maximum amount permitted under tax law (2022: maximum € 7,750). 

4.	� Reimbursements based on this article shall be made in accordance with the conditions 
applicable for tax purposes at the time of payment. Insofar as allowances cannot be 
provided tax exempt, they are gross allowances, unless stated otherwise. 

5.	� If employee has received allowances based on this article upon commencement of 
employment, he shall be obliged to repay them if he resigns or is dismissed on account of 
his own actions within one year of the move. The amount of the reimbursement shall be 
proportionate to the part of the one-year period that has not yet elapsed. After the move, 
1/12th part of the total cash allowances per calendar month shall therefore lapse, unless 
otherwise agreed. 

6.	� In this article, ‘own household’ shall be understood to mean: occupying independent 
accommodation with its own facilities, equipped with its own furniture and fittings, at the 
discretion of the employer.
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Article 5.4 – Reimbursement in the event of a change in work location 

Article 5.4.1 – Implementation of the policy
1.	� If the employee’s work location changes on the initiative of the employer and the employee 

must move as a result of this, the employee, depending on his situation, will receive a 
number of reimbursements as described in Articles 5.4.2 to 5.4.5. 

2.	� The reimbursements referred to in paragraph 1 apply to employees who, on account of their 
position, have to change their work location on the instruction of the employer and who 
must therefore move. The reimbursements do not apply to:

	 a.	� employees who change their work location on the basis of an application. The employer 
may deviate from this in the event of an application within the framework of a 
reorganisation; and

	 b.�	� trainees and expats. Agreements have been laid down for trainees and expats at 
company level. 

3.	 The reimbursements referred to in paragraph 1 only apply if:
	 a.	� the single trip travel distance between the old place of residence and the new work 

location is 70 km or more;
	 b.	� the employee takes up a residence within a travel distance of 25 km from the new 

location; and
	 c.	� the move is made within two years after a change in the work location or if a house has 

been purchased within two years after said change, but is not occupied until later. 
	� Reimbursements paid on the basis of paragraph 1 are made up to the limits permitted under 

tax regulations (in 2020: a maximum of € 7,750 in addition to the reimbursement of the 
actual costs of transferring the household effects). Any tax disadvantage as a result of 
changes in legislation is not compensated by the employer.

4.	� If the employee has been paid one or more reimbursement(s) as referred to in paragraph 1, 
he must repay it if he resigns or is dismissed on account of his own actions within one year 
after the move. The amount of the reimbursement shall be proportionate to the part of the 
one-year period that has not yet elapsed. After the move, 1/12th part of the total cash 
allowances per calendar month shall therefore lapse, unless otherwise agreed.

5.	� In cases not provided for by the reimbursements referred to in paragraph 1 or if the 
application thereof would lead to an unfair situation for the employee concerned or for the 
employer, the employer, insofar as this can reasonably be expected of it, can deviate from 
this. 

Article 5.4.2 – Reimbursement of board and lodging
1.	� The reimbursement referred to in this article applies if the employee chooses to live in a 

boarding house during the period that he has not yet moved to a house in the vicinity of the 
new work location , for a maximum of two years after the change in work location .

2.	� The employee is paid: 
	 a.	� reimbursement of the board and lodging expenses. This reimbursement amounts to € 

700 per month, excluding energy and service costs for a single person;
	 b.	� a reimbursement for weekend trips to and from the boarding house on the basis of 1st 

class public transport. 
3.	� During the period that the employee is paid a reimbursement as referred to in paragraph 1, 

he will not be eligible for commuting allowance as referred to in Articles 5.4.3 and 5.4.4. 
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Article 5.4.3 – Commuting allowance
1.	� The reimbursement referred to in this article applies during the period that the employee has 

not yet moved to a house in the vicinity of the new work location , for a maximum of two 
years after the change in work location . This article does not apply during the period that 
the employee is paid a reimbursement of board and lodging as referred to in article 5.4.2. 

2.	� The employee is paid a commuting allowance on the basis of a 1st class public transport 
card (equal to the employer’s regular travel allowance). 

3.	� If the employee wishes to claim travel allowance but does not travel by public transport, the 
amount of the route pass referred to in the previous paragraph can, at his request, be paid 
on the basis of the applicable tax regulations. 

4.	� The travel allowance referred to in this article does not apply if the employee drives a lease 
car and it is not accumulable with the employer’s regular travel allowance. 

Article 5.4.4 – Reimbursement for commuting hours travelled 
1.	� The reimbursement referred to in this article applies during the period that the employee has 

not yet moved to a house in the vicinity of the new work location , for a maximum of two 
years after the change in work location . This article does not apply during the period that 
the employee is paid a reimbursement of board and lodging as referred to in article 5.4.2. 

2.	� A transitional arrangement applies to the employee, during which the extra travel time per 
day is reimbursed as follows:

	 a.	 during the first year, 100%;
	 b.	 during the 13th to the 18th month inclusive, 75%; and
	 c.	 during the 19th to the 24th month inclusive, 50%;
	 all this at the hourly salary applicable to the employee.
3.	� The extra travel time per month is the extra travel time per day (i.e. the travel time to the new 

work location minus the travel time to the old one) multiplied by the number of days actually 
worked in that month (excluding leave days), rounded down to the nearest half an hour. The 
travel time is calculated as follows: 

	 a.	 when travelling by public transport, based on the public transport route planner; 
	 b.	 when travelling using private transport, based on the fastest route in the route planner. 

Article 5.4.5 – Removal allowance 
The removal allowance consists of a contribution towards a number of cost elements: 
a.	 cost of transferring household effects; 
b.	 refurnishing costs;
c.	 double housing costs; 
d.	 contribution towards the costs of buying/selling a home (not applicable when renting); 
e.	 travel expenses for the acquisition of a house; and 
f.	 cost of children of school age. 

Re a. Cost of transferring household goods
As a contribution towards the costs of transferring the household goods, the employee is 
reimbursed the costs of the move itself, including packing and unpacking the household goods; 
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Re b. Refurnishing costs
1.	� As a contribution to the costs of refurnishing the home, the employee is reimbursed up to 

12% of his annual salary. The minimum contribution is € 4,979 (salary level 1 May 2022). If 
within three years of the initial move, the employee has to move again in the interest of the 
business, he will receive a maximum reimbursement of 14% of his annual salary. The 
minimum for this is € 5,778(salary level 1 May 2022). 

2.	� If the employee does not run his own household, he will receive a contribution of 4% of his 
annual salary for the costs of furnishing the home.

Re c. Double housing costs 
1.	� The employee will be reimbursed the housing costs of the old house insofar as these 

coincide with the housing costs of the new home, for a maximum of three months after the 
move. Housing costs are taken to mean rent or mortgage interest. 

2.	� In addition to the reimbursement referred to in paragraph 1, the employee is reimbursed for 
double housing costs:

	 a.	� for a maximum period of nine months after the three-month period referred to in 
paragraph 1, to the amount of € 250 gross per month; 

	 b.	� and subsequently, for a maximum period of twelve months after the nine-month period 
referred to under a, to the amount of € 150 gross per month. 

3.	� The reimbursement referred to in paragraphs 1 and 2 is subject to the employee producing 
documentary evidence of the double housing costs.   

Re d. Contribution to the costs of buying/selling a home 
1.	� If during the first year after a change in work location , the employee moves to:
	 a.	� an existing owner-occupied home, he receives a net reimbursement of 60% of the 

transfer tax (up to a maximum purchase price of € 400,000); 
	 b.	� a newly-built home, he receives a net reimbursement of 60% of the fictitious transfer tax 

(up to a maximum purchase price of € 400,000); 
as a contribution to the costs of buying a new home. 
2.	� In addition, the employee receives an incentive reimbursement as a contribution to other 

costs:
	 a.	� of 3% gross of the purchase price (up to a maximum of € 400,000), if he moves within a 

year of a change in work location ; 
	 b.	� of 2% gross of the purchase price (up to a maximum of € 400,000) if he moves more 

than a year after a change in work location . 
3.	� Payment of the reimbursements as referred to in paragraphs 1 and 2 is made after transfer 

and delivery of the house. 

Re e. Contribution towards travel expenses for a new home 
1.	 The employee is paid a one-off gross reimbursement of € 500 for travel expenses he must 
incur in connection with a new home. 
2.	 This reimbursement is paid at the time of the move. 

Re f. Contribution towards the cost of children of school age. 
1.	� The employee is paid a one-off gross reimbursement of € 400 gross per child for the costs 

he must incur in connection with the move of children of school age (3 to 21) living at home. 
2.	� This reimbursement is paid at the time of the move. 
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Article 5.5 – Compensation of damage 
1.	� Damage suffered by the employee during his work will be compensated (with the exception 

of damage to motor vehicles within the meaning of the Civil Liability Insurance (Motor 
Vehicles) Act), unless the employer demonstrates that he has complied with the obligations 
referred to in Book 7, Section 658 (1) of the BW or unless the damage has been caused by 
intent or deliberate recklessness on the part of the employee and insofar as the damage 
does not consist of normal wear and tear of goods. 

2.	� If the employee is entitled to compensation from another party, he can transfer this right to 
the employer. In that case, he is entitled to an advance on the amount of compensation 
equal to the amount of the loss. If the employee does not transfer this right, he is not entitled 
to compensation from the employer. 

3.	� If in connection with the transfer referred to in the previous paragraph, the employer incurs 
legal costs to recover the damage from the other party, he may not recover those costs from 
the employee.

4.	� The employer is obliged to be covered against the risks of third-party liability. The insurance 
must also provide coverage against the risk of third-party liability for any damage that the 
employee inflicts on other parties during his work, including colleagues. If the insurance 
does not cover the damage, the employer can recover the damage from him, provided the 
damage was caused by intent or deliberate recklessness. 

Article 5.6 – Collective insurances
1.	� The employer has introduced a collective health insurance scheme in which the employee 

and his family members can participate. The employee can continue to participate in this 
after retirement. 

2.	� The employee receives a gross employer contribution of € 360 per year (€ 30 per month),  
if he participates in the employer’s collective insurance scheme and has opted for a 
supplementary package. If employee works part-time he receives the full contribution. 

3.	� The employee can participate in a collective disability insurance scheme that (partially) 
protects his income in case he becomes (partially) incapacitated for work. The employer 
pays the part of the premium up to a maximum of 0.25% of the employee’s pensionable 
salary. The part that exceeds this percentage is for the employee’s account. 

4.	� The employee can further participate in a collective insurance scheme that supplements the 
income of his partner in the event of the employee’s death (Anw shortfall insurance). The 
employee pays the premium for this himself. 

5.	� The employer has taken out collective accident insurance for its employees. This is a 24-
hour accident insurance that pays out - within the framework of the policy conditions - in the 
event of permanent disability or death of the employee.  

Article 5.7 – Contribution to health insurance premium
1.	� Employee receives a health insurance contribution of € 60 gross per month. If employee 

works part-time, he receives the full contribution.  
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Article 6.1 – Statutory holiday leave
1.	� The employee is entitled to 160 hours of statutory holiday leave per calendar year, based on 

full-time employment. 
2.	� As a rule, the employee must take at least three weeks of uninterrupted leave in a calendar 

year. 
3.	 The employer only rejects a request for leave if business interests so dictate.
4.	� The employee takes holiday leave in the form of hours. The employee’s schedule determines 

the number of leave hours to be taken.
5.	� If the employee is ill during a holiday and would not have been able to work due to his illness 

if he had not been on holiday, he will be compensated any holiday leave deducted during the 
period of illness. This does not apply during a holiday period immediately prior to the 
employee’s retirement. 

6.	� The employee is entitled to go on holiday during a period of illness. He must take leave for 
this. During this holiday, the employee is exempt from any rehabilitation obligations. 

7.	� The employer can revoke any holiday leave granted if business interests so dictate. If as a 
result of the above, the employee has only had a partial holiday on a certain day, that day will 
not be deducted as holiday leave. If the employee suffers financial damage or loss as a 
result of holiday leave granted and subsequently revoked, the employer will compensate this 
damage or loss.

Article 6.2 – Extra-statutory holiday leave 
1.	� The employee is entitled to 80 hours of extra-statutory holiday leave per calendar year, 

based on full-time employment. 
2.	� The following transitional arrangement applies to employees who are employed on the 

reference date of 31 December 2020 and who will be aged 55 or over on 1 January 2021. 
They will retain the purpose-specific leave scheme in accordance with the 2018-2019 TSO 
CLA (Article 3.7)³. The transitional arrangement applies up to the commencement date on 
which the employee reaches the legal state pension age. 

3.�	� The following transitional arrangement applies to employees who are employed on the 
reference date of 31 December 2020 and who will be aged 50 or over, but not yet 55, on 1 
January 2021. They will receive an additional 16 hours of annual leave, for a maximum 
period of up to the legal state pension age.  

Article 6.3 – Age-related policy
1.	� Based on full-time employment, the employee is entitled to save extra-statutory holiday 

leave for a predetermined purpose for a maximum of 80 hours per year. If the employee 
saves for:

6. Holiday and leave

3	 Text article 3.7 Collective agreement TSO 2018-2019:
	 1.	� You are entitled to purpose-specific leave from the age of 55:
		  55-56 years 		  24 hours per year
		  57-58 years 		  48 hours per year
		  59 years and older 	 96 hours per year
	 2.	� This extra leave is meant for recovery. The leave must be taken at intervals within the calendar year. Leave 

not taken shall not be paid out and shall lapse on leaving the company.
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	 •	� a gradual reduction in working hours until retirement, he can save a total of up to 1200 
hours of leave on the basis of full-time employment;

	 •	� other goals, he can save a maximum of 480 hours of leave on the basis of full-time 
employment. 

2.	� The employee must coordinate taking this leave with his manager. He can only refuse the 
request for leave subject to a compelling interest as referred to in the Flexible Working Act. 
In case of refusal, the employee can object to this in accordance with the appeal procedure 
applicable at the employer. Taking leave has no consequences for the employee’s pension 
accrual. 

3.	� If the employee saves leave for a gradual reduction in working hours until retirement, he can 
commence this a maximum of 15 years prior to his retirement target date, in accordance 
with the pension rules. The Supplementary Vitality Policy as set out in Appendix B applies to 
employees born before 1 November 1959. If the employee participates in this policy, he 
cannot save leave under this article at the same time.

4.	� In the event of circumstances that affect the employee and which necessitate, for example, 
informal care, extra care leave or palliative leave and in which circumstances the WAZO is 
insufficient for the employee, the employee may qualify for a supplement to the statutory 
care leave, in which case the costs are payable by the employer. It is up to the employee to 
submit a request for this to his manager. The assessment is made on a case-by-case basis 
and always takes place in consultation with HR. The supplement cannot be granted if the 
employee has called in sick and/or if he still has a balance of extra-statutory holiday leave. 
The employer can establish further rules at company level for granting the supplement. 

Article 6.4 – Leave in accordance with the WAZO
1.	� The employee is entitled to leave in accordance with the WAZO. This concerns leave for:
	 a.	 pregnancy, childbirth, adoption and foster care;
	 b.	 emergencies and other short-term absence, and birth;
	 c.	 short-term and long-term care; and
	 d.	 parenting. 
2.	� If the employee qualifies for short-term care leave under the WAZO, the employer will 

continue to pay 70% of the employee’s wage, to the maximum of 70% of the maximum daily 
wages during this leave, in accordance with the provisions of the WAZO. The employee 
must enter into agreements with his manager about the duration and extent of the leave.

3.	� In addition to maternity leave or (additional) birth leave in accordance with the WAZO, the 
employee, at his request, will be granted unpaid leave for a maximum of two months after 
the birth of a child belonging to his family. The employee can have this leave follow on 
immediately after the maternity leave or (additional) birth leave. The employer pays the (social 
insurance) contributions that must be paid during the period of leave. 

4.	 a. �If the employee has been employed for at least one year, the employer pays the employee 
70% of the statutory minimum wage applicable to the employee during the parental leave. 
If the employee works part-time, this payment is proportional to the employee’s working 
hours. No holiday leave entitlement is accrued during parental leave. The employer pays 
the compulsory (social insurance) contributions to be paid during the period of leave for 
the difference between the employee’s original salary and 70% of the applicable minimum 
wage. 

	 b. �As of 2 August 2022, the Paid Parental Leave Act applies. On the basis of this Act, 
employee is entitled to a benefit amounting to 70% of the (maximum) daily wage of 
employee during nine times his weekly working hours, when employee takes these weeks 
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of parental leave in the first year of life of his child, or - in case of adoption or foster parent 
- insofar as less than a year has passed since the child was adopted into the family. 
Based on the Paid Parental Leave Act, employee accrues holidays during the period he 
takes parental leave in accordance with this paragraph. Paragraph 4 a applies to the 
hours of parental leave remaining after nine times the weekly working hours.

5.	� In the case of taking leave as referred to in paragraphs 2, 3 and 4, the employer will recover 
paid pension contributions from the employee, insofar as the normal distribution of 
contributions is maintained. 

Article 6.5 – Special leave 
1.	� The employee is granted special leave for the following events:
	 a.	� on the day of the move, when moving in the interest of the business;
	 b.	� on his wedding day and the day thereafter; 
	 c.	� on the wedding day of his child;
	 d.	� on the day of death of his partner or (foster/step) children up to and including the day of 

the funeral or cremation, up to a maximum of five days;
	 e.	� on the day of death of his parent(-in-law), brother(-in-law) or sister(-in-law) and on the day 

of the funeral/cremation;
	 f.	� to comply with a legal obligation, unless this has arisen due to his fault or negligence, for 

the time needed;
	 g.	� to perform work for and participate in meetings of public-law bodies in which he has 

been appointed or elected, unless he can do so in his own time and is paid for this, on 
the understanding that attendance fees etc. are not considered income within this 
framework, subject to a maximum of fifteen days per calendar year.

	 Employer draws up a grief protocol on how to deal with grief at work.
2.	� In principle, the employee must visit his general practitioner or specialist in his own time. If 

the employee demonstrates that this is not possible, he will be granted special leave without 
loss of salary. 
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7. Flexible terms of employment budget

Article 7.1 – Conversion of terms of employment
1.	� Employee can make use of a flexible terms of employment budget. With this he can convert 

certain terms of employment into time and cash and this allows him to tailor his terms of 
employment. 

2.	� If the employee does not make any conversions:
	 •	� all cash benefits referred to in article 7.2 are paid to the employee monthly or annually, in 

accordance with this CLA and the applicable tax regulations and preconditions;
	 •	�� all time benefits referred to in article 7.2 are made available in time in accordance with 

this CLA, until the end of the calendar year. Leave hours over and above the statutory 
minimum as referred to in Article 6.2 paragraph 1 that is not taken, as well as overtime 
and hours for standby duty that exceed a total of 80 hours, are treated as gross wage in 
accordance with this CLA and are paid in February of the following calendar year at the 
value at that time.  

3.	� The employee can choose to convert his terms of employment once or monthly. 
4.	� The terms of employment that can be converted as referred to in Articles 7.2 and 7.3 can be 

supplemented by the employer with further terms of employment. 

Article 7.2 – Sources 
1.	� The employee can use the following terms of employment for conversion into other 

employment conditions:
	 •	� cash benefits:
		  -	 holiday allowance (value described in Article. 4.8):
		  -	 end-of-year bonus (value described in Article 4.9);
		  -	 flexible terms of employment bonus (value described in Article 4.8a); 
		  -	� the value of overtime hours and standby duty exceeding 80 hours (value described in 

paragraph 2 of this article); 
	 •	� time benefits:
		  -	 extra-statutory holiday leave as referred to in Article 6.2 paragraph 1 ; 
		  -	 ADV; 
		  -	 accumulated unused leave.
2.	 The sales value of time benefits are determined as follows:
	 •	�	  in the event of a CLA contract, one hour equals 1/165th part of the scale salary 

increased by the employee’s salary allowance and the holiday allowance, if applicable;
	 •	�	  in the event of a function contract, one hour equals 1/173rd part the scale salary 

increased by the employee’s salary allowance, if applicable; 

Article 7.3 – Objectives 
1.	� The employee can convert the terms of employment as referred to in Article 7.2 for the 

following employment conditions:
	 •	� (gross) salary;
	 •	� extra leave hours;
	 •	� life course (until 31 December 2021); 
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	 •	� payment of union dues;
	 •	� pension; 
	 •	� study4;
2.	� In addition to the leave to which he is entitled under this CLA, the employee may purchase a 

maximum of 208 additional hours of leave per calendar year on the basis of full-time 
employment. This concerns the maximum permitted under tax regulations without this 
affecting the employee’s pensionable salary (10% of the annual hours). 

3.	� The purchase value of time benefits are determined as follows:
	 •	� in the event of a CLA contract, one hour equals 1/165th part of the scale salary 

increased by the employee’s salary allowance and the holiday allowance, if applicable;
	 •	� in the event of a function contract, one hour equals 1/173rd part the scale salary 

increased by the employee’s salary allowance, if applicable; 
4.	� The employee must take the purchased leave hours in the calendar year in which he 

purchased them. Purchased leave hours that have not been taken or used to save for a 
predetermined purpose as referred to in Article 6.3 also apply as gross pay in accordance 
with this CLA and are paid out in February of the following calendar year at the value on 31 
December prior to payment.  

5.	� The purchased leave will be added to the employee’s leave balance. Taking purchased leave 
is subject to the same rules as taking regular leave. 

4	� Subject to tax legislation. Any negative effects as a result of changes in tax legislation are not compensated by 
the employer.
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8. Disciplinary action

Article 8.1 – Investigation in the event of a strong suspicion of an offence
If the employer has a strong suspicion that the employee or other employees have committed 
an offence, the employee must allow his clothing, luggage and/or means of transport to be 
investigated.  Measures are taken at company level to prevent employees from being treated 
unreasonably and/or improperly.

Article 8.2 – Disciplinary action
1.	� If the employee does not behave as befits a professional employee, the employer can 

impose a disciplinary measure on the employee. 
2.	� The employer can impose the following disciplinary measures:
	 a.	 a written warning;
	 b.	 withholding a salary increment for a maximum of two consecutive calendar years;
	 c.	� demotion to a lower position for a fixed period (a maximum two years) or open-ended 

period, with or without a reduction in salary;
	 d.	� transfer;
	 e.	� suspension for a fixed period of time, with or without continued payment of (part of the) 

salary.
3.	� The measures referred to in paragraph 2 under b to e may be imposed as a suspended 

sentence, for a maximum period of three years. 
4.	� Before the employer imposes a disciplinary measure, the employee will be given the 

opportunity to account for his actions, verbally or in writing. In the event of a verbal account, 
the employer will prepare a written report of this as soon as possible. This report is signed 
by the employee after reading. If the employee refuses to sign it, this will be stated in the 
report, supported by the reason(s).  

5.	� At the employee’s request, the employee and his counsel may inspect the documents 
relating to the charges against him, unless the employer cannot reasonably be expected to 
do so on account of their confidential nature.

6.	� If the employer imposes a disciplinary measure on the employee, this will be communicated 
to the employee in writing as soon as possible, stating the reasons. 

7.	� The provisions of paragraphs 4 to 6 also apply if the measure is imposed in the form of a 
suspended sentence.

8.	� A disciplinary measure will not be implemented until it has become final, unless the measure 
has been ordered to be implemented immediately when it was imposed.  

Article 8.3 – Suspension other than a disciplinary measure
1.	� Without prejudice to the provisions of Article 8.2, the employer can also suspend the 

employee in the following cases:
	 a.	� if the employee is prosecuted for a (serious) offence and this can affect his performance;
	 b.	� if an extraordinary reason makes it is undesirable to retain the employee in his position 

after the date of termination of the employee’s employment contract has become final; 
and/or

	 c.	� if this is deemed necessary in the business’ interest. 
2.	� A suspension lasts no more than one month. If necessary, this period can be extended by a 

maximum of one month at a time.
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3.	� Before the employer makes the decision to suspend, the employee will be given the 
opportunity to issue a verbal response, unless this is not possible. In the event of a verbal 
response, the employer will prepare a written report of this as soon as possible and send it 
to the employee.  

4.	� At the employee’s request, the employee and his counsel may inspect the documents 
relating to the charges against him, unless the employer cannot reasonably be expected to 
do so on account of their confidential nature.

5.	� The employer will notify the employee of the decision to suspend verbally, as soon as 
possible. The employee will receive written confirmation of this as soon as possible, stating 
the reasons, the time when the suspension comes into effect and the duration of the 
suspension.  

6.	� If the employee is suspended, he continuous to be entitled, in principle, to the rights he has 
on the basis of his employment contract. If the employee is suspended on account of being 
prosecuted for a (serious) offence, the employer can withhold up to one-third of the salary 
(scale salary plus any salary supplements). The amount withheld will still be paid to the 
employee if the criminal prosecution did not result in a conviction. 

7.	� If afterwards, it is found that the employee has been suspended wrongfully, the employee 
will be reinstated publicly and in writing, at the employee’s request. 

Article 8.4 – Representation of interests
The employee has the right to bring his interests to the attention of the employer. The employee 
can be assisted or represented when doing so.
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9. Career

Article 9.1 – Sustainable employability 
1.	� Sustainable employability is the ability to participate in the labour process up to the (rising) 

retirement age. The employee is personally responsible for remaining sustainably employable 
for work within the company of the employer or externally and continue to be fit, motivated 
and competent. The employer facilitates the employee in this by making resources available. 

2.	� In order to encourage employees to work on their sustainable employability, the employer 
will introduce a sustainable employability programme during the term of this CLA. Every 
employee can make use of this according to personal preference. 

Article 9.2 – Personal development plan
Every year, the employee, in conjunction with the employer, makes a personal development 
plan. He can discuss what he wants to focus on within the framework his sustainable 
employability and which training courses are necessary or desirable within that framework or 
within the framework of his current position, among other things. 

Article 9.3 – Career scan
Once every five years, the employee can ask the employer to have a career scan carried out at 
the expense of the employer. 

Article 9.4 – Preventive medical examinations
1.	 The employer periodically offers employees periodic medical examinations.
2.	� If the employee is on standby duty or shift work and is aged 55 or over, this is offered at 

least once every two years.
 
Article 9.5 – Leave plan 55+ 
If an employee is aged 55 or over, he will draw up an individual annual schedule together with 
his manager in which his efforts and absence are recorded during the year. This working hours 
scheme and leave plan are aimed at ensuring that older employees continue to work healthily.

Article 9.6 – Adjustment of job level 
The employee can arrange with the employer that he will be assigned to a less-demanding, 
lower-paid position. In that case, the agreements described in Article 4.6 paragraph 3 et seq. 
apply with regard to his salary. If the transition to a less demanding position is made within 10 
years prior to the state pension age applicable to the employee, he can ask the employer to 
continue his pension accrual on the basis of his old salary. This means that his pension 
contribution will rise proportionately. 

Article 9.7 – Temporary RVU exemption as individual customisation 
�CLA parties have agreed on the criteria for using the temporary early retirement exemption 
(RVU exemption) as individual customisation. These criteria can be found on the employer’s 
intranet.
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10. �Illness, incapacity for work and death

Article 10.1 – Illness and incapacity for work

Article 10.1.1 – Continued payment of wages during illness
1.	� If the employee is incapacitated for work, the statutory provisions of the Dutch Civil Code, 

the ZW and the WIA apply, unless explicitly stipulated otherwise in this chapter.
2.	� During the first 26 weeks of illness, the employee’s salary is paid in full. From the 27th week 

until the second year of illness, the employee receives 85% of his salary, unless he is entitled 
to early IVA benefits. In that case, the employee’s salary is also paid in full after 26 weeks of 
illness. From the moment the employee fully resumes his own duties, he is paid a full salary 
again. In the case of a partial resumption of duties, the foregoing applies in proportion.  

3.	� To determine the duration of the period of illness, the periods during which the employee did 
not work because of his illness are added together, unless those periods are interrupted for 
four weeks or more. In that case, a new period of illness is started.

4.	� If the employer reassigns the employee to another position or his own position but under 
different conditions within the first two years of illness, it will until the end of the second year 
of illness not result in a financial disadvantage for the employee compared to when he would 
not have been reassigned.

5.	� When appropriate, the most recent salary is adjusted in line with the structural collective 
salary increases.

6.	 The employer pays for an expert opinion, when issued.
7.	 The continued payment of or supplement to the employee’s salary in this chapter ends:
	 a.	� as soon as the employee is reassigned, other than in the situation referred to in 

paragraph 4;
	 b.	 as soon as the employee no longer meets the conditions;
	 c.	 as soon as the employment contract ends;
	 d.	 as soon as the employee is entitled to AOW benefits; or
	 e.	� with effect from the first day of the month following the month during which the employee 

dies.
8.�	 Entitlements of the employee pursuant to Article 10.1 can, in combination with income 		

	 pursuant to a statutory insurance or employment which has to promote the employee’s 
	 recovery can in total amount to no more than 100% of the most recent salary.
9.	� If the employee has income from other employment or his own business, that income will be 

deducted from the amounts the employee is entitled to by virtue of this chapter, unless:
	 a.	� he enjoyed this income before becoming incapacitated for work; and
	 b.	 he did not expand that work or his own business.
10.	�The employer has prepared an sickness policy for the implementation of the rules about 

continued payment of wages. 
11.�	In the event of dismissal due to incapacity for work, the employer can terminate the 

employee’s employment contract, subject to a notice period of one month. This term 
deviates from the statutory notice period. 

Article 10.1.2 – Incapacity for work of less than 35%
1.	� If the employee is incapacitated for work for less than 35%, he remains employed by the 

employer, unless compelling business interests (as described in paragraph 5) dictate 
otherwise. If necessary, the employee will be reassigned to a suitable position.
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2.	� The employment contract and the salary will be adjusted in line with the employee’s actual 
earning capacity.

3.	� The employee receives a supplement of 70% of the difference between his most recent and 
his new salary. If the new salary changes, the supplement is recalculated based on the 
changed salary. In the event of a loss of hours, any WW benefits will be deducted from this 
supplement.

4.	� If the employment contract must be terminated because of a compelling business interest 
(as described in paragraph 5), the employee is entitled to one of the following benefits:

	 a.	� if the employee is reassigned to a suitable position at another employer, he will receive a 
supplement to his new salary up to 90% of his most recent salary. He will receive this 
supplement during the period over which he would have received (extended) WW 
benefits in the event of unemployment.

	 b.	� if the employee is fully or partially unemployed, he will receive a supplement to his 
(extended) WW benefits and his salary, if any, up to 70% of his most recent salary. 

5.	� A compelling business interest within the meaning of this article exists, in any case, if:
	 a.	� the current workplace and the work can, in all reasonableness and fairness, not be 

adjusted to such an extent that the incapacitated employee can continue to perform his 
duties satisfactorily; and 

	 b.	 no other suitable position within the employer’s organisation is available.
 
Article 10.1.3 – Wage-related WGA benefits
1.	� After 104 weeks of incapacity for work, the employee may qualify for wage-related WGA 

benefits. These benefits enjoy a similar system as the WW benefits in terms of accrual, 
height and term.
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2.	� On 1 January 2016, the maximum term of the WW benefits was, under a legislative change, 
gradually reduced and the accrual was decelerated. These measures also apply to the 
wage-related WGA benefits. 

3.	� These adjustments to the wage-related WGA benefits are amended in the same way as the 
WW benefits in Article 11.1.

Article 10.1.4 – Industrial accident
1.	� If the incapacity for work is caused by an industrial accident, the employee’s salary is also 

paid in full from the27th week until the second year of illness.
2.	� If the employee is fully and permanently incapacitated for work as a result of an industrial 

accident, he is entitled to a supplement to his IVA benefits and his AAOP, if any, up to 90% 
of his most recent salary. 

3.	� If the employee is partially incapacitated for work as a result of an industrial accident, he is 
entitled to one of the following supplements after the first two years of illness:

	 a.	� during the (extended) WGA wage-related benefits period, the employee receives:
		  i.	� he makes full use of his residual earning capacity, a supplement of 90% of the 

difference between his most recent salary and his new salary;
		  ii.	� if he does not make full use of his residual earning capacity, a supplement of 80% of 

the difference between his most recent salary and his new salary;
	 b.	� during the WGA wage supplement benefits period, the employee receives a supplement 

of 90% of the difference between his most recent and his new salary which he would 
earn if he made full use of his residual earning capacity;

	 c.	� during the WGA follow-up benefits period, the employee, for a maximum period of ten 
years, receives a supplement up to 75% of his most recent salary, multiplied by his 
incapacity for work percentage; 

	 d.	� if the employee is incapacitated for work for less than 35% following an industrial 
accident, his new salary will be supplemented up to 90% of his most recent salary. The 
supplement referred to under d ends when the employee’s employment contract ends. In 
the event of a loss of hours, any WW benefits will be deducted from this supplement.

4.	� Any WGA benefits and AAOP received by the employee are deducted from the supplements 
referred to in paragraph 3.

5.	 If the employee is incapacitated for work as a result of an industrial accident, the employer 
	 will reimburse the medical costs or care costs that remain at the expense of the employee 	
	 and which the employer deems necessary. The employer may stipulate further rules for this.

Article 10.1.5 – Obligations
1.	� If the employee is unable to work due to illness, he has to notify the employer as soon as 

possible. The employee has to abide by the sickness regulations in force at the employer.
2.	� The employer may stipulate that the employee cannot resume his duties until the employer 

has given his explicit consent.
3.	� If an obligation or sanction is imposed on the employee in connection with his WIA benefits, 

the employer will, to the greatest possible extent, apply the same obligation or sanction to 
the supplement to the WIA benefits which the employee is entitled to. 

4.	� If the actions of the employee cause his WIA benefits to be lowered or fully or partially 
refused, the employer will, when determining the supplement to the WIA benefits, assume 
full entitlement to the WIA benefits. 
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Article 10.2 – Death benefit
1.	 If the employee dies, his salary is paid up to the month in which he died.
2.	� If the employee dies, the benefit within the meaning of Section 7:674, subsections 2 and 3 

of the Dutch Civil Code will be paid out as soon as possible.5 The extent of the benefit is 
three times the employee’s most recent salary. If there are no persons within the meaning of 
Section 7:674, subsection 2 of the Dutch Civil Code, the employer can use the benefit to 
pay the costs of any final illness and the funeral or cremation of the employee in full or in 
part, insofar as this cannot be paid from his estate.

3.	� If by virtue of the WIA or another statutory regulation, a right to a death benefit also exists, it 
will be deducted from the benefit due, referred to in paragraph 2. 

4.	� If the employee dies as a result of an industrial accident which he did not intentionally cause, 
those who are entitled to an ABP surviving dependant’s pension in connection with this 
death, are paid a benefit of 18% of the surviving dependant’s pension accrued in 
accordance with the Pension Rules. This benefit ends as soon as the employee would have 
been entitled to AOW benefits. If the benefit is paid to the spouse of the employee, these 
payments also end in the month after the month during which he or she remarries.

5	 Text Section 7:674 of the Dutch Civil Code: 
	 1.	 The employment contract ends following the death of the employee.
	 2.	� Nevertheless, the employer is obliged to pay the surviving relatives of the employee a benefit to the extent 

of the wage which the employee was most recently entitled to by law and to pay this for the period from 
the day after the day on which he died until one month after the day on which he died.

	 3.	 F�or the application of this section, surviving relatives refers to the surviving spouse or registered partner 
from whom the employee was not permanently separated or the person with whom the employee 
cohabited, failing which it refers to the underage children whom the deceased was related to and failing 
that, the person with whom the employee was living as part of a family and for whom he largely provided 
the maintenance. Cohabiting within the meaning of the first sentence refers to the situation in which two 
single persons run a joint household, with the exception of blood relatives in the first degree. A joint 
household within the meaning of the second sentence refers to the situation in which the persons 
involved have their main residence in the same house and they indicate to take care of each other by 
contributing to paying the household costs or otherwise look after each other.

	 4.	� The death benefit referred to in subsection 2 can be reduced by the amount of the benefit that accrues to 
the surviving relatives in connection with the employee’s death under a statutory medical or incapacity for 
work insurance and pursuant to the Supplementary Benefits Act.

	 5.	� Subsection 2 does not apply if immediately prior to his death, the employee, under application of Section 
629, subsection 3, was not entitled to the wage within the meaning of Section 629, subsection 1 or if as a 
result of the employee’s actions, he is not entitled to a benefit under a statutory medical or incapacity for 
work insurance.

	 6.	 This section cannot be deviated from to the detriment of the surviving relatives.
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11. Unemployment

Article 11.1 – Unemployment benefits 
On 1 January 2016, the maximum term of the WW benefits was, under a legislative change, 
gradually reduced from 38 to 24 months and the accrual of WW rights was decelerated. These 
changes are amended in the CLA as follows:
1.	� The accrual, extent and term of WW benefits are supplemented beyond the specified period 

up to the accrual, extent and term of the (statutory) WW benefits as they applied on 31 
December 2015, hereinafter referred to as the extended WW benefits. This means that the 
employee continues to accrue one month of WW for every year of employment history. The 
employee can accrue a maximum of 38 months.

2.	� The employer and the employee do not pay any premium for this amendment.
3.	� The supplement to the WW benefits over and above the statutory minimum in the event of 

unemployment due to a reorganisation (Article 11.2) remains unchanged and as such, it will 
become a supplement to the WW benefits over and above the statutory minimum and a 
supplement to the extended WW benefits beyond the specified period with effect from 1 
January 2016.

Article 11.2 – Supplement employment benefits in the event of unemployment due 
to a reorganisation
Article 11.2.1 – Application of the supplement
1.	� If the employee is fired due to his position being discontinued as a result of a reorganisation, 

business closure or a reduction of activities, he is entitled to a supplement to his (extended) 
WW benefits. This does not apply if a fixed-term employment contract terminates by 
operation of law. 

2.	� After his dismissal, the Dutch Civil Code and the WW apply. This CLA includes several 
exceptions and additional provisions.

3.	� The employee is not entitled to a supplement if he:
	 a.	 rejects a reasonable offer for a suitable position;
	 b.	 insufficiently cooperates in finding a suitable position; or
	 c.	� has agreed with the employer in writing that he does not qualify for a supplement to the 

(extended) WW benefits.
4.	� Within the framework of the reorganisation, a social plan may apply. This plan may also 

contain provisions about accepting a suitable position. In that case, those provisions serve 
as a starting point for the verification of the agreements set out in Article 11.2.

5.	� The employee and the employer may agree that he commutes the right to the supplement. 
In that case, he will receive a lump-sum payment. After that, the employee is no longer 
entitled to the agreements set out in Article 11.2.

6.	� The employee may have to move house for a new job. In that case, the employer can grant 
the employee a relocation allowance of € 2,269.

Article 11.2.2 – Term of the supplement
1.	� The employee is entitled to a supplement for the term of the (extended) WW benefits. This 

period starts on the first day of unemployment and ends no later than the original end date 
of the (extended) WW benefits. 

2.	� When the (extended) WW benefits are interrupted because the employee finds a temporary 
job, for instance, the supplement is re-allocated after the (extended) WW benefits have 
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resumed. The supplement does end on the original end date. The supplement does, in any 
case, end as soon as the employee is no longer entitled to (extended) WW benefits. 

Article 11.2.3 – Extent of the supplement 
1.	� The (extended) WW benefits are supplemented:
	 a.	 during the first half of their term, 90% of the calculation basis; and
	 b.	 during the second half of their term, up to 80% of the calculation basis.
2.	� If the UWV fully or partially refuses the WW benefits because the employee fails to fulfil his 

obligations to prevent or end unemployment, the former employer will stop all or part of the 
supplement. This is done on the same scale as the sanction imposed by the UWV.  

3.	� In the calculation of the supplement, all income (such as salary, WW and ZW benefits) is 
included.

Article 11.2.4 – Supplement to ZW benefits
1.	� If the employee becomes incapacitated for work during the period in which he receives WW 

benefits, the UWV will pay ZW benefits. These benefits are also supplemented up to the 
percentages mentioned in Article 11.2.3, paragraph 1. 

2.	� An employee who is incapacitated for work due to her pregnancy, receives a supplement up 
to 100% of the calculation basis for the period during which she is incapacitated for work 
until the start of the maternity benefit and maternity allowance.

3.	� In the calculation of the supplement, all of the employee’s income (such as salary, and WW 
benefits) is included.

4.	� If the employee does not receive any benefits or lower benefits as a result of something that 
cannot be attributed to him, the supplement is based on the benefit amount he would 
normally have received. 

5.	� The supplement ends when the supplement to the WW benefits would have ended.
 
Article 11.2.5 – Supplement to the salary from a new employment contract
1.	� If the employee starts working for another employer during the period over which he 

receives (extended) WW benefits, his new salary may be lower than his most recent salary. 
In that case, his new salary is supplemented up to the amount of the calculation basis, 
based on his most recent salary.

2.	� If the employee will work fewer hours than before, his former employer will pay the 
supplement for the number of hours he works.

3.	� The employee must apply for the wage supplement within four weeks of his first day at 
work. His former employer will pay the supplement as soon as the employee has submitted 
all the necessary documents (the employment contract, payslip, WW documents) to the 
employer.

4.	� In the calculation of the supplement, all income (such as salary, (extended) WW and ZW 
benefits) is included.

5.	 The right to a wage supplement ends:
	 a.	� insofar as the employee loses working hours at his new employer and the continued 

payment over those working hours; 
	 b.	� as soon as the employee loses the right to wages from his new employment contract 

while that employment contract continues; and
	 c.	� as soon as the wages paid by the new employer are no longer lower than the calculation 

basis. 
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	� If as a result of this, the employee is no longer entitled to a wage supplement, he will be 
entitled to one again once the cause of his right to expire has been eliminated. In that case, 
the employee will have to comply with the other conditions again within the original term of 
the supplement.

6.	� The supplement ends when the supplement to the (extended) WW benefits would have 
ended.

Article 11.2.6 – New unemployment
1.	� If the employee is employed by another employer during the period in which he was entitled 

to (extended) WW benefits, there is a chance he may again lose his job. In that case, he can 
rely on the supplement again. This also applies when the employee is incapacitated for work 
at that time.

2.	� The extent of the supplement is determined based on the percentage the employee would 
have been entitled to if he had remained unemployed.

3.	� In the calculation of the supplement, all income (such as salary, (extended) WW and ZW 
benefits) is included.

4.	� The supplement ends when the supplement to the (extended) WW benefits would have 
ended.

5.	� The provisions referred to under ‘Supplement to the WW benefits’ above also apply in this 
case.
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12. Trade unions

Article 12.1 – Contribution to the trade unions
1.	 The employer pays the collective trade unions € 16 per employee per year. 
2.	� The number of employees on 1 January of any one year determines the number of 

employees referred to in paragraph 1. 

Article 12.2 – Leave for trade union activities
If business interests allow for it, the employee can go on paid leave in order to do any of the 
following at the written request of a trade union:
a.	� in his capacity of board member or representative, attend courses and meetings of the 

bodies set out in the articles of association of the trade unions for a maximum of 26 days 
per calendar year; 

b.	� insofar as the provisions set out under a or the Works Councils Act do not provide for this, 
attend educational and training meetings organised by the trade union for a maximum of five 
days per calendar year.

Article 12.3 – Trade union facilities
The employer and the trade unions make agreements about the following on a corporate level:
a.	 communications by the trade unions via the employer’s Intranet; and
b.	 the opportunity to provide new employees with information during their training activities.

Article 12.4 – Trade union consultant
1.	� During the term of this CLA, trade union consultants of FNV (the Dutch Trade Union 

Confederation) and CNV (the National Federation of Christian Trade Unions in the 
Netherlands) will be exempted from working for two hours per week to give employees 
advice and to assist them in matters concerning their terms of employment. 

2.	� The trade union consultant will be given the opportunity to complete appropriate training at 
the trade union as soon as possible. The time needed for this falls within the aforementioned 
exemption. 

3.	� The trade union consultant will be given the opportunity to announce messages about his 
activities (such as consultations, meetings) on the Intranet. 

4.	� At the end of the term of this CLA, the parties will evaluate the efforts and time spent by the 
trade union consultant and they will discuss the continuation of this arrangement. 

Article 12.5 – Reorganisation
If the consequences of an intended reorganisation or business closure cannot be absorbed by 
the existing terms of employment, the employer will notify the trade unions accordingly in time. 
In that case, the employer and the trade unions will draw up a social plan.
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Protocol

Change in job evaluation system and salary scales
The current TSO CLA includes nine salary scales. These salary scales are based on the 
Berenschot job evaluation system. TenneT wishes to switch to the Hay methodology during the 
term of this TSO CLA. The reason for this is that TenneT wishes to apply one method for all its 
employees.

The transition to a new job evaluation system is subject to agreement with the works council.   

The bandwidth of the Hay methodology is different from that of Berenschot. This results in a 
redistribution of the scales. The table below shows the new salary table with the minimum and 
maximum salary per salary scale. This will apply when the Hay methodology with job families is 
implemented. All jobs will be reclassified in the process. The following agreements apply during 
the transition to the Hay methodology.

Hay Berenschot

Grade Min Max Grade Min Max

7 22,810 32,197 1 22,810 32,197

8 23,490 34,463 2 23,490 34,463

9 27,992 41,174 3 2,992 41,174

10 30,047 45,762 4 29,210 49,047

11 32,252 50,767 5 34,902 58,250

12 34,619 56,487 6 37,012 67,751

13 37,160 62,922 7 42,704 78,228

14 39,888 70,072 8 43,426 89,144

15 42,815 78,228 9 49,358 100,443

16 45,959 89,144

17 49,358 100,443

The above tables state the annual salary as from 1 February 2020, including an 8% holiday 
allowance and a 6% end-of-year bonus, exclusive of any allowances and reimbursements.

Transitional arrangement 
If the employee’s most recent salary is higher than the maximum of the new scale, the 
employee will be paid the maximum salary that corresponds to the new scale, supplemented by 
a salary allowance. This salary allowance represents the difference between the most recent 
salary and the maximum of the new salary scale. The employee is paid this salary allowance as 
long as he is classified in this job scale. The salary allowance is indexed with the general CLA 
increases and is also part of the basis for calculating the holiday allowance, end-of-year bonus 
and pensionable earnings. 
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If the employee is going to be assigned to a different job that is classified in the same scale, the 
salary allowance will be retained. If the employee is going to be assigned to a job classified in a 
higher scale, the salary allowance will lapse. If the employee is going to be assigned to a job 
that is classified in a lower scale, the demotion as described above applies to the aforesaid 
salary allowance. 

If the employee’s salary perspective is affected negatively as a result of the introduction of the 
Hay methodology, the following transitional arrangement applies. For a period of up to four 
years after the year in which he reached the maximum salary corresponding to the new salary 
scale, the employee is eligible for the salary increase up to the maximum of the employee’s 
salary scale applicable before the introduction of the Hay methodology. 
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Appendix A – Offshore Policy 

Article 1 – Scope 
The Offshore Policy applies to employees if and insofar as they perform work at sea (‘offshore 
work’). 

Article 2 – Working Hours Act  
1.	� Offshore work is governed by the regulations under the Working Hours Act and the Working 

Hours Decree with regard to wind farms. 
2.	� The employee works in shifts of up to 12 hours per day, which comprises 11 hours of work 

and a total break time of 1 hour (unpaid). Breaks are taken during the course of the working 
day. The employee is personally responsible to ensure a healthy distribution of breaks over 
the day. 

3.	� Employees working on platforms on the Dutch coast are entitled to a paid break.  

Article 3 – Registration 
1.	� Records must be kept of the working hours on the platform. A copy of these records must 

be sent to the employer’s head office within six weeks. 
2.	� If an employee performs offshore work at the same location for less than six weeks, the 

records will be kept in accordance with the model prescribed for this by the Ministry of 
Social Affairs and Employment. 

Article 4 – Structural work at sea 

Article 4.1 – Definition 
The provisions of Article 4 apply if the employee performs the work he performs in a period of 
58 consecutive calendar days or more, in principle each time at sea.

Article 4.2 – Remuneration 
1.	� The employee is paid a fixed allowance of 25% on his scale salary. This allowance is 

inconvenience pay for working at sea. 
2.	 The shift work allowance described in article 4.12 of the CLA does not apply. 
3.	 The overnight allowance that is in force at the employer does not apply.

Article 4.3 – Travel time 
1.	� The travel time to and from the work location is the employee’s own time. The location of 

employment can also be the take-off point of the helicopter or the departure point of the 
boat. 

2.	� The travel time to the platform by helicopter or boat and vice versa forms part of the working 
time. 

Article 4.4 – Travel expenses 
1.	� The employer reimburses the travel expenses for the entire trip between the place of 

residence and the work location in accordance with the applicable amounts of the mobility 
policy. The maximum of 50 kilometres does not apply to transport by car. 

2.	� If the employee moves to a place of residence outside the Netherlands or Germany, the 
reimbursement will be based on the reimbursement that applied before the move. 
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Article 4.5 – Illness
In the event of illness, the responsible employee on this platform designated for these instances 
will contact a physician. If the period of illness is expected to be short, the employee will remain 
on the platform for recovery. In consultation with the doctor and supervisor, the employee can 
come onshore for medical treatment.

Article 5 – Occasional work at sea 

Article 5.1 – Definition 
The provisions of Article 5 apply if the employee does not fall within the definition of Article 4.1. 

Article 5.2 – Remuneration
1.	� The employee is paid an allowance of 25% of his hourly salary calculated over the number 

of hours he performs offshore work. This allowance is inconvenience pay for working at sea.
2.	� The overnight allowance that is in force at the employer only applies to days on which the 

employee is not entitled to the allowance referred to in paragraph 1.
3.	� If the employee performs work outside the daytime window of 07:00 to 21:00 Monday to 

Friday, he is paid:
	 •	� an allowance of 50% of his hourly salary for hours between 00:00 and 07:00 and 

between 21:00 and 07:00 Monday to Friday; 
	 •	� an allowance of 100% of his hourly salary for hours between 00:00 and 24:00 on 

Saturdays, Sundays and public holidays. 

Article 5.3 – Travel time and travel expenses
1.	� Journeys to and from the work location are deemed business trips within the framework of 

travel time and travel expenses. This is subject to the provisions and allowances in 
accordance with the rules and regulations of this CLA and the employer’s mobility policy. 
The location of employment can also be the take-off point of the helicopter or the departure 
point of the boat.

2.	� Contrary to Article 3.5, paragraph 2, second sentence of the CLA, employees who are not 
eligible for an overtime allowance are entitled to time off in lieu equal to the total extra travel 
time referred to in that article.  

3.	� he travel time to the platform by helicopter or boat and vice versa forms part of the working 
time. 

Article 5.4 – Cancellation
1.� In the event of cancellation of the offshore work as a result of unforeseen circumstances (for 

example, if it is not possible to go to sea due to bad weather), the basic principle is that the 
employee will still perform other (office) work if and insofar as possible. 

2. �The following applies to the number of hours not worked as a result of cancellation:
	 a.	� If cancellation takes place within 24 hours of departure from the quay, the employee can 

book the full number of hours not worked (11 hours) plus the 25% offshore 
compensation. 

		�  Please note: if the employee takes leave for the cancelled period, hours not worked and 
corresponding offshore compensation cannot be booked.

	 b.	� If a cancellation is made more than 24 hours before departure from the quay, the 
employee cannot book hours for this. 
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3.	� Article 5.2 paragraph 1 and 2 apply accordingly in case of cancellation of offshore work.

Article 6 – Other 
1.	� The employer pays for meals and accommodation on or near the platform. Any taxable 

corrections are paid by the employer and settled through the work-related expenses 
scheme.  

2.	��� The reimbursements as referred to in the Employer’s Expat Policy do not apply. 
	� In special cases, the immediate superior can deviate from the TenneT Offshore Policy in 

consultation with the People Director. 

Article 7 – Standby duty
1.	� Standby duty is, in principle, land-based. The allowances for standby duty are set out in 

Article 4.13.1.
2.	� The employer can determine that the employee must be at sea whilst on standby duty. In 

that case, the employee who is on standby duty works a maximum of 13 hours per period 
of 24 consecutive hours and 85 hours per week. 
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Appendix B – Supplementary Vitality Policy

The Supplementary Vitality Policy (hereinafter referred to as ‘this policy’) is a supplement to the 
Age-Related Policy as described in Article 6.3 and applicable to employees born before 1 
November 1959. Under the Age-Related Policy, employees can save up to 80 hours of leave 
per year. This leave can be used for various purposes, including working less before the 
retirement date or state pension age. Employees born before 1 November 1959 have fewer 
options of saving leave within the framework of the Age-Related Policy prior to their retirement 
date or state pension age. That is why they can make use of this policy.

Participants in this policy can work 80% on the basis of a 40-hour working week, while retaining 
90% of their most recent salary and 100% of their pension accrual. This policy comes into 
effect on 1 November 2019. 

This policy has been set up subject to the applicable tax and pension conditions.

Definitions
Participant:	
The employee who has agreed in writing with the employer to participate in this policy. 

Most recent salary:	
The salary that applied immediately prior to participation in this policy, increased by any 
individual and structural pay rises since the effective date of participation.

Actual salary:	
The part of the most recent salary that the employee earns during participation in this policy. 

Original working hours:	
The agreed working hours immediately prior to participation in this policy, expressed in hours 
per week.

Actual working hours:	
The agreed number of (average) hours worked per week when participating in this policy.

Pension accrual:	
The accrual of pension in accordance with the ABP Pension Regulations.

Article 1 – Participation in the policy
1.	 This policy is open to every employee who, at the start of participation:
	 a.	 was born before 1 November 1959;
	 b.	 has an open-ended employment contract;
	 c.	 has worked with the employer for at least one year; and
	 d.	 did not increase his working hours one year prior to participation.
2.	 Participation is excluded for employees who are fully or partially incapacitated for work.
3.	 Participation is only possible starting from the first day of a calendar month.
4.	� A request to participate in this policy must be submitted to the manager in writing at least 

two months before the desired commencement date.
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5.	� The manager will process the request and decide no later than one month before the 
preferred commencement date.

6.	� The manager can postpone participation in this policy for a maximum of six months or reject 
the request in the event of a compelling business interest in accordance with the criteria of 
the Flexible Working Act. If rejected, the employee can submit another request to participate 
after six months. In the event of a second rejection, the employee can appeal to the review 
committee, in which case the committee will review the manager’s considerations and 
determine whether the request was rightly rejected.

7.	� The employer and employee agree to participate in this policy in writing. This includes a 
digital recording of said agreement.  

Article 2 – Duration of participation
1.	� Participation ends on the date on which the employment contract ends, but no later than on 

the date of reaching state pension age.
2.	� If his private situation gives cause to do so, the participant can submit a single request to 

terminate participation in this policy and return to his original working hours. In that case, the 
criteria of the Flexible Working Act apply. 

3.	� After premature termination, the employee cannot be reinstated in this policy again.

Article 3 – Basic principles
1.	� Participants in this policy whose original working hours amounted to 40 hours per week will 

be working 20% less. The participant’s salary is cut by 10%. 
2.	� Employees who work less than 40 hours a week may also participate in this policy. The 

basic principles are 1) that the actual working hours are rounded off to a multiple of two 
hours, whereby the employee works at least 20 hours a week; 2) that the pension build-up 
always remains 100% in relation to the original working hours; and 3) that the salary 
percentage is an average of the percentage of actual working hours and the percentage of 
pension build-up. In practice, this means that working hours, salary and pension accrual will 
be as follows:

Before participation During participation

Working 
hours

Working 
hours in 

%

Hours of 
work

Percentages related to original 
working hours

Percentages related to fulltime 
working hours

% work % salary % pension % work % salary % pension

40 100 32 80 90 100 80 90 100

38 95 30 79 89 100 75 85 95

36 90 28 78 89 100 70 80 90

32 80 26 81 91 100 65 72.5 80

28 70 22 79 89 100 55 62.5 70

24 60 20 83 92 100 50 55 60

3.	� Participants must schedule in hours off. To this end, the participant must have the work 
schedule application form signed by the manager and submit this to People Operations, 
together with the request for participation. 
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4.	� Contrary to paragraphs 1 to 4, the following applies to participants working continuous 
shifts. Within the framework of this policy, a participant in full-time employment whilst 
working continuous shifts is scheduled to have 44 days off (20% of the 33.6-hour working 
week). These 44 days must be scheduled in on a structural basis. The hours can only be 
scheduled in to coincide with weekdays. Of these 44 days, the participant is granted 22 
days in the form of special leave. The salary will be reduced in respect of the remaining 22 
days. 

5.	� Participants in this policy cannot take life-course leave and/or take sabbatical leave at the 
same time. 

6.	� When participating in this policy, the additional purpose-specific leave is paid on the basis of 
the actual working hours. 

Article 4 – Terms of employment 
1.	� The actual salary forms the basis for salary-related terms of employment, such as flexible 

terms of employment, holiday pay, end-of-year bonus and the anniversary bonus.
2.	� Terms of employment related to working hours, such as statutory leave and the maximum 

hours of leave available for purchasing, are determined on the basis of the actual working 
hours  per week.

3.	� Monetary allowances and time off in lieu, such as the standby duty allowance and the shift 
work allowance, are granted on the basis of the actual working hours or the schedule.  

4.	� As from the date of participation in this policy, all leave entitlements and entitlements to the 
flexible terms of employment are recalculated in proportion to the remaining number of 
months in the calendar year.

Article 5 – Overtime and shifted working hours
1.	� Working overtime is not permitted when participating in this policy. In consultation with the 

manager, the participant can occasionally shift scheduled hours off, except during public 
holidays. 

2.	� If at the request of his manager, the participant shifts his working hours outside the standard 
working hours, the allowance applies as provided for in the TSO CLA. 

3.	� Contrary to paragraphs 1 and 2, the following applies to participants working continuous 
shifts. If the participant works overtime during hours for which he is scheduled to be off 
within the framework of this policy, he will be paid a monetary allowance of 25% of the 
hourly salary for those hours. 

Article 6 – Standby duty
1.	� The employer and the participant jointly decide on the concrete details of the standby duty. 

The basic principle is that if the participant is called up when on standby duty during hours 
for which he is scheduled to be off within the framework of this policy, these hours can be 
taken up at a different time. 

2.	 The participant is paid an allowance for the standby duty as arranged in the TSO CLA. 
3.	� Working whilst on standby duty is deemed shifted working hours. The allowance as 

described in Article 5 paragraph 2 applies to this. 
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Article 7 – Pension 
1.	� The participant’s pension accrual is continued on the basis of a full-time employment 

contract. 
2.	� The pension contribution is deducted from the employee’s salary in accordance with the 

distribution formula laid down in the ABP Pension Regulations. 

Article 8 – Illness and incapacity for work
1.	� As soon as a participant has been ill or incapacitated for work for more than 26 consecutive 

weeks, participation in this policy is suspended. From the 27th week onward, the participant 
receives 85% of the full salary, whereas extra-statutory holiday leave lapses. 

2.	� Participation in this policy will only be resumed in the event of a full reinstatement on the 
basis of the original working hours. The participant must report this to the payroll 
administration department. 

Article 9 – Redundancy 
Participation in this policy ends in the event of redundancy. In that case, the employee’s original 
working hours are reinstated.  

Article 10 – Unforeseen circumstances 
In situations for which this policy does not provide, the employer and employee will agree on a 
suitable solution for both parties. 

Article 11 – Financial advice
1.	� Employees who wish to participate in the Supplementary Vitality Policy are given the 

opportunity to obtain advice on the financial consequences thereof by conducting a 
Financial Insight Interview based on the Personal Annual Report at EBC Netherlands. For 
more information on this, click this link. If the employee wishes to make use of this, he must 
register via TenneT Academy.

2.	� The fees for the advice referred to in paragraph 1 must be paid from the employee’s training 
budget. 

Article 12 – Laws and regulations 
In the event that this policy conflicts with (tax and pension) laws and regulations, the tax and 
pension laws and regulations take precedence. This may result in the suspension or termination 
of participation in this policy. 

Article 13 – Evaluation 
1.	� The CLA parties will evaluate this policy 14 months after 1 November 2019, i.e. by 1 January 

2021. The evaluation will once again consider whether and if so, in what form this policy will 
be continued. 

2.	� If this policy is changed or cancelled, current participants can continue to participate under 
the existing conditions. 

Article 14 – Term 
This policy comes into effect on 1 November 2019 and continues until the commencement 
date of a new CLA to be agreed on by the parties. 

http://sp-teamsites.alfa.local/sites/Bedrijfsregelingen_TenneT/Bedrijfsregelingen Tennet/Financieel Inzicht met het Persoonlijk Jaarverslag Tennet.pdf
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Article 15 – Hardship clause
1.	� In cases in which the full application of this policy leads to an unfair or unreasonable situation 

for an individual employee, the employer will deviate from the provisions of this policy in 
favour of the employee. No rights can be derived from such a deviation by people other than 
this individual employee. 

2.	� If the employee believes that he is eligible for the hardship clause, he can make a claim 
through the employer. The employer subsequently makes a decision in this respect. If the 
employee does not agree with the employer’s decision, he can appeal to the review 
committee in accordance with the provisions of Article 16. 

Article 16 – Objection and appeal
1.	 The employee can appeal to the employer’s review committee if:
	 a.	 he disagrees with how this policy has been applied;
	 b.	� the manager rejects a second request to participate as referred to in Article 1, paragraph 

5;
	 c.	 the employer and employee disagree on the application of the hardship clause. 
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