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Scope and Social Plan 
 

 

A. Scope 

 

This CLA applies to you if you are classified in the scales I up to XIII, 

except when you are a holiday worker, trainee or apprentice under the 

Law Education and Vocational Training (Wet educatie en 

beroepsonderwijs, WEB).  

 

The following exceptions furthermore apply if you are working in an 

Asset Management Front-Office position:  

 

• If you are an employee in a Front-Office position at APG Asset 

Management N.V. in function groups XII or XIII, the salary scales 

mentioned in the CLA do not apply and separate Asset 

Management salary scales are of application that are aligned 

with the remuneration market asset management in the 

Netherlands.  

• The RSP system (Article 3.2.3 of Chapter 3) applies to you as an 

employee of APG Asset Management N.V. for the salary growth 

up to the 110% level of the corresponding salary scale, also if the 

scale maximum applicable to the position or guaranteed salary 

applicable to you is higher. The growth percentages to be used 

are based on the corresponding salary scale.  

• The AM Front-Office mainly consists of positions that are part 

of the Hay Group Asset Management Compensation Survey as 

to the remuneration of front-office asset management 

positions. These positions are mainly related to the field of 

trading, portfolio management, risk management, fiduciary 

management, responsible investment & governance, client 

relations management and strategic portfolio advice, as well as 

the direct managers of these positions.  

 

B. Social Plan 

 

APG aims to prevent involuntary dismissal as much as possible by 

increasing the deployability of employees. The agreements made 

between APG and the trade unions are listed in the Social Plan 

(Appendix 7 to this CLA). APG informs the trade unions on an intention 

to reorganize by forwarding the request for advice to the Works Council 

to the trade unions. 
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Chapter 1 - My employment 
 

 

1.1 Written employment contract 
In order to commence your employment, you conclude a written 

employment contract with APG. The employment contract includes the 

following information: 

 

i. Your personal data; 

ii. The usual location to perform your work (place of work); 

iii. The date of your employment; 

iv. Whether your contract will be full-time or part-time and your 

average working hours per week on an annual basis; 

v. The duration of your contract: temporary or permanent. In case 

of a temporary employment contract, the duration of the 

employment contract will be mentioned; 

vi. The probationary period, if any; 

vii. The position you are to fulfill, the corresponding function group 

in which you will be classified and the salary scale; 

viii. Your salary and corresponding RSP; 

ix. The pension scheme that applies to you; 

x. The number of holiday hours; 

xi. Possible special conditions that are applicable to you (such as a 

non-competition clause); 

xii. Your notice period and APG's notice period; 

xiii. The mention that the APG CLA and future amendments thereto 

are an integral part of the employment contract; 

xiv. The mention that all other company arrangements are 

applicable and that you are familiar with the contents thereof.  

 

1.2 Probationary period 
You will serve a two-month probationary period upon the 

commencement of your employment. Both you and APG are allowed to 

terminate the employment contract with immediate effect during the 

probationary period. The employment contract may include an 

arrangement for a shorter or no probationary period. No probationary 

period applies in case of an employment contract with a duration of six 

months or less. 

 

1.3 Information on the CLA and other arrangements 
Starting your employment, you will have access to the intranet for 

information on the APG CLA and the other applicable company 

arrangements. 

 

Your manager provides you with the rules you must observe while 

performing your work. These are, for example, instructions on the 

working method and information about APG's regulations and rules of 

conduct. The regulations and APG Code of Conduct are included on the 

intranet of APG. 

 

1.4 Policy for claiming expenses 
APG has a policy for claiming expenses. Should the CLA state that 

expenses will be compensated or that you may file a claim to utilize a 

budget, the claim for expenses has to meet the conditions included in 

the policy for claiming expenses. 
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Chapter 2 My work 

 
2.1 FLEXIBLE WORKING 
Flexible working means that you determine where, when and how you 

want to perform your work, as optimally as possible for you, your team 

and APG. You aim for a good balance between work and private life. The 

basic principles of own direction, responsibility and trust apply in this 

respect. 

 

2.1.1 Working wherever and whenever you want 
In consultation with your team and your manager, you determine where 

and when you work. You take into account the requirements of the 

business operations and the Working Hours Act. 

 

Where 

APG and your manager will make every effort to enable you to work 

from home. The basic principle is that, every week, you work 

approximately 50% of your working hours at the office. 

 

When 

On your own initiative, you may also work evenings or weekends. If your 

work and your working hours allow, you may work 9 hours a day.  This 

enables you to spread your working hours over fewer days. For 

example, if you work 36 hours a week, you may choose to divide this 

over four 9-hour days. You should not work more than 9 hours a day.  

 

2.1.2 Working with a schedule 
For some groups of positions or employers, the business operations 

require the working hours to be registered in a schedule. These groups 

will be determined in consultation with the Works Council.  

 

For specific dedicated groups/positions the normal working hours are 

from 06:30 AM to 22:00 PM or 7 times 24 hours. This is relevant, for 

example, for granting special allowances such as mentioned in Article 

3.5 of this CLA. 

 

A schedule applies to on-call employees, depending on the demand for 

work. The manager determines the schedule on a weekly basis for the 

subsequent week. Appendix 6 to this CLA contains specific agreements 

for on-call employees. 

 

2.2 WORKING FROM HOME 
Working from home is an important part of flexible working. APG offers 

the possibilities below in order to facilitate proper working from home.  

 

2.2.1 Home office budget 
APG provides a budget to purchase one ergonomically responsible desk, 

one ergonomically responsible desk chair and/or one effective artificial 

lighting. Starting July 1, 2026, the term (for newly to be purchased 

furniture) will be changed from once every 5 years to once every 8 years. 

This new term applies to already purchased furniture and to the newly 

to be purchased furniture. The term shall commence starting the first 

claim for expenses following the effective date of this arrangement 

(March 2021) or, in case the first term of 5 years has already expired and 

a new claim for expenses for the second term has already been 
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submitted, starting this later date. The maximum budget is € 900, 

including VAT. 

 

You claim the costs from APG. Only one ergonomically responsible desk, 

one ergonomically responsible desk chair and/or one effective artificial 

lighting are items that, as referred to in Chapter 22.1.9 (Occupational 

Health and Safety Provision) of the Payroll Tax Handbook March 2026, 

can be claimed. 

 

You can also choose a standard set put together by APG. You can order 

this yourself directly from the supplier and claim the amount from APG.  

 

You are not allowed to claim the expenses of a home office if you know 

you will leave employment within six months (regardless of the reason 

for leaving employment).  

  

If you leave employment within 24 months of claiming the expenses of 

the home office, a repayment obligation applies. The repayment 

obligation below shall take effect as of July 1, 2026.  

 

Do you leave employment within 12 months following the claim for 

expenses of a home office? You will repay 100% of the reimbursed 

amount. This repayment obligation does not apply if your employment 

contract is terminated or not extended due to reorganization or after 

long-term disability. 

 

Do you leave employment after 12 months but within 24 months of 

claiming the expenses of a home office? You will repay 30% of the 

reimbursed amount. This repayment obligation applies if you terminate 

your employment contract yourself. The repayment obligation does not 

apply if your employment contract is terminated or not extended due 

to reorganization, after long-term disability or otherwise at the initiative 

of the employer, unless there is demonstrable culpable behavior.   

 

Repayment is made by offsetting against the last salary payment and/or 

final settlement.  

 

2.2.2 Work station assessment 
You can apply for a work station assessment, free of charge. You then 

receive advice on how to design your home office in an ergonomically 

responsible manner.  

 

2.2.3 Internet compensation 
Starting July 1, 2026 you receive an internet compensation of € 37.50 net 

per month. This is a fixed compensation for the internet expenses for all 

employees, regardless of the part-time factor, location or the exact 

number of days working from home. The basic principle is that you work 

at least 1 day per week from home as a general rule.  

 

2.3 WORKING TIME 
 

2.3.1 Working time per week 
The working time of full-time employment can be 36, 38 or 40 hours per 

week on average on an annual basis. APG determines the scope of your 

full-time employment. This is included in your employment contract. Is 

your position classified in salary scale XII or higher? The scope of your 

full-time employment will be 40 hours per week on average on an 

annual basis. 
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2.3.2 Other working time 
Would you like to work more or less hours? Discuss this with your 

manager. The Law on flexible working applies. Your request to alter the 

working time will be approved in principle by APG, unless this cannot be 

expected of APG based on a compelling business interest.  

 

If you request to work more hours, this can be denied because, among 

other things, you want to work more hours than the full-time working 

time applicable to you or because there is insufficient work, vacancy in 

formation or budget.  

 

If you and your manager agree upon a different working time, you will 

be paid for the working time agreed upon and you are entitled to a 

proportional part of the conditions related to the working time, unless 

agreed otherwise in this CLA. A maximum of 40 hours per week applies.  

 

2.3.3 Overtime 
Overtime is work performed by order of your manager outside your 

weekly working time and only applies insofar these hours cannot be 

compensated on a weekly basis. Do you belong to the dedicated group 

of employees working with a schedule? If you work outside the schedule 

applicable to you by order of your manager, this is considered overtime.  

 

Your manager can require you to work overtime should this be 

necessary. APG has to observe the statutory regulations, the provisions 

of this CLA and the principles of reasonableness when you are ordered 

to work overtime. APG tries to minimize overtime as much as possible. 

 

Work needed to finish your regular activities and not exceeding the 

duration of approximately half an hour, is not considered overtime. 

 

If you are classified in scales I up to IX, you are entitled to an allowance 

for overtime. More information on this topic is included in Article 3.5.3 

of this CLA. 
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Chapter 3 My salary and pension 
 

 

3.1 POSITIONS AND FUNCTION GROUPS  
 

3.1.1 Position 
Every position at APG is classified in a function group and all of these 

function groups are linked to a salary scale.  

 

Your employment contract contains the position you fulfill, the function 

group and the salary scale in which you are classified. 

 

3.1.2 Job rating 
APG applies the Hay method for the job description, the classification 

and the rating for the scales I up to XIII. This method aims to determine 

the results that must be achieved in a position and what is needed in 

order to accomplish this.  

 

The content of the position determines the weighting of the function. 

The Hay method works on a points system. The number of points is the 

decisive factor for the classification in a function group.  

 

For positions with a clear growth path, a description can be made in the 

form of a function family. A function family is a consecutive series of 

positions that are not substantially different in terms of tasks, but to 

which an increased level of complexity and/or more powers apply, 

meaning the level of knowledge and expertise required for the position 

also increases. 

 

Your manager, in consultation with you, will prepare a new job 

description for new and altered positions. The classification commission 

then assigns a function level. This classification commission consists of 

the director HR and a manager. Your manager informs you on the 

classification of your position.  

 

3.2 SALARY SCALES AND YOUR CLASSIFICATION  
 

3.2.1 Salary scales 
There are 13 salary scales (see Appendix 1). Every scale has a minimum, 

a maximum and an additional (maximum) level. The minimum of the 

scale is the minimum entry level. The maximum of the scale is 100 RSP. 

The additional maximum level for every scale is 110 RSP.  

 

The amounts stated in Appendix 1 are fixed annual salaries, including the 

separately paid holiday allowance (8%) and year-end bonus (8.33%). You 

receive your salary in 12 months, the 8% holiday allowance in May and 

the 8.33% year-end bonus in December.  

 

Starting January 1, 2027 the salary scales and salaries will be increased 

by 3.25% and as of January 1, 2028 by 3.25%. 

 

3.2.2 Your classification and salary 
You receive the salary linked to your position and the salary scale. The 

position of your salary in the scale is expressed by the term Relative 

Salary Position (RSP). The RSP indicates what part of the scale maximum 

(100 RSP) your salary is. 
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3.2.3 Salary growth 
If you have not yet reached the maximum of your scale (100 RSP), your 

salary increases every year on January 1 by fixed steps until maximum 

100 RSP, as stated in the table below:  

 

RSP <80 80.00 up 

to 85.49 

85.50 up 

to 89.49 

89.50 to 

100 

Salary increase  

(in percentage 

points  

of RSP 100) 

7.0 5.0 3.0 2.0 

 

NOTE: an RSP is expressed in a percentage with 2 decimal places. Examples: 

• An RSP of 91 increases by 2 RSP points in accordance with the table. The new 

RSP is 93.  

• In case of an RSP of 99, the fixed step of 2 percentage points results in an RSP 

of 100. This is because the maximum RSP to be reached with the fixed steps is 

100.  

 

Managers have the discretionary power to positively deviate from the 

fixed salary steps. If you show an exceptional performance for a longer 

period of time, your manager may award you with a higher RSP increase 

and/or let the RSP rise above 100 RSP up to a maximum of 110 RSP. This 

discretionary increase will be related to an exceptional performance, 

visible to your environment.  

 

You will not be entitled to a salary increase if your employment started 

on or after July 1 of the year concerned. If you are promoted starting 

January 1 of a certain year, the RSP increase will first be applied and 

your salary will then be classified in the new salary scale (including 

salary increase according to Article 3.3.1.  if of application). 

 

 

3.3 MOVE TO A HIGHER OR LOWER SCALE 
 

3.3.1 To a higher scale 
If you are being promoted or your position is revalued in a higher 

function group, you can move to a higher salary scale. 

 

You are being promoted when you are appointed in a higher function 

group and classified in a higher salary scale. 

 

In case of a promotion and position revaluation, your gross salary is 

increased by 4% or by a lower percentage if that increase would lead to 

you reaching the scale maximum (100 RSP). If your salary ends up below 

the minimum of the scale following the increase, you will receive the 

scale minimum.  

 

In case of a promotion, it is possible to only award the final scale 

classification once you fulfill the position in full. An employee will then 

first be classified in a lower scale (the entry-level salary scale). If an 

employee is first classified in an entry-level salary scale and then in the 

associated final salary scale, the salary increase will be awarded one 

time as a result of the promotion, upon classification in the entry-level 

salary scale.  
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3.3.2 To a lower scale (Balance regulation) 
You can move to a lower salary scale for various reasons if a position is 

available. Both you and APG can take the initiative to do this. You can 

move to a lower scale due to underperformance, reorganization or job 

revaluation. You can also move to a lower scale at your own initiative for 

different reasons, for example because this promotes your future 

employability. In the latter case, this function is generally classified a 

maximum of 2 scales lower than your current function group. 

 

If you move to a lower scale, you will be classified horizontally in the 

lower salary group, but at most at the maximum salary (100% RSP) of the 

lower salary group. Any difference between this salary and the old salary 

(scale salary including any PT) will be granted as a supplement to the 

new salary that counts towards pension accrual. 

 

If you are placed in a lower scale than the scale in which you previously 

worked and your RSP in that scale was above 100 after January 1, 2015, 

you will be classified at the last RSP of that scale with a maximum RSP 

of 110. 

 

At a lower classification, the supplement is not increased by general 

salary increases and is phased out over four years according to the 

following schedule: 

Year 1: 100% 

Year 2: 75% 

Year 3: 50% 

Year 4: 25% 

As of Year 5: 0% 

 

If you are placed in a lower scale due to job revaluation, the supplement 

is not reduced but frozen and increases in scale salary are deducted 

from the supplement. 

 

3.4 FIXED SUPPLEMENTS, BENEFITS AND DEDUCTIONS 
 

3.4.1 Holiday allowance 
Every year in May you receive a holiday allowance of 8% of the gross 

annual salary plus your regular supplements/allowances applicable to 

you on May 1.  

 

The holiday allowance is calculated on the period June 1 up to May 31. 

The allowance is paid on the previous period. If you were employed for 

a part of this period, you receive a proportional part of the holiday 

allowance.  

 

3.4.2 Year-end bonus 

Every year in December you receive a year-end bonus of 8.33% of the 

factually received gross salary in that year plus your PT.  

 

The year-end bonus is calculated on one calendar year. If you were 

employed for a part of the calendar year, you receive a proportional part 

of the year-end bonus. 

 

3.4.3 Individual choice budget 
A next step is made towards the development of an Individual Choice 

Budget (IKB, Individueel Keuzebudget) during the term of the CLA. This 

means: 

- The holiday allowance and the year-end bonus will be combined 

into a monthly choice budget of 16.33% on the actual salary to be 
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received (including underlying allowances) to replace the holiday 

allowance and the year-end bonus.  

- The accrual period for the IKB is from January 1 until December 31 

of any year. 

- Employees, in accordance with the current system of the year-end 

bonus, may choose monthly payout of the IKB, intermediate 

withdrawal of (a part of) the budget or continuation of the accrual, 

in which case payout takes place in December.  

 

Decision-making for implementation takes place during the term of the 

CLA and at the earliest as of January 1, 2028. 

 

3.4.4 Vitality contribution 
You receive a monthly vitality contribution of 0.8% of your paid salary 

plus your PT. 

 

3.4.5 Half of WGA premium (WGA=Act on Resumption of Work for 

Partially Disabled) 
According to the Law on Work and Income in accordance with Capacity 

for Work (WIA), APG has to pay UWV (Employee Insurance 

Administration Agency) a basic and differentiated premium. You pay 

half of the differentiated premium yourself. APG deducts this amount 

from your net salary. 

 

 

 

 

 

3.5 SPECIAL SUPPLEMENTS AND ALLOWANCES 
 

3.5.1 Temporary labor market-related supplement 
In case of scarcity on the labor market, APG may award a temporary 

labor market-related supplement to certain (groups of) positions. Such 

supplement is a percentage of your monthly salary. 

 

If you receive a temporary labor market-related supplement, it will be 

paid for a period of one year. Following that period, the supplement can 

again be awarded for one year.  

 

When you receive such temporary labor market-related supplement, it 

will also apply during holidays or illness. 

 

3.5.2 Supplement upon substitution higher position 
If you temporarily fill a position in full that is classified higher than your 

own position, your own salary scale continues to apply. 

 

If the temporary substitution lasted at least 22 consecutive working 

days, you will receive a temporary supplement. The amount of the 

supplement equals the difference between your salary and the salary 

you would receive if you were to be promoted to the substituted 

position. 

 

3.5.3. Supplement upon substitution comparable position 
If you temporarily fill a position that is classified in the same job scale as 

your own position, your own salary scale continues to apply.  
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In unique situations, you may be eligible for a substitution supplement 

if: 

- It is anticipated that the substitution will last at least 4 months, 

and 

- The substitution leads to a clearly demonstrable increase in the 

number of tasks and responsibilities within the own scope of 

work. That means the employee performs the most important, 

considerable and most job-determining responsibilities of that 

position, and 

- The additional work to be carried out does not fit within the 

current scope of tasks and responsibilities but exceeds what 

can reasonably be expected of the current position and 

therefore represents a clear increase of the workload compared 

to comparable position holders. Due to the workload, the 

substitution may not last longer than 24 months.  

 

The substitution supplement is a fixed percentage of 4% on the 

applicable scale salary and will not be granted if: 

- The work can be managed by means of a temporary increase in 

working hours 

- The work as a whole will not be carried out by one position 

holder, but is divided among several position holders.   

 

3.5.4 Overtime allowance 
Your manager may ask or order you - in the context of the company's 

interest - to work overtime. More information on overtime can be found 

in Article 2.3.3. 

 

If your position is classified in one of the scales I up to IX, you will be paid 

an overtime allowance. The allowance is not paid if you work less than 

half an hour of overtime. 

 

No overtime allowance applies if your position is classified in scale X or 

higher. In the exceptional case that you work overtime by order of your 

manager, which cannot be compensated for as time-for-time, you are 

entitled to your regular hourly salary (plus PT).  

 

The overtime allowance applies to every hour worked and is a 

percentage of your hourly salary plus PT. You do not accrue holiday 

allowance on the overtime allowance. The percentage depends on the 

day and the time of work and whether or not you work according to a 

schedule. The applicable percentages can be found in the table below 

 

 SUN  MON TUE WED THU FRI SAT 

Your working 

hours 

       

00:00 – 06:30 100 50 50 50 50 50 100 

06:30– 

20:00/22:00 

100 25 25 25 25 25 50 

20:00/22:00 - 

24:00 

100 50 50 50 50 50 100 

 

• A public holiday shall be deemed a Sunday 

• Depending on your schedule, the usual working hours are from 06:30 to 20:00 

o'clock or to 22:00 o'clock 

 



 

 15/87 
 

 

3.5.5 Incidental work during unusual hours / in (incidental) irregular 

shifts 
Unusual hours are the hours outside the timeframe 06:30 to 20:00 

o'clock. This timeframe is 06:30 to 22:00 o'clock for specifically 

dedicated groups. Unusual hours are hours that are physically and/or 

mentally more burdensome for the performance of the work and/or 

that are socially burdensome or less pleasant according to general 

criteria. 

 

Do you work, other than in the form of overtime, incidentally outside 

the timeframe of 06:30 to 20:00 o'clock from Monday up to Friday 

according to your schedule because the nature of the work conflicts 

with working inside these times? In that case, you are entitled to an 

inconvenience allowance. This only applies if it does not involve 

overtime (anti-cumulation clause) and you work incidentally during 

unusual times.  

 

The irregular work allowance applies to every hour worked and is a 

percentage of your hourly salary (plus PT). The percentage depends on 

the day and the time of work. The applicable percentages can be found 

in the table below: 

 

 SUN  MON TUE WED THU FRI SAT 

Your working 

hours 

       

00:00 – 06:30 70 45 45 45 45 45 45 

06:30– 

20:00/22:00 

70 0 0 0 0 0 45 

20:00/22:00 - 

24:00 

70 20 20 20 20 20 45 

 

• A public holiday shall be deemed a Sunday 

• Depending on your schedule, the usual working hours are from 06:30 to 20:00 

o'clock or to 22:00 o'clock. 

 

You only receive the allowance if the work has started prior to 05:30 

o'clock and has ended after 21:00/23:00 o'clock. 

 

The allowance will only be paid on the hours you have actually worked. 

This means the allowance will not be paid if you are on leave or are sick.  

 

3.5.6 Shift work 
Some positions require continuous shift work. To those positions, a 

working time of 7 times 24 hours per week applies.  

 

Do you work from Monday to Friday according to a schedule in shifts 

and in alternating shifts outside the usual working hours? In that case, 

you are entitled to a shift bonus.   

 

The shift bonus applies to every hour worked and is a percentage of your 

hourly salary plus PT. The percentage depends on the day and the time 

of work. The applicable percentages can be found in the table below: 

 

 SUN  MON TUE WED THU FRI SAT 

Your working 

hours 

       

00:00 – 06:30 75 50 50 50 50 50 50 
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06:30– 

20:00/22:00 

75 5 5 5 5 5 50 

20:00/22:00 - 

24:00 

75 50 50 50 50 50 50 

 

• A public holiday shall be deemed a Sunday 

 

You accrue holiday allowance on the shift bonus. The bonus is also 

added in case of leave, illness or during work resumption. 

 

3.5.7 Consignation (stand-by duty) 
Do you belong to the group of employees working according to a 

schedule and do you need to be available by order of your manager 

outside the applicable schedule to work if needed? That is called 

consignation. You are only eligible for consignation compensation if 

your manager has appointed you for consignation based on your 

position. 

 

The hourly compensation for consignation as of January 1, 2027 is as 

follows: 

• Monday to Friday € 2.88 

• Saturday, Sunday and public holidays € 4.39 

 

The hourly compensation for consignation as of January 1, 2028 is as 

follows: 

• Monday to Friday € 2.97 

• Saturday, Sunday and public holidays € 4.53 

 

Do you actually need to work in response to a call? In that case, you 

receive an allowance on the hours worked: 

(i) If you are classified in scales I to IX, an overtime allowance as 

described in Article 3.5.4; or 

(ii) If you are classified in scales X to XIII, an irregular work bonus as 

described in Article 3.5.5. 

 

The consignation compensation will not be paid on the hours worked.  

 

The intention is for the time worked to be compensated in such a way 

that you end up at the average working hours per week applicable to 

you on an annual basis. You do not accrue holiday allowance on the 

consignation compensation. 

 

If you lose your consignation compensation due to organizational 

changes and you received this allowance during at least 36 months, you 

are entitled to a phasing-out scheme. The impact on income is gradually 

mitigated under this scheme. 

 

The average consignation compensation on the 36 months prior to the 

termination of the consignation shift will be determined and granted as 

an allowance. This allowance will be phased out over a period of four 

years according to the schedule below: 

• Year 1: 70% 

• Year 2: 50% 

• Year 3: 20% 

• Year 4: 10% 

 

3.5.8 Anniversary gratification 
Have you been employed by APG or one of APG's legal predecessors for 

25 or 40 years? In that case you receive an anniversary gratification. This 

gratification amounts to one gross monthly income, plus holiday 
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allowance and year-end bonus. This involves your monthly income on 

the date of your anniversary. Payments are made in accordance with the 

applicable statutory provisions. 

 

If you would be entitled to an anniversary gratification within 12 months 

following the termination of your employment based on work disability 

or retirement, you will be paid this gratification when you leave the 

company in compliance with the applicable statutory provisions. 

 

3.5.9 Death benefit 
When you die, your surviving relatives receive your salary up to the date 

of death and a death benefit will be paid. The death benefit amounts to 

3 times the monthly income plus holiday allowance and year-end bonus. 

Any death benefits your surviving relatives are entitled to based on a 

statutory insurance will be deducted from this amount.  

 

Your surviving relatives are: 

(i) The last surviving partner with whom you permanently cohabitated, 

or, if such person does not exist;  

(ii) The minor children with whom you had a family relationship, or, if 

such children do not exist;  

(iii) The person(s) with whom you lived as a family and for whom you 

largely provided the costs of living. 

 

3.6 PENSION 
If you did not join the ABP pension fund before July 1, 2013, or if you 

transferred from ABP to PPF as of July 1, 2013, you will participate in the 

pension scheme administered by the APG Group Personnel Pension 

Fund (PPF). The content of the pension scheme is determined by the 

parties to the collective labor agreement.  

 

The pension scheme has the following characteristics and is further 

detailed in the current PPF pension regulations, where you will also find 

an explanation of the terms. 

 

 Current scheme at PPF 

a) The scheme is a Solidary Contribution Scheme (Solidaire 

Premieregeling, SPR). 

b) Your pensionable target age is your state pensions’ age. 

c) The contribution is paid every month. This is a percentage of your 

pension base. Part of this is for risk coverage for death and disability 

and part is for expenses. The remainder is the contribution for 

pension accrual that is deposited for your personal pension assets.  

d) The pension base depends on the deductible and maximum 

pensionable income. 

e) Your personal pension assets change each month due to 

investment returns (positive or negative). The change in your 

personal pension assets due to investment returns depends on your 

age. For older participants, there is less investment risk than for 

younger participants.  

f) The employer's contribution to the premium is 2/3 of the total 

premium, your contribution is 1/3.  

g) Based on the currently applicable administration agreement, the 

maximum premium is 29.5%, calculated on the pension base.  

h) In the period before retirement, your personal pension assets 

develop monthly with premium contributions and returns achieved. 
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i) Collective payout phase 

• On the retirement date, a variable pension payment is determined 

on the basis of the existing personal pension assets. 

• The pension payment (old-age pension, partner's pension, orphan's 

pension) can increase or decrease each year on January 1. The 

change depends on the return achieved. 

• In the collective payout phase, the pension payment is 

redetermined every year. The aim is to keep the variable payment 

as stable as possible. 

 

Work disability 

• In the event of disability, your premium contribution will continue 

to be paid (partially). The amount of the continued payment 

depends on the degree of work disability. 

• The work disability pension is, in the event of a degree of disability 

of 80% or more within the meaning of the IVA, equal to 5% or, in the 

event of a degree of disability of 80% or more within the meaning of 

the WGA, 10% of the last established pensionable income at the time 

of work disability up to a maximum of the maximum yearly wage on 

which the premiums are calculated according to the WIA, taking 

into account the part-time percentage.  

• If your pensionable income exceeds the maximum annual wage 

described above, you are entitled to an additional work disability 

pension.  

This additional work disability pension amounts to 80% of the 

difference between pensionable income and the maximum annual 

wage in the event of full work disability. 

 

 

 

Partner pension 

• Partner pension coverage upon death during active employment 

equals 30% of pensionable income.  

• Partner pension coverage at the end of employment. In the event 

of death within 3 months after you retire or during the period you 

receive unemployment benefits, the coverage is equal to 30% of the 

pensionable income. The coverage ends earlier if you work for 

another employer within 3 months of leaving employment or when 

your retirement starts. Within 3 months after you retire, you can 

voluntarily continue the risk coverage of a partner pension with PPF 

APG. 

• Coverage of a partner pension in the event of death after retirement 

is only available if, on the retirement date, you choose to use part of 

the personal pension assets for a partner pension payment in the 

event of death. 

• If the partner pension was accrued before July 1, 2021, it is paid in 

addition to the coverage described above.  

For the partner pension accrued before January 1, 2025, additional rules 

are included in Appendix 3 of the pension regulations, effective as of 

January 1, 2025. 

 

Orphan’s pension 

• The orphan's pension for the child of the active participant is equal 

to 12% of the pensionable income. The orphan's pension for the child 

of a retired participant is equal to 14% of the old-age pension. The 

benefit of the orphan's pension that started after January 1, 2025 is 

paid until the age of 25. 

• For orphan’s pensions that commenced before January 1, 2025, 

additional rules are included in Appendix 3 of the pension 

regulations that are effective as of January 1, 2025. 
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Chapter 4 My agility and vitality  
 

 

Our environment is constantly changing. That requires both agility and 

vitality: the ability to adapt to changes while maintaining mental, 

physical and professional balance. Being agile and vital is not a one-off 

goal, it’s something you work on every day in your job and beyond. APG 

focuses on reinforcing your agility and vitality, to make sure you adapt 

and remain deployable with energy and control of your work and career.  

 

4.1 AGILITY 
 

4.1.1 Your development 
Working on your personal and professional development ensures you 

to keep up with the changes and demands set by the work. When doing 

so, you contribute to your agility and vitality. More about creating agility 

and vitality can be found in section 4.2. 

 

4.1.2 HR cycle 
Continuous development and an ongoing dialog are key in the HR cycle. 

You and your manager will enter into a dialog about your development 

and performance, the realization of your ambitions and your 

contribution to APG's strategy.  

 

In addition, you work on your growth by having conversations with 

colleagues and with your manager. Your manager has a coaching role. 

Concrete agreements will be recorded free-format.  

 

In practice, the HR cycle means at least the following: 

 

• You will have a conversation with your manager on development at 

least 2 times per year. This conversation  is about your development 

in the longer term and your job satisfaction. You can use, among 

other things, the 360 degrees feedforward you retrieve from your 

colleagues for this purpose. 

 

• In addition you will have, as often as you agree upon together, short 

cyclical conversations with your manager. These conversations are 

about your performance and the way in which APG supports you. In 

these conversations you will look back and forward. You also 

discuss how you work on your development in the shorter term and 

topics such as vitality and work pressure will be addressed. 

 

• Managers talk about the development and performance of their 

employees during development round tables and determine 

interventions in the field of talent development, succession 

planning, job promotions and possible discretionary increases. 

These development round tables take place at least twice per year. 

 

4.1.3 Study or training 
Are you going to take on a study or training in consultation with your 

manager in the interest of your development? In that case, the following 

applies: 
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i. Determine when and how you study (in your own time or during 

working hours) and discuss this with your manager and your 

team; 

ii. If you take a training that is deemed necessary for your position 

or if that training is mandatory based on the Law or this CLA, 

study time will be considered working time; 

iii. Are there multiple training opportunities? You determine, 

together with your manager, what training you will be taking 

based on a comparison between the quality and the costs of the 

different training opportunities; 

iv. The following costs will be compensated in all reasonableness: 

a. The costs of registration according to the rate related 

to a normal study period; 

b. The course fees; 

c. The costs of the exam or intermediary exam and 1 re-

exam; 

d. The costs of the study materials required to purchase; 

e. The extra travel and accommodation costs incurred in 

relation to the study/training based on the declaration 

policy applicable within APG. 

 

Are these costs exceeding € 10,000? In that case, Article 

4.1.4 applies. 

 

v. In principle, the costs of only 1 training at a time will be 

compensated; 

vi. Only the costs of a training or study you take during your 

employment can be compensated. Do you enter into service or 

terminate your employment while taking a study? Only the part 

of the study you take during your employment at APG will be 

compensated. 
 

4.1.4 Study agreement 

Are the total costs of a training or study you take upon your own 

initiative exceeding € 10,000? In that case, your manager can take the 

initiative to first conclude a study agreement. The total costs of taking a 

training or study include the course fees, travel costs, textbooks and 

accommodation costs related to the training.  

 

The study agreement in any event indicates when and under which 

conditions you have to (partially) repay the study costs.  

 

You are required to partially repay the study costs if: 

a) You leave APG at your own initiative within 3 years after 

completing the study; 

b) APG takes the initiative to terminate your employment contract 

within 3 years and this termination is largely attributable to you; 

c) You do not complete the study within the time agreed upon; 

d) You interrupt or (prematurely) terminate the study due to a 

reason attributable to you. 

 

The amount to be repaid depends on when the employment contract 

ends. If the employment contract ends: 

 

• During the training or within a year following the termination of 

the training: the compensation paid to you exceeding the 

amount of € 10,000; 

• Between 1 and 2 years following the termination of the training: 

2/3 part of the compensation paid exceeding the amount of € 

10,000; 
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• Between 2 and 3 years following the termination of the training: 

1/3 part of the compensation paid exceeding the amount of € 

10,000. 
 

APG can arrange a repayment scheme with you should it be problematic 

to repay the entire amount in one instalment. 

 

4.1.5 References 
If you apply for a job and/or found another job at a different employer, 

APG, upon your request, will provide a reference containing the 

competences you gained during your employment at APG. 

 

4.2 VITALITY  
 

It is important to APG that you are able to perform your work with 

pleasure and in an optimal health; both now and in the future. A proper 

balance between your capacities, health and requirements of your work 

contributes to your well-being. This is important for both you and APG. 

 

When you feel good, it has a positive influence on your health, 

performance and sustainable deployment. You enter into a 

conversation with your manager to realize a proper balance between 

work and private life. 

  

4.2.1 Budget Vital through (work) life 
You receive a budget of € 200 net each year to spend on activities and/or 

means that contribute to an active and healthy lifestyle and style of 

working. Some examples of activities and means for which you are able 

to claim expenses are a dietician, yoga, gym, (online) help with respect 

to healthy food, (vitality) coaching, a noise-cancelling headphone or 

running/hiking shoes. In addition, APG offers tools and workshops 

through intranet to spend your budget on.  

 

The full budget is granted upon commencement of employment during 

the year. The budget has to be spent in the current calendar year and 

cannot be transferred to the next calendar year.  

 

Do you leave employment within 6 months following your 

commencement of employment and did you utilize the budget? You 

have to pay back this budget. Repayment takes place by offsetting 

against the last salary payment and/or final settlement. The remaining 

part of the budget shall expire upon termination of the employment.  

 

4.2.2 Informal care 
Informal caregivers are employees who take care of an ill or disabled 

loved one, such as a partner, child, parent(-in-law), friend or neighbor, 

for at least four hours per week and/or during three months or more. 

Help to people without a health restriction does not apply as informal 

care. More information can be found on InSite and APG has an internal 

helpdesk you can contact for questions about informal care.  

 

Donating leave to informal caregiver 

In order to relieve informal caregivers and to offer more regulating 

margin, you have the possibility to donate non-statutory leave to an 

informal caregiving colleague. This is on a voluntary basis. You can 

donate non-statutory leave to every informal caregiving colleague, 



 22/87 
 

regardless of position, function scale, contract hours etc. You determine 

to which specific colleague you donate. 

 

For every hour you donate, APG donates one extra hour to the specific 

informal caregiving colleague. The maximum APG donates is 1000 hours 

on an annual basis for all informal caregiving colleagues. Donated leave 

hours cannot be transferred to the following year. 

 

4.2.3 Contribution childcare costs 
When you have a child/children under the age of 12, you can claim a total 

of € 300 net on an annual basis as a contribution to the costs of a 

nursery, guest parent care or out-of-school care.  

 

The full budget is granted upon commencement of employment during 

the year. The contribution has to be claimed in the current calendar year 

and cannot be transferred to the next calendar year.  

 

Do you leave employment within 6 months following your 

commencement of employment and did you utilize the budget? You 

have to pay back this budget. Repayment takes place by offsetting 

against the last salary payment and/or final settlement. The entitlement 

to the remaining part of the contribution shall expire upon termination 

of the employment.  

 

4.3 CREATING AGILITY AND VITALITY  
Both APG and you are committed to your sustainable agility and vitality. 

That benefits all of us.  

 

 

 

A. The contribution of APG 

 

APG offers a broad and cohesive selection of tools and means to 

enhance your agility, vitality and professional growth. Here you will find 

support related to personal development, health, mental resilience, 

collaboration and other (professional) topics.  

 

The selection of resources helps you to stay balanced, to adapt to 

change and to actively take control of your agility.  

 

- Coaching and guidance, such as career coaches, vitality 

coaches and other supporting professionals. 

- Learning and development through WeGrow, including 

learning paths focused on digital skills, personal leadership 

and managing change. 

- Organization-wide communities and initiatives that 

contribute to connection and personal growth. 

- Vitality support, such as the budget for Vital through (work) 

life, as described in Article 4.2.1. 

 

For example, APG offers you the possibility to have your health and your 

working ability checked regularly. Working ability is about whether you 

are physically and mentally able to perform your work. The information 

obtained from this check can be used to improve your agility and vitality 

in a timely manner.  

 

More initiatives and facilities can be found on the intranet and on InSite.  
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B. The contribution of your manager 

Your manager is committed to your agility and vitality by entering into a 

conversation with you on this topic. APG expects your manager to: 

• Ensure a careful and healthy balance between your workload 

and loadability; 

• Always keep you informed on developments inside and outside 

the company that are of interest to your future, so you can 

consider these in your personal and professional development; 

• Stimulate you to growth and maximum utilization of your 

possibilities; 

• Create the preconditions to make development and growth 

possible. 

 

C. Your contribution (and responsibility) 

You work on your agility and vitality for which you can utilize the 

possibilities APG has to offer. Ultimately, you are the one responsible for 

your own development, your vitality and the sustainable nature of your 

deployment. 
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Chapter 5 My holidays and leave 
 

 

Your vitality and health are important. Holidays contribute to your well-

being. Besides that, you sometimes need some extra free time for 

pleasant or less pleasant events in your personal life.  

 

5.1. HOLIDAYS 
 

5.1.1 Holidays entitlement 
You are entitled to 4x your agreed upon weekly working time in 

statutory paid holiday hours per calendar year. In addition, you are 

entitled to 1x your agreed upon weekly working time in non-statutory 

paid holiday hours per calendar year.  

 

As of January 1, 2025, you are entitled, per calendar year, to 1.4x your 

weekly agreed working hours in excess of the statutory paid holiday 

hours. There will be no additional extension for employees who were 

already entitled to at least 1.4x the weekly agreed working hours of non-

statutory paid holiday hours before January 1, 2025.  

 

The holiday hours will be allocated proportionally upon commencement 

or termination of your employment during the calendar year.  

 

Your holiday hours are registered in My InSite. Here you can find your 

statutory, non-statutory and possibly purchased holiday hours. The 

value of the non-statutory leave can be deposited into the choice 

possibilities in employment conditions applicable at that time. 

 

5.1.2 Taking holidays 
You discuss with your manager when you will be taking your holiday 

hours. Holiday hours are taken as much as possible during the year in 

which you receive these holiday hours. At least 1x per year you take 

holidays consisting of 2 consecutive working weeks.  

 

If you did not take your holiday hours prior to July 1 of the calendar year 

following the year in which you received the holiday hours or have not 

yet scheduled these holiday hours in consultation with your manager, 

APG will determine unilaterally when you are required to take the 

holiday hours. 

 

Do you work according to a schedule? In that case, the number of hours 

you should have been working that day according to your schedule will 

be deducted from the holiday balance for every day of leave. 

 

5.1.3 Holidays and sickness 
Are you incapacitated for work? The legal provisions on holiday hours 

will apply. 

 

Do you fall ill during your holidays? You do not have to take holiday hours 

if: 

• You immediately call in sick with your manager during your 

holidays; and 

• You are able to show a medical statement after your holidays 

showing the nature and duration of your sickness; and 

• The company doctor considers that you were incapacitated for 

work during your period of sickness during your holidays. 
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5.1.4 Expiry and limitation of holiday hours 
The goal of leave is for you to relax. That is why APG expects you to take 

both the statutory and non-statutory holiday hours as much as possible 

during the year in which you receive the holiday hours. 

 

Are you not taking the holiday hours in the same year?  

Your non-taken statutory holiday hours expire 12 months after the last 

day of the calendar year in which you received the holiday hours. This is 

an extension of the legal expiry period.  

 

Your non-taken non-statutory holiday hours shall be barred 5 years after 

the last day of the calendar year in which you received or purchased the 

holiday hours.  

 

As indicated in Article 5.1.2 of this CLA, APG is allowed (after the expiry 

of the legal expiry period) to unilaterally determine your holiday hours 

to make sure you take enough rest. 

 

 

 

5.2 PUBLIC HOLIDAYS 
 

Public holidays are considered a day off without loss of salary. The public 

holidays are: 

 New Year's Day 

 Good Friday 

 Easter Monday 

 King's Day 

 Liberation Day (May 5)  

 Ascension Day 

 Whit Monday 

 Christmas Day and Boxing Day 

 

Good Friday is a diversity day. You may choose to exchange Good Friday 

for another religious holiday of your choice. 

 

If a public holiday falls on a day you do not work by default, it will not be 

compensated.  

 

  



 

  
 

 

5.3 LEAVE 
 

5.3.1 Extraordinary leave 
You are entitled to special (extraordinary) leave without loss of salary in the following events. Keep in mind that your manager still has to approve your 

request for leave. Your leave must be registered in InSite.  

 

Event Duration 

• Your own marriage / partner registration 

• Your deposition for marriage 

 

4 days 

1 day 

• To attend the marriage / partner registration of your parent, parent-in-law, stepparents or foster parents, brother, 

sister, brother-in-law, sister-in-law, (grand)child, stepchild or foster child  

• For your own 25th, 40th, 50th and 60th wedding anniversary 

• For the 25th, 40th, 50th and 60th wedding anniversary of your parents, parents-in-law, stepparents or foster parents  

1 day 

 

1 day 

1 day 

• In the event of death of your husband/wife, registered partner or person with whom you cohabit without being 

married (cohabitation contract) 

• In the event of death of your blood relatives or relatives by marriage (in which case family members of your partner 

without marriage or registered partnership are considered relatives by marriage):  

i. In the first degree (days to be taken as of the day of death up to the day of attending the funeral/cremation)  

ii. In the second degree (days to be taken as of the day of death up to the day of attending the funeral/cremation)  

iii. In the third and fourth degree (to attend the funeral/cremation) 

As of the day of death up to the day 

of the funeral/cremation 

 

 

4 days 

2 days 

1 day 

 

• To attend your own 25th, 40th or 50th employment anniversary or the 25th, 40th or 50th employment anniversary 

of your husband/wife, registered partner or the person with whom you cohabit without being married (cohabitation 

contract)  

• To attend the 25th, 40th or 50th employment anniversary of your parents, parents-in-law, stepparents and foster 

parents  

1 day 

 

1 day 

• In the event of a move when being transferred to a different work location and with you having own household  max. 4 days 
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• In the event of a move when being transferred to a different work location and without you having own household max. 2 days 

  

 

Event Duration 

• To executives of trade unions who have concluded this CLA insofar this is not in conflict with the business interest 

and following a written request from the trade union applies:  

i. To attend meetings if you are a member of managing colleges or are a delegate of a component of that trade 

union and/or the central organization  

ii. To attend formation meetings or training sessions organized by or on behalf of the trade union 

 

 

max. 26 days per year 

 

max. 3 days per year 

• Other special circumstances In consultation with your manager 

 

You can take the special leave mentioned above insofar as this falls within your working time or schedule. 

 

Sometimes the aforementioned is not enough in case of drastic events in someone's life, such as the death of a loved one, having to carry out 

(temporary) intensive informal care tasks, including undergoing a gender transition or divorce. The attention, guidance and time someone needs are 

tailor-made. You and your manager make customized agreements on this that fit your situation. Besides leave, you can also consider temporarily adapted 

working hours, temporarily less demanding work or professional guidance.  The basic principle is that space is created for grieving in the event of drastic 

loss or other major events. 
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5.3.2 Filial leave or other circumstances 
According to the Work and Care Act you are entitled - depending on your 

personal circumstances - to the types of leave mentioned below. Do you 

want to take this leave? First ask your manager for approval. The 

provisions of the Work and Care Act apply, unless agreed upon 

otherwise in this CLA.  

 

• Adoption and foster care leave 

• Maternity leave 

• Parental leave 

• Birth leave 

• Additional birth leave  

• Short-term filial leave 

• Long-term filial leave 

• Calamities and other short-term non-attendance leave 

• Life course scheme (insofar still possible in accordance with the 

applicable legislation) 

 

More information on the types of leaves mentioned can be found on the 

website of the Ministry of Social Affairs and Employment. 

 

5.3.3 Supplement to maternity leave 
During maternity leave, you will receive a supplement up to 100% of the 

monthly salary. 

 

5.3.4 Supplement to adoption and foster care leave 
If you take adoption and/or foster care leave, you will receive a 

supplement up to 100% of the monthly salary.  

5.3.5 Supplement to additional birth leave 
If you take additional birth leave, you will receive a supplement up to 

100% of the monthly salary. 

 

You are entitled to additional birth leave after the childbirth of your 

wife, registered partner, the person with whom you cohabit without 

being married or the person whose child you recognize.  

 

5.3.6 Parental leave 
Based on the Work and Care Act you are able to utilize paid and unpaid 

parental leave. If you take paid parental leave, you will receive a 

supplement up to 80% of the monthly salary. 

 

After the term of parental leave (paid or unpaid) you can ask your 

manager to temporarily adjust the times during which you work (your 

working hours pattern). 

 

5.3.7 Sabbatical 
Have you been working at APG for a consecutive period of at least 5 

years? In that case, you are entitled to a sabbatical in the form of unpaid 

leave, provided this is not in conflict with the business interest. You can 

take a consecutive period of unpaid leave of at least 4 times your weekly 

working hours and a maximum of 20 times your weekly working hours.  

 

Did you previously take unpaid leave for the purpose of a sabbatical? 

You may take another sabbatical if you have again worked for APG for 

at least 5 consecutive years since your last sabbatical. 
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Conditions 

You must share your intention to take a sabbatical with your manager in 

writing at least 12 months before the desired effective date. You must 

make arrangements for your sabbatical in consultation with your 

manager.  

 

During your sabbatical, you are not permitted to work for third parties 

or be self-employed unless APG gives written permission. 

 

After your sabbatical, you are entitled to return to an equivalent 

position. If such position is not available, the rules on job loss will be 

observed.  

 

The conditions, consequences and duration of your sabbatical will be 

recorded in writing.  

 

Do you want to take unpaid leave for reasons other than a sabbatical? 

That is possible if this is not in conflict with the business interest. 

 

5.3.8 Reservist leave 

A reservist arrangement is available for employees who serve as 

reservists within Defense.  

 

As a reservist, you will be granted a maximum of two times your weekly 

working hours in unpaid leave for training and deployment during 

working hours. This results in 10 working days per year in case of full-

time employment. You coordinate your reservist leave with your 

manager. Should you require more leave than two times your weekly 

working hours, you can use your regular vacation days or take unpaid 

leave.  
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Chapter 6 Being sick 
 

 

6.1 Incapacitated for work 
If you cannot work due to illness, you are incapacitated for work. The 

statutory provisions will in that case apply to you, unless determined 

otherwise below. 

 

6.2 Continued payment of wages in case of work disability 
In case of work disability you will receive:  

a) During the first 52 weeks of your work disability: 100% of your 

monthly salary plus holiday allowance and year-end bonus; and 

b) During the second 52 weeks: 70% of your monthly salary plus 

holiday allowance and year-end bonus. 

 

The continued payment of wages ends as soon as your employment 

contract ends within those 104 weeks. 

 

Have you already reached the state pension age? Only the statutory 

entitlement to continued payment of wages in the event of illness 

applies. This means that, during the first 6 weeks of your work disability, 

you receive 100% of your monthly salary plus holiday allowance and year-

end bonus. The continued payment of wages stops after that.  

 

6.3 No continued payment of wages in case of work disability 
The continued payment of wages as described in Article 6.2 will be 

ceased as soon as you (temporarily) lose the right to statutory 

continued payment of wages or when you terminate the employment 

contract. 

 

APG will not pay your salary during work disability if the situation of 

work disability due to illness is demonstrably attributable to your own 

actions. 

 
Furthermore, you are not entitled to continued payment of wages in 

case of work disability if: 

a) You are not working and the company doctor believes that you are 

able to work; 

b) You do not follow the instructions of the company doctor; 

c) You do not comply with the legal obligations; 

d) APG is able to recover salary damage from a third party and you do 

not provide the necessary information despite a request of APG; 

e) You refuse to apply for WIA benefits, even though you are entitled 

to it. 

 

6.4 Concurrence with other benefits 
When you also receive benefits under a social security law, a collective 

supplementary insurance taken by APG or a supplementary insurance 

taken by you at or through APG or otherwise during the 104 weeks of 

continued payment of wages in case of work disability, these benefits 

will be deducted from the continued payment of wages. 

 

6.5 Resumption of work 
If you resume your work during your illness, other than on the basis of 

occupational therapy, the payments during the second year of illness 

are as follows: 

 Upon resumption of work during at least 50% but less than 75%: a 

supplement up to 85% of your monthly salary plus holiday allowance 

and year-end bonus; 
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 Upon resumption of work during at least 75%: a supplement up to 

100% of your monthly salary plus holiday allowance and year-end 

bonus. 

 

In this context, APG also considers retraining as resumption of work. 

Taking leave/holidays is not considered resumption of work. 

 

6.6 After 104 weeks 
The continued payment of wages will end after 104 weeks of work 

disability. If you continue to work at APG after the term of continued 

payment of wages, your salary will be determined based on: 

 The classification of the position you will then fulfill; and  

 The number of hours you will be working. 

 

If you continue to work partially in your own position, your classification 

remains the same and your salary will be determined based on the 

number of hours you will be working. 

 

6.7 Collective work disability insurance  
Starting July 1, 2022, APG has taken out a collective work disability 

insurance with full coverage (both in case of partial and full work 

disability) for all employees.  APG pays the premium. No medical 

guarantee is required. 

 

Work disability already determined by the UWV (Netherlands 

Employees Insurance Administration Agency) prior to the effective date 

of the insurance will be outside the coverage. 

6.8 If the law changes 
in the event of intermediate legal changes in relation to illness and work 

disability, the legal provisions will be applied in full. 
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Chapter 7 My employment contract 
 

 

7.1 SPECIAL PROVISIONS 
 

7.1.1 Confidentiality 
You will learn a lot about APG during your work. You are bound by strict 

confidentiality on all company matters and information of which you 

reasonably know or can suspect that confidentiality is of importance. 

APG may also impose explicit confidentiality.  

 

You are also bound by conditions APG has agreed upon with third 

parties, insofar APG has notified you of those conditions or insofar you 

could be aware of those conditions in any other way. 

 

The confidentiality obligation applies during the employment and up to 

a period of 5 years after termination of the employment. 

 

7.1.2 APG Code of Conduct 
The APG Code of Conduct is effective at APG. You are required to sign a 

statement confirming that you know the contents of the APG Code of 

Conduct and that you will behave according to the standards set out in 

this Code of Conduct. 

 

The APG Code of Conduct contains, among other things, the rules on 

preventing conflicts of interest, including the (direct or indirect) 

acceptance and provision of gratuities and gifts from or to relations of 

APG.  

 

 

 

7.1.3 Secondary activities 
You will inform APG of your secondary activities prior to your 

commencement of employment. APG assesses whether these 

secondary activities are allowed. When you are employed by APG, you 

are only allowed to perform secondary activities if APG has granted its 

prior written consent.  

 

APG may only deny its consent if there is an objective reason to do so. 

These objective reasons could entail: 

• (The appearance of) a conflict of interest; 

• (Potential) reputational risks; or 

• Disproportionate hours of work.  

 

7.2 OTHER RIGHTS AND OBLIGATIONS DURING YOUR EMPLOYMENT 

CONTRACT 
 

a. Promoting the business interests 

You promote the interests of APG as a good employee and comply with 

all the schemes, regulations and instructions applicable to you. 

 

b. Reasonable assignments  

You carry out reasonable assignments ordered by your manager. This 

also applies if your manager asks you to perform other work than usual 

or to go to a different location to carry out your work. Your manager will 

always first discuss this with you. 

 

c. Safety & Working conditions 

APG ensures your safety and health at work and those of other 

employees. APG implements policies and creates guidelines aiming at 
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the best possible working conditions. Part of this is aimed at the 

prevention and - should this not be possible - limitation of psychosocial 

workload. 

 

You observe the guidelines of APG with respect to safety, health and 

well-being. You use the prescribed security provisions and safety 

equipment. That is how you prevent endangering yourself or others at 

work.  

 

d. Working hours 

You observe the rules on working hours and rest periods. You comply 

with an order of your manager to work overtime, insofar this can 

reasonably be expected of you.  

 

e. Living near your work location 

When you are employed for an indefinite period of time, you may be 

required to live in or near your place of work if this is deemed necessary 

in view of the company's interest. 

 

f. Company clothing 

Company clothing is worn in some positions. You will not be charged 

any costs if this applies to you. The costs for cleaning and maintenance 

shall be borne by APG. 

 

g. Industrial and intellectual properties 

APG is the sole owner of the results of your work and the associated 

intellectual property rights. This is regardless of whether you work alone 

or with others. This rule always applies, regardless of whether this 

involves activities carried out during your work or while using 

knowledge or skills derived from APG, or results and intellectual 

property rights that are related to business activities of APG. This 

concerns, for example, inventions, obtained outcomes, models, 

thought-out methods, marketing concepts, brands, business methods, 

drawings, software, data records, written and/or created works. 

 

You inform APG as soon as possible and in writing about these results. 

You are not allowed to publish and/or release the knowledge and/or 

results referred to in this Article. 

 

APG may establish industrial property rights on these results inside and 

outside the Netherlands, such as brands and domain names, patents 

and design rights. You hereby transfer all of these rights to APG. You will 

lend every assistance to APG in establishing or obtaining, having and 

enforcing and exercising these rights. The costs for these procedures 

shall be borne by APG. 

 

If APG does not want to use your achieved results, APG may waive its 

property right. You can submit a written request to do so, in principle 

within 3 months. APG may lay down certain conditions for this waiver 

statement. 

 

If APG uses the right to the patent, you will receive a fair compensation. 

 

h. Complaint and objection procedure 

APG has a complaint and objection procedure. You can lodge an 

objection against: 
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• The application of the Social Plan;  

• Your job rating; 

• (Sexual) harassment; 

• The process around the HR cycle, the possibilities for informal care, 

flexible working or equal pay;  

• Exclusion BWWW (unemployment benefits in excess of statutory 

pay) if demonstrably culpable of making no or insufficient efforts to 

improve determined dysfunctioning. 

 

You can file a complaint on other topics. More information and the 

conditions are included in Appendix 3. 

 

7.3 ORDER PRESERVING MEASURES 
 

7.3.1 General measures 
In the business interest of APG, the following measures may be imposed 

by APG: 

• Deny access to or stay in the buildings and/or premises of APG; 

• Exonerate you from the obligation to perform work; 

• Deprive you from the access to office automation. 

 

If you are exonerated from the obligation to perform work, your salary 

will still be paid.  

 

7.3.2 Disciplinary measures 

Are you not complying with the obligations set out in your employment 

contract, this CLA, the company regulations of APG or other schemes or 

instructions applicable to you? In that case, APG may impose a 

disciplinary measure.  

 

This measure could be:  

• A warning or reprimand; 

• A suspension without salary during maximum 7 workdays; 

• A temporary or permanent deprivation of your position, or 

being classified in a lower position. In the latter case, you will be 

classified in the salary scale associated with the lower position; 

• Dismissal.  
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Chapter 8 Diversity and inclusion at APG 
 

 

It is only possible to cooperate really well in an organization where 

people are appreciated for who they are. In a safe environment with the 

potential to be who you are, where your voice is heard, in which you are 

able to develop and also encourage others to develop. Appreciating 

differences is a condition to achieve a good working relationship to 

bring out the best in one another. 

 

8.1 Employment positions for colleagues with limited work capacity 
APG has created a number of employment positions above the 

formation in scale 2 for employees of APG with limited work capacity. 

Employees assigned to these positions as of July 1, 2026, will continue 

to perform these tasks until they retire/leave the company. No new 

positions will be created under this framework in the future.  

 

8.2 Employment positions from the Participation Act  
For 2026, 2027 and 2028, APG will maintain 4 participation spots for 

people belonging to the Participation Act target group.  

 

8.3 Diversity initiatives 
APG stimulates diversity and inclusion by means of activities such as 

workshops, lectures, conferences and training. A diverse commission 

has been established to advise APG on this matter. 
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Chapter 9 My termination of employment 
 

Title 10 of Book 7 of the Dutch Civil Code applies to the termination of 

the employment contract.  

 

9.1 Termination of employment upon your initiative 
The employment contract can be terminated by means of a written 

notice. The applicable notice period has to be taken into account. The 

notice period is included in Article 9.5. 

 

9.2 Termination of employment upon initiative of APG 
APG may take the initiative to terminate the employment contract. Title 

10 of Book 7 of the Dutch Civil Code applies to the termination of the 

employment contract. The notice period is included in Article 9.5. 

 

If you have been sick for a prolonged period of time and there are no 

positions available within APG for you to fulfill, APG will take the 

initiative to terminate your employment contract after 2 years of full or 

partial work disability. 

9.3 Automatic termination of employment in case of employment 

contract for an indefinite period of time 
Your employment contract for an indefinite period of time will end 

automatically (by operation of law): 

• On the first day of the month following the month during which you 

reached the pensionable age pursuant to the General Old Age 

Pensions Act (AOW), unless you agreed upon a different end date 

with your manager in writing prior to the AOW entitlement age; 

• The day after your death. 

 

9.4 Temporary employment contract 
 

9.4.1 End of a temporary employment contract 
Do you have a temporary employment contract? This employment 

contract will end automatically (by operation of law) on the date agreed 

upon. If the duration of the employment contract is more than 6 

months, your manager will notify you no later than a month prior to the 

end date whether or not the employment contract will be terminated or 

extended. 

 

9.4.2 Intermediate termination of a temporary employment contract 
You can only terminate a temporary employment contract if the 

possibility of intermediate termination is included in your employment 

contract. The same applies to APG. The applicable notice period is 

included in Article 9.5. 

 

9.4.3 Successive employership 
Did you carry out the same activities for APG prior to your employment 

at APG from a different employer in paid employment? In that case, the 

period (including possible interruptions of no more than six months) 

during which you worked for that other employer will be regarded as 

one temporary employment contract within the meaning of Article 

7:668a, Section 1 of the Dutch Civil Code. This is a deviation from Article 

7:668a, Section 2 of the Dutch Civil Code. The period (including possible 

interruptions of no more than six months) during which you worked for 

that other employer will not be counted if you provided incorrect or 

incomplete information about your work history.  

 

 



 

 37/87 
 

 

9.4.4 Maximum number of temporary employment contracts 
Have you 

a) concluded multiple temporary employment contracts with APG 

with interruptions of no more than 6 months and has a period of 36 

months lapsed; or 

b) concluded more than 3 temporary employment contracts with APG 

that were consecutive with interruptions of no more than 6 

months? 

 

In that case, the last employment contract shall be deemed to have 

been concluded for an indefinite period of time.  

 

Should the law upon which this agreement has been based change, the 

law prevails.  

 

9.5 Notice periods  
The applicable notice period is: 

 

Your scale  Your notice period APG’s notice period 

Scale I up to VI 1 month 2 months 

Scale VII and higher 2 months 3 months 

 

The notice period starts on the 1st day of the month following the notice 

of termination. 
 

Does your employment contract end during the probationary period or 

due to dismissal with immediate effect? In that case, the notice period 

does not apply.  

 

APG's notice period becomes shorter if the termination is ordered by 

the court or after the consent of UWV. The procedure time will be 

deducted from the notice period. The minimum notice period continues 

to be 1 month.  
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Chapter 10 APG and the trade unions 

 
This Chapter includes agreements made between APG and the trade 

unions, for example regarding the term and availability of the CLA. Study 

agreements can also be found here.  

 

10.1 Starting point of the CLA 
Both your interests and the interests of APG have been considered in 

the establishment of this CLA. APG and the trade unions will do 

everything possible during the term of this CLA to safeguard the 

industrial peace within APG.  

 

APG and the trade unions will make sure this CLA will be applied 

according to standards of reasonableness and fairness. APG may 

deviate from this CLA provided this deviation is more favorable to the 

employee. 

 

10.2 Provision of information to trade unions 
APG informs the trade unions on important developments and policy 

proposals for the implemented and to be implemented personnel 

policies within APG. Trade unions can bring the signals learned from APG 

under the attention. 

 

10.3 Trade union membership 
New trade union members can use a free membership of a trade union 

during the first year. APG reimburses the costs of this membership.  

 

10.4 Trade union contribution 
The parties in the CLA have made mutual agreements on the employers' 

contribution of the trade union activities.  

 

10.5 Pilot tax-efficient repayment of student loans DUO 
 

Social partners have agreed to launch a pilot in 2026 that will give 

employees the opportunity to structure (part of) their student loan 

repayments to DUO in a tax-efficient manner. The guiding principles of 

this 2026 pilot have been formulated as follows: 

• The tax-effective exchange will be available to employees born 

between 1994 and 2006, and who were not eligible for a basic 

grant and who had to finance a significant portion of their 

studies with loans. As a result, they have, on average, a 

considerably higher student loan debt with DUO than previous 

generations. Employees born outside these years may also be 

eligible for the scheme, provided they were demonstrably not 

entitled to a basic grant and meet the other conditions. 

• The tax-effective exchange for the purpose of repaying the 

student loan to DUO falls within the discretionary allowance of 

the 2026 work-related expenses scheme and is therefore 

budget-neutral for APG.  

• The tax-effective exchange in 2026 applies exclusively to 

repayments to DUO that are made or will be made in that same 

calendar year (2026). The repayment of the amount to be 

exchanged has to be paid in full before the actual exchange can 

take place. 

• Proof of repayment has to be provided.  

• In September 2026, a call for participation will be made through 

intranet, allowing employees who repay at least € 500 in 2026 

and wish to participate in the pilot to register. Based on the 
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applications and the estimated available capacity under the 

work-related expenses scheme, the option to exchange will be 

made available at the end of 2026. A maximum amount for the 

exchange will be determined, depending on the number of 

applications and the available capacity, with an upper limit of € 

1,500 per employee.   

• The option for tax-effective exchange is a one-time pilot, which 

will be evaluated by the social partners upon its conclusion. If 

the pilot is deemed successful, APG will explore whether the 

target group can be expanded. No rights may be derived from 

this pilot with regard to future tax-effective exchange 

opportunities.    

 

10.6 Jointly exploring the APG of the future 

Social partners agree to meet periodically throughout the term of the 

CLA to discuss the development of APG, the organization of work, the 

knowledge and skills required of employees, and the terms and 

conditions of employment that are appropriate for the APG of the 

future. 
 

10.7 Artificial Intelligence 

Social partners acknowledge that technological developments, 

including Artificial Intelligence (AI), have an increasing impact on the 

organization of the work of the future, also within APG. These 

developments present both opportunities and risks. APG invests in the 

development of employees by training them to work with AI responsibly 

and effectively, so they can use this technology in a safe, careful, and 

positive manner. APG, in collaboration with the works council, will 

monitor the effects of these developments, both the opportunities and 

the risks, with the goal of safeguarding the well-being and sustainable 

employability of employees.    
 

10.8 Pulse survey well-being and agility 

The changes within APG demand a lot from employees. That is why well-

being, agility, and sustainable employability will be an explicit part of the 

collaboration between social partners. An annual joint pulse survey on 

well-being and agility will be conducted, and the results will be discussed 

during the CLA round table. 

 

10.9 Focus on human dimension 

Social partners have discussed the practical application of employment 

conditions. APG confirms that, in the development of leadership and 

culture, explicit attention is paid to constructive dialog, consistent 

action, the explainability of decisions, and the human dimension. APG 

aims for good employment practices and good employeeship. 

10.10 Disputes between APG and the trade unions 
The interpretation of the CLA lies with APG and the trade unions. There 

may be times when APG and the trade unions disagree on the 

application of a provision in this CLA. They will then try to solve this 

difference in point of view in mutual consultation. The party with the 

greatest interest in the solution will state its opinion in writing and shall 

discuss this with the other party/parties. 

 

10.11 Term 
The term of this CLA is from July 1, 2026 until July 1, 2028, insofar not 

otherwise specified. At the end of that period, this CLA will end 

automatically (by operation of law) without any notice of termination 

being required.  
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The parties in this CLA have the explicit intention not to derive any 

residual effect from previous CLAs and Social Plans with respect to the 

alterations included in this CLA and the Social Plan. 

 

10.12 Intermediate alteration 
In the event of radical changes inside or outside APG, APG and the trade 

unions may agree upon intermediate alterations to this CLA. 
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Chapter 11 Glossary 

 
In this Chapter, the concepts and definitions used in the CLA and the 

Social Plan are explained. 

 

1. APG 

CLA party on the one hand consisting of the organizations APG Groep 

N.V., APG Asset Management N.V. and APG Pensioendienstverlening 

N.V. 

 

2. CLA 

This Collective Labor Agreement for APG including Appendices. 

 

3. CLA parties 

APG and the trade unions. 

 

4. Term of employment (seniority) 

The number of years of the employment with employer or the legal 

predecessor(s) of the employer, including the period spent at employer 

while employed by third parties. 

 

5. Position 

The function name as indicated in the personnel administration or - if 

this insufficiently matches the actual situation - the combination of 

activities structurally ordered by the employer to the employee. 

 

 

6. Function group 

The group in which your position, based on job description and job 

rating, is classified with an associated salary scale. 

 

7. Annual income 

Your monthly salary times 12 plus, if of application, the variable 

remuneration, the holiday allowance and the year-end bonus. 

 

8. Annual salary 

The monthly salary times 12. 

 

9. Month 

A calendar month. 

 

10. Monthly income 

Your monthly salary plus all fixed monthly allowances/supplements. To 

calculate the APG compensation based on the Social Plan (if of 

application), the average variable remuneration of the last three years 

will be included in the determination of the monthly income. In all other 

cases, the variable remuneration is not included.  

 

11. Monthly salary 

The scale amount in the salary scale applicable to you. 

 

12. Employee  

You are an employee when you have an employment contract with APG 

and are classified in one of the salary scales listed in this CLA (I up to 

XIII). Are you working as a trainee, holiday worker or apprentice under 



 42/87 
 

the Law Education and Vocational Training (Wet educatie en 

beroepsonderwijs, WEB)? In that case you are not considered an 

employee within the meaning of this CLA.  

 

13. On-call employee 

You are an on-call employee when you, depending on the demand for 

labor, can be called to work. 

 

14. Partner  

• Your husband or wife;  

• The person with whom you entered into a registered partnership;  

• The unmarried person, not being a blood relative or relative in the 

first and second degree, with whom you have concluded a notarial 

cohabitation contract and with whom you demonstrably are 

involved in a joint household and provide in one another's care. 

 

15. Pensionable income  

The income on which monthly accrual in your personal pension assets 

takes place. The determination of the level of income is specified in the 

pension regulations.  

 

16. Personal supplement (Persoonlijke toeslag, PT) 

The personal supplement as arisen per November 1, 2015 by merging the 

PT2013, the PT2005 and the PT Conversion.  

 

17. Reorganization 

The downsizing or alteration of the activities leading to an alteration of 

your position(s), relocation and/or statement or supernumerary, with 

consequences for your legal status.  

 

18. Schedule 

Your working time scheme indicating on what days and when you carry 

out your work. 

 

19. RSP 

The concept RSP is defined in Article 3.2.2 of this CLA. 

 

20. Salary 

The gross monthly salary agreed between you and APG. 

 

21. Notifying in writing 

When you are notified in writing, the date of receipt is established 

objectively (for example acknowledgement of receipt, read 

confirmation of emails, stated as seen in InSite). 

 

22. Work location 

The location you usually work. This can be a location of your employer 

or your home address. 

 

23. Total fixed income (Totaal vast inkomen, TVI) 

12 monthly salaries, plus holiday allowance and year-end bonus. 

 

24. Hourly salary 

The monthly salary divided by: 

• 156 hours for a contract of 36 hours (full-time); 

• 165 hours for a contract of 38 hours (full-time); 

• 173 hours for a contract of 40 hours (full-time). 
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25. Holiday hours 

The number of hours on an annual basis that you can take for leave and 

holidays. 

 

26. Trade union(s) 

The employees' organizations with which this CLA has been agreed. CLA 

parties on the other side, being FNV, located in Utrecht, De Unie, located 

in Culemborg, VCPS, located in The Hague and DOOR, located in 

Heerlen. 

 

 

 

 

 

27. Full-time employment  

The employment with an average working time of 36, 38 or 40 hours per 

week on an annual basis and that has been indicated for you as a full-

time employment. 

 

28. Employer  

The organization of APG with which you concluded an employment 

contract.  

 

29. Working hours  

The hours during which you have to carry out your activities according 

to your schedule. 
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Appendix 1 – Salary scales 
 

Salary scales as of January 1, 2027 

40 

hours 

Monthly salary TVI RSP 

percentage  

TVI Monthly 

salary 

TVI Monthly salary 

  minimum minimum minimum  RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

                

2 € 2,961.61 € 41,342.89 85% € 48,638.74 € 3,484.25 € 53,502.68 € 3,832.68 

3 € 3,102.47 € 43,309.24 85% € 50,951.98 € 3,649.96 € 56,047.24 € 4,014.96 

4 € 3,380.01 € 47,183.59 85% € 55,510.07 € 3,976.48 € 61,061.11 € 4,374.13 

5 € 3,494.26 € 48,778.47 80% € 60,973.16 € 4,367.83 € 67,070.43 € 4,804.61 

6 € 3,627.59 € 50,639.71 75% € 67,519.65 € 4,836.79 € 74,271.63 € 5,320.47 

7 € 3,779.61 € 52,761.84 70% € 75,374.02 € 5,399.44 € 82,911.37 € 5,939.38 

8 € 4,253.07 € 59,371.16 70% € 84,816.02 € 6,075.82 € 93,297.59 € 6,683.40 

9 € 4,823.93 € 67,340.13 70% € 96,200.21 € 6,891.33 € 105,820.19 € 7,580.46 

10 € 5,514.64 € 76,982.17 70% € 109,974.43 € 7,878.05 € 120,971.94 € 8,665.86 

11 € 6,353.56 € 88,693.16 70% € 126,704.45 € 9,076.51 € 139,374.88 € 9,984.16 

12 € 7,377.00 € 102,979.97 70% € 147,114.22 € 10,538.57 € 161,825.69 € 11,592.43 

13 € 8,631.32 € 120,489.77 70% € 172,128.15 € 12,330.45 € 189,341.03 € 13,563.50 
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38 
hours 

Monthly salary TVI RSP 
percentage 

TVI Monthly 
salary 

TVI Monthly salary 

  minimum minimum minimum  RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

1* 
       

2 € 2,813.53 € 39,275.75 85% € 46,206.69 € 3,310.03 € 50,827.32 € 3,641.03 

3 € 2,947.32 € 41,143.41 85% € 48,403.94 € 3,467.43 € 53,244.29 € 3,814.17 

4 € 3,211.00 € 44,824.28 85% € 52,734.48 € 3,777.65 € 58,008.00 € 4,155.42 

5 € 3,319.56 € 46,339.73 80% € 57,924.66 € 4,149.45 € 63,717.20 € 4,564.40 

6 € 3,446.24 € 48,108.13 75% € 64,144.08 € 4,594.98 € 70,558.52 € 5,054.48 

7 € 3,590.62 € 50,123.62 70% € 71,605.21 € 5,129.46 € 78,765.79 € 5,642.41 

8 € 4,040.42 € 56,402.65 70% € 80,575.23 € 5,772.03 € 88,632.71 € 6,349.23 

9 € 4,582.75 € 63,973.36 70% € 91,390.43 € 6,546.78 € 100,529.50 € 7,201.46 

10 € 5,238.91 € 73,133.09 70% € 104,475.88 € 7,484.16 € 114,923.52 € 8,232.58 

11 € 6,035.87 € 84,258.33 70% € 120,369.02 € 8,622.67 € 132,405.97 € 9,484.94 

12 € 7,008.17 € 97,831.25 70% € 139,758.91 € 10,011.67 € 153,734.84 € 11,012.84 

13 € 8,199.74 € 114,465.09 70% € 163,521.64 € 11,713.92 € 179,873.77 € 12,885.31 

* Scale 1 will not be indexed, in accordance with Article 3.2.1 of this CLA. This scale follows the indexations of the statutory minimum wage (WML), as 

determined by the Ministry of Social Affairs and Employment. This table reflects the WML indexation as of July 1, 2026. 
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36 

hours 

Monthly salary TVI RSP 

percentage 

TVI Monthly 

salary 

TVI Monthly salary 

  minimum minimum minimum RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

                

2 € 2,665.46 € 37,208.76 85% € 43,774.93 € 3,135.83 € 48,152.38 € 3,449.41 

3 € 2,792.22 € 38,978.27 85% € 45,856.73 € 3,284.96 € 50,442.46 € 3,613.46 

4 € 3,041.99 € 42,464.96 85% € 49,958.76 € 3,578.81 € 54,954.62 € 3,936.69 

5 € 3,144.84 € 43,900.71 80% € 54,875.89 € 3,931.05 € 60,363.54 € 4,324.16 

6 € 3,264.83 € 45,575.72 75% € 60,767.67 € 4,353.11 € 66,844.43 € 4,788.42 

7 € 3,401.64 € 47,485.53 70% € 67,836.54 € 4,859.49 € 74,620.20 € 5,345.44 

8 € 3,827.77 € 53,434.14 70% € 76,334.44 € 5,468.24 € 83,967.83 € 6,015.06 

9 € 4,341.54 € 60,606.16 70% € 86,580.23 € 6,202.20 € 95,238.25 € 6,822.42 

10 € 4,963.15 € 69,283.59 70% € 98,976.50 € 7,090.21 € 108,874.13 € 7,799.23 

11 € 5,718.21 € 79,823.92 70% € 114,034.16 € 8,168.87 € 125,437.62 € 8,985.76 

12 € 6,639.31 € 92,682.11 70% € 132,403.04 € 9,484.73 € 145,643.30 € 10,433.20 

13 € 7,768.18 € 108,440.69 70% € 154,915.27 € 11,097.40 € 170,406.79 € 12,207.14 
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Salary scales per January 1, 2028 

40 

hours 

Monthly salary TVI RSP 

percentage  

TVI Monthly 

salary 

TVI Monthly salary 

  minimum minimum minimum  RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

                

2 € 3,057.87 € 42,686.64 85% € 50,219.52 € 3,597.49 € 55,241.49 € 3,957.24 

3 € 3,203.29 € 44,716.65 85% € 52,607.87 € 3,768.58 € 57,868.68 € 4,145.44 

4 € 3,489.86 € 48,717.05 85% € 57,314.21 € 4,105.72 € 63,045.60 € 4,516.29 

5 € 3,607.82 € 50,363.72 80% € 62,954.72 € 4,509.78 € 69,250.23 € 4,960.76 

6 € 3,745.49 € 52,285.54 75% € 69,714.10 € 4,993.99 € 76,685.53 € 5,493.39 

7 € 3,902.44 € 54,476.50 70% € 77,823.65 € 5,574.92 € 85,605.99 € 6,132.41 

8 € 4,391.30 € 61,300.79 70% € 87,572.48 € 6,273.28 € 96,329.76 € 6,900.61 

9 € 4,980.71 € 69,528.72 70% € 99,326.74 € 7,115.30 € 109,259.42 € 7,826.83 

10 € 5,693.86 € 79,484.01 70% € 113,548.64 € 8,134.09 € 124,903.52 € 8,947.50 

11 € 6,560.05 € 91,575.67 70% € 130,822.39 € 9,371.50 € 143,904.63 € 10,308.65 

12 € 7,616.75 € 106,326.78 70% € 151,895.38 € 10,881.07 € 167,084.97 € 11,969.18 

13 € 8,911.83 € 124,405.58 70% € 177,722.32 € 12,731.19 € 195,494.57 € 14,004.31 
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38 

hours 

Monthly salary TVI RSP 

percentage 

TVI Monthly 

salary 

TVI Monthly salary 

  minimum minimum minimum  RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

                

1*               

2 € 2,904.97 € 40,552.22 85% € 47,708.47 € 3,417.61 € 52,479.30 € 3,759.37 

3 € 3,043.10 € 42,480.46 85% € 49,977.04 € 3,580.12 € 54,974.72 € 3,938.13 

4 € 3,315.36 € 46,281.10 85% € 54,448.30 € 3,900.42 € 59,893.11 € 4,290.46 

5 € 3,427.45 € 47,845.83 80% € 59,807.25 € 4,284.31 € 65,787.97 € 4,712.74 

6 € 3,558.24 € 49,671.61 75% € 66,228.81 € 4,744.32 € 72,851.66 € 5,218.75 

7 € 3,707.32 € 51,752.70 70% € 73,932.41 € 5,296.17 € 81,325.70 € 5,825.79 

8 € 4,171.73 € 58,235.68 70% € 83,193.91 € 5,959.62 € 91,513.27 € 6,555.58 

9 € 4,731.69 € 66,052.50 70% € 94,360.61 € 6,759.55 € 103,796.75 € 7,435.51 

10 € 5,409.18 € 75,509.99 70% € 107,871.41 € 7,727.40 € 118,658.55 € 8,500.14 

11 € 6,232.04 € 86,996.79 70% € 124,281.06 € 8,902.91 € 136,709.15 € 9,793.20 

12 € 7,235.94 € 101,010.83 70% € 144,301.08 € 10,337.05 € 158,731.26 € 11,370.76 

13 € 8,466.23 € 118,185.18 70% € 168,836.06 € 12,094.62 € 185,719.64 € 13,304.08 

* Scale 1 will not be indexed, in accordance with Article 3.2.1 of this CLA. This scale follows the indexations of the statutory minimum wage (WML), as 

determined by the Ministry of Social Affairs and Employment. This table reflects the WML indexation as of July 1, 2026. 
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36 
hours Monthly salary TVI 

RSP 
percentage TVI Monthly salary TVI Monthly salary 

  minimum minimum minimum RSP 100 RSP 100 RSP 110 RSP 110 

            ceiling ceiling 

                

2 € 2,752.08 € 38,417.94 85% € 45,197.56 € 3,237.74 € 49,717.25 € 3,561.51 

3 € 2,882.96 € 40,244.97 85% € 47,347.05 € 3,391.72 € 52,081.73 € 3,730.89 

4 € 3,140.85 € 43,845.01 85% € 51,582.40 € 3,695.12 € 56,740.61 € 4,064.63 

5 € 3,247.05 € 45,327.52 80% € 56,659.36 € 4,058.81 € 62,325.29 € 4,464.69 

6 € 3,370.94 € 47,056.97 75% € 62,742.68 € 4,494.59 € 69,016.96 € 4,944.05 

7 € 3,512.19 € 49,028.77 70% € 70,041.18 € 5,017.42 € 77,045.27 € 5,519.16 

8 € 3,952.17 € 55,170.71 70% € 78,815.34 € 5,645.96 € 86,696.93 € 6,210.56 

9 € 4,482.64 € 62,575.86 70% € 89,394.07 € 6,403.77 € 98,333.52 € 7,044.15 

10 € 5,124.45 € 71,535.27 70% € 102,193.21 € 7,320.64 € 112,412.47 € 8,052.70 

11 € 5,904.05 € 82,418.18 70% € 117,740.29 € 8,434.36 € 129,514.38 € 9,277.80 

12 € 6,855.09 € 95,694.31 70% € 136,706.08 € 9,792.98 € 150,376.72 € 10,772.28 

13 € 8,020.65 € 111,965.07 70% € 159,950.07 € 11,458.07 € 175,945.12 € 12,603.88 

 

 



 

  
 

 

Appendix 2 – Options terms of employment 
 

The ‘options terms of employment’ allow provision for APG employees 

to apply certain sources (such as salary) for certain purposes (such as 

leave, for example). Not all elements are harmonized. This means 

certain elements are only available to former ‘APG employees’ to 

whom the APG CLA 2009–2011 applied. The options are listed below, 

with an indication wherever a particular option is only applicable to a 

specific group of employees. The applicable rules, such as when an 

option can be chosen, in what manner and using which sources, will be 

published annually on APG’s intranet.  

 

Extra leave for senior employees: 

The option relating to extra leave for senior employees for (former) 

APG employees is maintained, with due regard for the provisions in the 

transitional provisions to Chapter 5 My holidays and Leave (with regard 

to Article 52 of the (former) CLA of APG). Employees aged 56 and 57 

can only use non-statutory holiday hours as their own contribution.   

 

Purchase of hours of leave: 

Maximum 80 hours of leave can be purchased annually. 

 

Sale of hours of leave: 

Maximum 80 hours of leave in excess of the statutory minimum can be 

sold annually.  

 

 

 

 

Union contribution: 

As an employee, you pay the union contribution yourself. Once a year, 

the total amount is paid out to you by APG net and withheld from your 

gross wages. 

 

Bicycle plan: 

You can opt to join this plan once every 5 years. APG compensates € 

749 + € 240 in accessories. Linked to this is that no claim can be made 

for an NS railways business card for commuting, commuting 

allowances and parking authorization. This plan also does not apply to 

employees with a leased company car and a mobility budget. 

 

ABP supplementary pension: 

Employees who accrue pension at ABP have the possibility of 

conversion with respect to ABP supplementary pension. 

 

Purchase of professional literature: 

Fiscally beneficial purchase of professional literature is possible in 

exchange for payment of gross wages or vacation days in excess of the 

statutory minimum. 
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Appendix 3 – Complaint and objection 
procedure 

 
A. Introduction  

 
Employees of APG Groep can file a complaint or objection about 

circumstances that are affecting them in their working relationship. 

APG Groep believes it is important that your problem or difference of 

opinion is always discussed, preferably with your manager. An advice 

line is available to help you with this. If you cannot solve the problem 

with the help of the advice line, you can file a complaint or objection. 

The procedure to be followed is depending on the subject of the 

complaint or the objection. The different procedures are schematically 

displayed here.  
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B. Problem-solving and connecting advice line. 

 

Article 1. Advice line 
 

1. An advice line was established on October 1, 2019 for questions 

and support with regard to varying HR-related problems, such as 

the HR cycle or flexible working. The line consists of a digital 

advice line and a personal advice line. The advice line can be 

reached through a button in InSite. The digital advice line offers 

more information on your question or problem. The personal 

advice line brings you into contact with an HR specialist. You can 

consult this HR specialist about a solution for your question or 

difference of opinion with your manager. The HR specialist can 

also help in facilitating a conversation between you and your 

manager and in creating a connection. 

2. In order to find an actual solution, it is important to contact the 

personal advice line soon after the difference of opinion has 

emerged. The people involved are expected to make every effort 

to find a solution. 

3. If your problem involves the HR cycle, informal care, flexible 

working or equal pay and you consider filing a complaint, you 

must first contact the personal advice line and try to find a 

solution that way. Should your problem or difference of opinion 

not be solved within 21 calendar days after you contacted the 

personal advice line, you can file a complaint with your manager in 

accordance with the complaints procedure (see Chapter C, 

Articles 2 up to 5). After the 21st calendar day has lapsed, the 

period of 10 calendar days within which you can/must file a 

complaint commences (see Article 3, Section 1). The mentioned 

period of 21 calendar days can be extended in writing with the 

consent of the employee and the manager.  

 

C. General complaints procedure 

 

Article 2. Individual complaints procedure 

 

1. You can file a complaint about a dissatisfaction that involves you 

personally or a difference of opinion related to your work 

situation, unless it concerns a topic to which the objection 

procedure applies (see Chapter D of this Appendix 3). Before an 

employee is able to file an objection about the HR cycle, informal 

care, flexible working or equal pay, the employee first has to 

contact the personal advice line and then complete the 

complaints procedure as described in Article 3.  

2. You cannot file a complaint against the Collective Labor 

Agreement (including the Social Plan) and other general 

rules/company guidelines related to the employment relationship, 

except against the application thereof. 

 

Article 3. Procedure 

 

1. You can file a substantiated complaint in writing with your 

manager no later than 10 calendar days following the last incident. 

If you first presented your problem to the personal advice line, you 

can file your substantiated complaint in writing no later than 10 

calendar days after the 21 calendar days (or possibly extended 

deadline) have lapsed, as mentioned in Article 1, Section 3.  

2. No later than 10 calendar days after you filed your complaint, a 

conversation takes place between you and your manager during 
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which you are given the opportunity to verbally clarify your 

complaint or to provide further information. You have the right to 

be assisted by a coach during this conversation. Your manager will 

invite you for this conversation.  

3. Your manager will respond to your complaint in writing and 

substantiated as soon as possible but no later than within 10 

calendar days following the conversation as referred to in the 

previous section. 

4. If you are dissatisfied with the handling of the complaint and/or 

the dispute has not been solved, you can file a follow-up complaint 

with the immediate supervisor of your manager. The follow-up 

complaint has to be filed in writing and substantiated within 10 

calendar days after you receive the response from your manager. 

You must substantiate, among other things, why the previous 

response is dissatisfactory to you.  

5. No later than 10 calendar days after you filed your follow-up 

complaint, a conversation takes place between you and the 

supervisor of your manager during which you are given the 

opportunity to verbally clarify your follow-up complaint or to 

provide further information. You have the right to be assisted by a 

coach during this conversation. The supervisor of your manager 

will invite you for this conversation.  

6. The supervisor of your manager will respond to your follow-up 

complaint in writing and substantiated as soon as possible but no 

later than within 10 calendar days following the conversation as 

referred to in the previous section.  

7. If the complaint involves the HR cycle (including performance 

evaluation), informal care, flexible working or equal pay, you can 

lodge an objection with the Board of Appeal within 10 calendar 

days following the response from the supervisor of your manager 

(see Chapter D, Article 9 below).  

 

Article 4. Termination of procedure and handling of complaint  

 

1. The complaints procedure ends as soon as: 

a. The period has lapsed during which you were supposed 

to file the (follow-up) complaint; 

b. You withdraw your (follow-up) complaint or consider the 

complaint as being handled after the response from your 

manager; or  

c. The supervisor of your manager has responded to your 

complaint, unless it concerns one of the subjects on 

which you can lodge an objection. 

2. If the complaint was declared founded, the handler of the 

complaint will inform you about the solution of your complaint. 

3. If the manager or the supervisor of the manager exceeds the 

deadlines mentioned, the employee can notify the director HR of 

this failure. 

 

Article 5. No suspensory effect 

 

Filing a complaint against a decision, will not suspend the effect of this 

decision.  
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D. Board of Appeal 

 

Article 6. Board of Appeal general 

 

1. An employee and/or the APG Groep can lodge an objection with 

the Board of Appeal when he/she: 

a. Disagrees with a job rating; 

b. Is of opinion that (sexual) harassment occurs (see Article 

8); 

c. Disagrees with the decision or the actions/omissions of 

his/her manager with respect to the HR cycle, informal 

care, flexible working or equal pay; or 

d. Is of opinion that he or she was wrongly considered not to 

be entitled to BWWW (unemployment benefits in excess 

of statutory pay) because he/she was demonstrably 

culpable of making no or insufficient efforts to improve 

the determined dysfunctioning. 

2. Before the employee can commence a procedure with the Board 

of Appeal, he or she first has to complete the internal procedure as 

laid down in Article 7. The procedure differs according to the 

subject of the objection. 

3. During the entire procedure (both at the Board of Appeal and the 

preceding procedure), the employee has the right to be assisted by 

a coach. APG Groep can also be assisted by an advisor. 

4. The process to file an objection at the Board of Appeal to assess 

whether the social plan was applied correctly, is described in 

Appendix 1 to the social plan.  

 

 

Article 7. Internal procedure and deadlines 

 

1. Before the employee is able to lodge an objection, he or she first 

has to take steps. Depending on the subject of objection, the steps 

to be taken are:  

a. With respect to job rating (ex Article 6, Section 1b): The 

employee can lodge an objection with the Board of Appeal 

against the job rating within 10 calendar days after he or 

she became aware of the decision with regard to his/her 

job rating. The employee simultaneously notifies the 

director HR of his/her objection and sends a copy of the 

statement of objection to the director HR. 

b. With respect to (sexual) harassment (ex Article 6, Section 

1c and Article 8): The employee must discuss the 

situation(s) of harassment with the confidential counsellor 

or his/her manager. An attempt will be made to find a 

solution in mutual consultation. If this attempt fails, the 

employee can lodge an objection with the Board of Appeal 

within 3 months following the lack of a solution.  

c. With respect to the HR cycle, informal care, flexible 

working or equal pay (ex Article 2d): After the employee 

sought advice from the personal advice line and has 

completed the complaints procedure (as referred to in 

Chapter B), the employee can lodge an objection with the 

Board of Appeal within 10 calendar days following the 

decision of the supervisor of the manager.  

d. With respect to the granting of BWWW (unemployment 

benefits in excess of statutory pay) (ex Article 6, Section 

1e): The employee can lodge an objection with the Board 
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of Appeal within 10 calendar days following the decision of 

the manager. The employee simultaneously notifies the 

director HR of his/her objection and sends a copy of the 

statement of objection to the director HR. 

 

Article 8. (Sexual) harassment  

 

1. (Sexual) harassment refers to: 

a. Harassment: Behavior related to the psychosocial 

workload of an employee and aiming to or resulting in the 

dignity of the person involved being affected and the 

creation of a threatening, hostile, insulting, humiliating or 

offensive environment (for example, discrimination, 

bullying, violence). 

b. Sexual harassment: Any form of verbal, non-verbal or 

physical behavior with a sexual connotation (= emotional 

value) aiming to or resulting in the dignity of the person 

involved being affected and especially when a 

threatening, hostile, insulting, humiliating or offensive 

environment is created. 

2. The confidential counsellor is the contact person for employees 

who are confronted with (sexual) harassment or signal this 

behavior at work.  

3. The confidential counsellor guides and/or provides aftercare and 

can take action on behalf of the employee, but only upon explicit 

request or with the consent of the employee. 

4. The confidential counsellor has the responsibility to advise the 

director HR and/or the management on education, information 

provision, prevention and combating (sexual) harassment at work. 

The confidential counsellor takes the utmost care to the 

confidential handling of data of which he or she takes cognizance 

when performing the tasks and reports annually to the director HR 

based on the anonymous registration of complaints or objections 

he or she received. 

 

Article 9. Procedure Board of Appeal 

 

1. The employee can lodge an objection with the Board of Appeal 

about the topics mentioned in Article 6, Section 1. The deadline 

within which the objection has to be lodged, is included in Article 7. 

The objection can be lodged using the email address: 

bezwarencommissie-sociaalplan@apg.nl. 

2. The notice of objection is in writing and substantiated. The notice 

of objection states (I) what decision it involves, (II) why the 

employee disagrees with the decision taken, and (III) what the 

employee would consider the appropriate solution. 

 

Admissibility objection 

3. Following the receipt of the objection, the Board of Appeal first 

assesses whether or not the objection is admissible. The objection 

is not admissible if: 

a. The objection is not related to one of the topics against 

which you are able to lodge an objection; 



 56/87 
 

b. The objection is about the content of the CLA and/or the 

Social Plan; 

c. The objection was lodged past the deadline; 

d. The substantiation of the objection is missing or 

insufficient; 

e. The internal procedure has not been followed; 

f. The employee has brought proceedings before the court 

that is handling the matter of the objection.  

5. If the objection is not admissible, the Board of Appeal declares the 

objection inadmissible. That concludes the objections procedure. If 

the objection is admissible, the notice of objection will be handled 

substantively.  

6. Should the employee and/or APG Groep bring proceedings before 

the court during the objections procedure to handle the matter of 

the objection, the Board of Appeal will refrain from further 

handling of the objection. 

 

Substantive handling objection 

7. The Board of Appeal decides whether the objection is handled in 

writing or if a verbal handling of the objection takes place. 

8. If the objection is handled verbally, this will take place within 21 

calendar days after the objection was lodged. The employee and 

the manager are invited for the verbal handling of the objection to 

further clarify their opinions and to answer questions of the Board 

of Appeal. The verbal handling is not public.  

9. Prior to the verbal handling or the written decision of the Board of 

Appeal, the other party is given the opportunity to provide his/her 

vision on the notice of objection in writing and substantiated. 

 

Advice Board of Appeal 

10. The Board of Appeal renders its substantiated decision on the 

lodged objection in writing. The decision is rendered within 14 

calendar days following the verbal handling. If the Board of Appeal 

handles the objection in writing, the decision is rendered within 14 

calendar days after the objection was lodged. 

11. The decision has the nature of a weighty advice, with the 

exception of decisions regarding job rating; these decisions have 

the nature of a binding advice.  

 

Continuation after advice 

12. The director HR of APG Groep takes a final decision with respect to 

the objection within 7 calendar days following the advice. If APG 

Groep deviates from the decision, the employee and the Board of 

Appeal will be notified in writing and substantiated. 

13. If the objection was declared founded, a written statement will be 

sent as to how the objection of the employee will be handled 

further to meet his/her demand.  

 

Article 10. Suspensory effect 
 

Lodging an objection against a decision will not suspend the effect of 

this decision. 
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Article 11.  Composition and operation of the Board of Appeal  

 

1. The Board of Appeal consists of: 

a. Two members who are appointed upon recommendation 

of APG Groep; 

b. Two members who are appointed upon recommendation 

of the joint trade unions; 

c. One chairperson who is appointed by the four permanent 

members; 

d. If desired or necessary, an expert to be appointed by the 

Board.  

2. The secretariat of the Board shall be provided by and at the 

expense of APG Groep. 

3. The members of the Board of Appeal are obliged to uphold strict 

confidentiality. 

4. If the number of objections with the Board of Appeal is of such 

volume that the latter is not expected to handle these objections 

within a reasonable period, APG Groep will request parties to this 

CLA to compose a second Board of Appeal. 

5. The deliberations and decisions of the Board of Appeal take place 

in plenary sessions and are not public. 

 

 

 

 

Article 12.  Costs objections procedure   

 

1. The Board of Appeal does not rule on requests to compensate the 

costs incurred by parties for (legal) assistance. These costs shall be 

borne by the employee and APG Groep themselves. 

2. To attend a meeting of the Board of Appeal, the external members 

will be paid an attendance allowance of € 300 per session, 

including preparation time. Travel expenses will be compensated 

based on public transport (2nd class) or an untaxed mileage 

compensation that currently amounts to € 0.23. This amount can 

be altered by APG Groep if the (tax) legislation gives rise to do so.  

 

E. General final provisions  

 

Article 13.  General provisions on the objections and complaint 

procedure    

 

1. APG Groep ensures that the employee who filed a complaint or 

lodged an objection or who acted as coach will not be 

disadvantaged in his/her position as an employee as a result of this 

procedure. 

2. Everyone involved in the handling of a complaint or an objection is 

bound by a confidentiality obligation on those data of which he or 

she must understand its confidential nature. 

3. The employee can complete the entire procedure, as determined 

in this scheme, only once in relation to the same complaint or 

objection.  
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Appendix 4 – Transitional provisions 

 
 

A. General transitional provisions  

 

Article 1. Scope 

 

By way of deviation from the provisions in this CLA, the transitional 

provisions included in this Chapter apply to employees of the former 

APG Algemene Pensioen Groep N.V., APG Investment Services N.V., 

Cordares Holding N.V., APG Treasury Center B.V. and Loyalis N.V. to 

whom the CLA APG, the CLA Cordares or the CLA APG Groep applied 

with a duration of April 1, 2011 up to April 1, 2014. 

 

 

Article 2. Definitions 

 

For the purpose of this Chapter, the following definitions apply: 

 APG employee: The employee who is is employed by APG 

Algemene Pensioen Groep N.V., APG Investment Services 

N.V., APG Treasury Center BV or by Loyalis N.V. on 

December 31, 2012 to whom the CLA APG applies. 

 Cordares employee: The employee who is employed by 

Cordares Holding N.V. on December 31, 2012 to whom the 

Cordares CLA applies. 

 Employee: The employee who is employed by APG 

Algemene Pensioen Groep N.V., APG Investment Services 

N.V., APG Treasury Center BV or by Loyalis N.V. on 

December 31, 2012 and to whom the CLA APG applies, or 

the employee who is employed by Cordares Holding N.V. on 

December 31, 2012 to whom the Cordares CLA applies. 

 CLA APG: The CLA concluded by APG Algemene Pensioen 

Groep N.V., APG Investment Services N.V., APG Treasury 

Center BV and Loyalis N.V. with the duration from April 1, 

2009 up to April 1, 2011. 

 CLA Cordares: The CLA concluded by Cordares Holding N.V. 

with the duration from April 1, 2010 up to March 31, 2011. 

 

 

Article 3. Exclusion residual effect 

 

Starting the effective implementation of this CLA, all rights and 

entitlements employees are or were able to derive from the residual 

effect of previous CLAs will fully lapse, insofar not determined 

otherwise in this chapter. 

 

 

Article 4. Hardship clause 

 

In special cases or in unforeseeable cases in which, considering the 

facts and circumstances, not applying a transitional measure in the 

opinion of APG Groep would lead to an unreasonable and 

unacceptable result, APG Groep can take a decision in deviation 

from/supplementary to the provisions in this chapter. 

 

 

B. Transitional provisions to the different chapters of the CLA 

 

Article 5. Transitional provisions to Chapter 2 My Work 



 

 59/87 
 

 

 

The working time as of January 1, 2013 for APG employees, is the 

working time agreed with them in the employment contract. 

 

For the APG employees who are classified in the former scales 13, 14 or 

15, the working time of an average of 36 hours per week on an annual 

basis continues to apply. For the employees of former Cordares who 

are classified lower than scale XII, an average working time of 38 hours 

per week on an annual basis applies. The applicable individual working 

hours are defined in a schedule, taking into account the requirements 

of business operations, the Working Hours Act and (insofar possible) 

your individual preferences. The manager determines the schedule. 

The ATV (reduction of working hours) days at Cordares will lapse and 

be replaced with scheduled days off. 

 

 

Article 6. Transitional provisions to Chapter 3 My salary and pension 

 

Personal supplement 2013 (PT2013) 

At the time of the ‘harmonization’ CLA (with effective implementation 

date January 1, 2013), the salary on (reference date) January 1, 2013 was 

determining for the classification into the new salary scales. 

Employees with a monthly salary on January 1, 2013 that was higher 

than the maximum of the new scale, were classified as of that date in 

the maximum of the new salary scale (RSP 100). The difference 

between the monthly salary on January 1, 2013 and the maximum of 

the new salary scale was converted back then into a personal 

supplement 2013, called PT2013. Regarding this PT2013 an agreement 

was made that it will be indexed with the general salary round agreed 

upon in this CLA during the first 10 years following the classification in 

the new scale. After the indexation period of 10 years, the supplement 

will be incorporated. The sum of the scale salary and the PT2013 are 

increased by 50% of the CLA increase. The scale salary is increased by 

the full CLA increase and then deducted from the increased sum of 

PT2013 and the scale salary. The outcome of the above is the new 

PT2013. 

After the tenth year (n) this formula applies: scale salary (n+1) + PT2013 

(n+1) = (scale salary (n) + PT2013 (n)) x (100% + ½ CLA increase [%]).  

 

Personal supplement 2005 (PT2005) 

The difference in salary arisen on January 1, 2005 upon the 

implementation of the new salary structure at former Cordares. 

 

Personal supplement conversion (PT Conversion)  

The difference in salary that has arisen or will arise following the 

integration (merger) of the job descriptions as a result of the merger 

between APG and Cordares (also see the transitional provision ‘Final 

classification upon conversion’). 

 

Merger PT 2013, PT 2005 and PT Conversion as of November 1, 2015 

For the purpose of the CLA APG Groep April 1, 2015 up to April 1, 2017, 

the CLA parties have agreed that the existing PT Conversion and 

PT2005 are both converted into a PT2013.  

For the PT2005 this conversion means that the PT(2005) will only be 

phased out as of January 1, 2023 instead of January 1, 2018.  

For the PT Conversion this means it will phase out as of January 1, 2023. 

Because the PT Conversion had a later phase out date for a few 

employees, a recalculation will be conducted for the employees whose 

PT Conversion will phase out sooner. This earlier phase out date will 

therefore be compensated by means of a supplement. 
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These three PTs together (PT 2013, PT Conversion and PT2005) will be 

called ‘PT’ starting November 1, 2015. 

 

The PT will be incorporated starting 2023. The sum of the scale salary 

and the PT is increased by 50% of the CLA increase. The scale salary is 

increased by the full CLA increase and then deducted from the 

increased sum of PT and the scale salary. The outcome of the above is 

the new PT. 

Starting 2023 (n) this formula applies: scale salary (n+1) + PT (n+1) = 

(scale salary (n) + PT (n)) x (100% + ½ CLA increase [%]). 

 

Continued growth guarantee (perspective guarantee) 

Employees who had not yet reached the maximum salary of the (old) 

salary scale on January 1, 2013 - and therefore would have had the 

perspective of continued growth towards this maximum salary - will be 

able to continue to grow towards this higher old maximum salary in 

case the new maximum salary is lower than the old maximum salary. 

This yet to be reached maximum salary of the old salary scale is 

increased up to January 1, 2018 by the general salary increases to be 

agreed upon in the CLA. The implementation of the continued growth 

guarantee also leads to a (higher) PT for these employees. In case of 

continued growth above RSP 100, the existing PT will be increased 

based on the percentage matching the overall performance 

assessment and competence development at RSP 94.50 up to 100 (see 

Chapter 5) or a PT at the level of the mentioned percentage will arise. 

This PT will be incorporated after the 10 years’ indexation period that 

started on January 1, 2013 has expired. 

 

PT and continued growth above RSP 100 

For employees with a PT growing above RSP 100 as a result of the 

assessment, half of the increase granted because of this will be 

deducted from the PT. For employees to whom a continued growth 

guarantee applies, the above only becomes valid once the continued 

growth guarantee has been utilized completely.  

 

PT and promotion 

In case of a promotion, half of the promotion increase will be deducted 

from the PT. If the scale maximum (RSP 100) has not been reached yet 

in the new scale as a result of the promotion, a possible PT will be 

incorporated as much as possible (up to RSP 100). 

 

PT and individual variable remuneration 

For employees with a PT and who were not eligible for variable 

remuneration (or target bonus) pursuant to the APG CLA, the realized 

variable remuneration will not be paid, unless the PT is lower than the 

realized variable remuneration. The part of the variable remuneration 

in excess of the PT will then be paid.  

 

Structural PTs 

To employees with a structural PT, a PT ASW and/or a PT SPMS applies 

that these PTs are incorporated into the fixed salary as of November 1, 

2015. This results in an RSP increase (which in a very limited number of 

cases may lead to loss of perspective, namely for employees with a D 

or E assessment) and on the other hand means that the structural PT is 

no longer phased out in case of promotion (as determined in the 

previous CLA).  

 

 

Article 7. Transitional provisions to Chapter 5 My holidays and Leave 
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APG employees maintain the (current and future) entitlement to senior 

leave according to the provisions in the CLA APG. APG employees who 

make use of the senior scheme based on the transitional scheme, are 

able to use leave hours within the framework of the senior scheme in 

accordance with the provisions of Article 52 of the CLA APG. 

Employees aged 56 and 57 can only use non-statutory holiday hours as 

their own contribution.   

 

Employees of Cordares maintain the (current and future) entitlement 

based on the scheme ‘Working time older employees’ in accordance 

with the provisions in the Cordares CLA. 

 

APG employees to whom the CLA APG applies, maintain the 

entitlement to paid parental leave with application of the provisions in 

Article 50 of the CLA APG for the children born prior to October 21, 

2013 (within 42 weeks after December 31, 2012). 

 

The rules possibly applicable to APG and Cordares employees as of 

December 31, 2012  with regard to the life course scheme continue to 

be fully applicable. 

 

Cordares employees maintain the life course contribution to which 

they were entitled based on the Cordares scheme, with settlement of 

the contribution mentioned in Chapter 7, Article 12 of this CLA. 

For APG employees, the vitality contribution of Chapter 7, Article 12 of 

this CLA replaces the supplement. 

Global agreement VPL as mentioned in Article 38b of the CLA APG.  

 

In deviation from the provisions in Article 12 of Chapter 7 of this CLA, 

APG employees employed on December 31, 2012, born prior to January 

1, 1950 and who have been an employee without interruption starting 

April 1, 1997 within the meaning of the FPU scheme (Article 4, Section 1 

jº, Section 3 of that scheme) are not entitled to the vitality 

contribution. 

 

Article 8. Transitional provisions to Section 3.5 Special supplements 

and allowances 

 

The adjustment supplement to which employees are entitled based on 

the CLA APG, will be maintained with application/consideration of the 

provisions in Appendix VI to the CLA APG. 

 

Employees to whom the CLA APG applied and who are entitled to a 

supplement on December 31, 2012 based on the provisions in Article 39, 

Section 6, Article 40, Article 41, Sections 3 and 4 and Article 43 in the 

CLA APG, maintain this supplement taking into account the provisions 

in these articles. 

 

 

C. Transitional scheme non-statutory severance pay 

 

For employees to whom the CLA APG applied, the following applies in 

case of honorable involuntary dismissal: 

1. This transitional measure only applies to employees to whom the 

‘Scheme prevention, reintegration and non-statutory entitlements 

in case of unemployment’ (former CLA APG Appendix A, see 

Appendix 4 to this CLA) applies. 
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2. The duration of the non-statutory severance pay (supplement to 

unemployment benefits and the subsequent benefits) has been 

determined and frozen on January 1, 2013. 

3. Starting the determination date of the duration of the non-

statutory severance pay, no more accrual takes place. 

4. The daily wage, being the basis for the non-statutory severance 

pay, has been determined and frozen on January 1, 2013. 

5. The determined duration and basis have been communicated to 

the employee in writing and therefore are an integral part of the 

individual employment contract between the employer and the 

employee. 

6. On the date of dismissal, with application of the provisions in the 

current ‘Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment’ the entitlement is 

determined on the understanding that the provisions in Article 4 

(mobility phase) and the reduction of the duration of the 

subsequent benefits mentioned in Article 9, Section 1 (CLA APG 

Appendix X, Appendix 4 to this CLA) with 3 years no longer applies. 

7. If, based on the reason of the dismissal, there is no entitlement to 

subsequent benefits but there is an entitlement to unemployment 

benefits, the employee is entitled to a supplement to the 

unemployment benefits. The basis for the supplement is the basis 

as referred to in point 4. 

8. If, based on the reason of the dismissal, there is an entitlement to 

unemployment benefits and to subsequent benefits, the employee 

is entitled to the supplement to the unemployment benefits and to 

the subsequent benefits. The total duration of the non-statutory 

benefits is the duration as referred to in point 2 of this transitional 

scheme. 

9. In case of dismissal without entitlement to unemployment 

benefits, the entitlement to non-statutory severance pay shall 

lapse on the date of the dismissal. 

10. The entitlement will be paid with application of the provisions in 

the ‘Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment’ (CLA APG Appendix 5). As 

of the age of 65, there is no entitlement to non-statutory 

severance pay. 

11. Starting the end date of accrual of the non-statutory severance 

pay (January 1, 2013), employees are entitled to the payment of a 

lump sum in case of dismissal due to reorganization with 

application of the APG remuneration as included in Chapter 4 of 

the Social Plan. For the calculation of the number of weighted 

years of service, only the years of service after January 1, 2013 will 

be included. 

12. The income from work or business, the unemployment benefits, 

the non-statutory severance pay and the APG remuneration all 

together or separately cannot be higher than the loss of income 

during the benefit period. 

13. On the date of dismissal due to reorganization, the employee can 

opt for the non-statutory severance pay, as determined in the 

points 1 up to 10, supplemented with the payment of a lump sum, 

as determined in point 11, or the APG remuneration on the full 

duration of the employment at APG Groep and its predecessors, as 

mentioned in Article 1, point c of the ‘Scheme prevention, 

reintegration and non-statutory entitlements in case of 

unemployment’ (Appendix X to the CLA APG). 

14. In case the employee only opts for the APG remuneration on the 

full duration of employment in case of dismissal due to 
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reorganization, that payment cannot be higher than the loss of 

income until de pensionable age under the General Old Age 

Pensions Act. The pension accrual based on the pension scheme 

ABP and the costs the employee incurs for the continuation of the 

pension accrual shall be taken into account by settling the costs 

thereof with the income from unemployment benefits. 

15. The employee who claims the non-statutory severance pay, as 

determined in the points 1 up to 11, or the payment of a lump sum, 

as determined in the points 12 up to 14, cannot claim the transition 

allowance referred to in the Articles 7: 673 and 673a of the Dutch 

Civil Code. 
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Appendix 5 – ‘Scheme prevention, 
reintegration and non-statutory entitlements 
in case of unemployment’ in the former APG 
CLA (2009-2011) 

 
This scheme is only applicable partially and to a limited extent (see the 

provisions 1 up to 15 in Appendix 4 ‘Transitional scheme non-statutory 

severance pay’). 

 

For example, the duration of the non-statutory severance pay has been 

determined and frozen on January 1, 2013. 

Also, for employees to whom the CLA APG 2009-2011 applied and who 

were not in the conciliation stage or mobility phase on December 31, 

2012 (with application of the provisions in the current scheme), the 

entitlement to a non-statutory severance pay is determined on the 

date of dismissal. This with the understanding that the provisions in 

Article 4 (mobility phase) and the reduction of the duration of the 

subsequent benefits with three years mentioned in Article 9, Section 1 

no longer applies (also see CLA Appendix 4 ‘Transitional scheme non-

statutory severance pay’). 

 

Chapter 1 - General provisions 

 

Article 1 Definitions 

 

For the purpose of this scheme, the following definitions apply: 

a. Employer: 

The legal persons designated as such in the CLA.  

b. Person involved: 

The employee who is or has been employed by the employer on or 

after January 1, 2001 and to whom the CLA applied and who 

became unemployed due to dismissal within the meaning of the 

Unemployment Act. 

c. Employment: 

Insofar prior to January 1, 1996: The time that counts towards the 

pension calculation as of December 31, 1995, as referred to in the 

General Civil Pensions Act, if the person involved worked on 

December 31, 1995 under the conditions of permanent 

employment at the ABP, the Ministry of Foreign Affairs/DUO, the 

Ministry of Education, Culture and Science/UO, the Ministry of 

Defense/DSZM or the ABP-SZ-company, and who commenced 

employment on January 1, 1996 for an indefinite period of time at 

the Stichting Pensioenfonds ABP or at the Stichting USZO; Insofar 

on or after January 1, 1996: The time during which the person 

involved was working in employment at the Stichting 

Pensioenfonds ABP, Loyalis N.V., the Stichting USZO, USZO BV or 

USZO Diensten BV; Insofar on or after March 1, 2008: The time 

during which the person involved was working in employment at 

APG | Loyalis | Investment Services | Treasury; In all cases except 

the time: 

• Prior to a functional age-related dismissal, provided 

benefits are granted on account of that dismissal; 

• Taken into account for the calculation of the duration of 

tide-over allowances, benefits in respect of involuntary 

unemployment at the expense of the employer, non-

statutory benefits or similar benefits in nature and scope, 

not being unemployment benefits; 
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• Prior to an interruption in service time of more than one 

year, unless the person involved is entitled to subsequent 

benefits; 

• Referred to in Article 5.4. of the Pension scheme; 

• In stopped employment. 

For the determination of the service time, the service time referred 

to in Article D1, second Section of the General Civil Pensions Act 

that was in force on December 31, 1995 is also taken into account, 

when applicable. The request as referred to in Article D2 of the Act 

mentioned is deemed to be made. If and insofar the service time 

taken into account for the calculation of the non-statutory benefits 

is requited with a state pension, other than at the expense of the 

Stichting Pensioenfonds ABP, the duration and the amount of the 

non-statutory benefits will be recalculated starting the day on 

which this pension entered into force, with exclusion of that service 

time. 

d. Calculation basis: 

The daily salary for the unemployment benefits, without the 

maximum daily salary limit of Article 17 of the Social Insurance 

(Funding) Act and plus/minus the deduction/supplement ex Article 

28, Section 1 of the CLA. 

e. Supplement to unemployment benefits:  

The supplement to unemployment benefits, as referred to in 

Article 5 and Article 5a. 

 Supplement to sickness benefits:  

The supplement to sickness benefits, as referred to in Article 6. 

 Subsequent benefits:  

The subsequent benefits, as referred to in Article 8. 

 Non-statutory benefits:  

The supplement to the unemployment benefits and the 

supplement to the sickness benefits and the subsequent 

benefits. 

 Employment:  

Employment within the meaning of the Unemployment Act. 

 First day of unemployment:  

The first day of unemployment, as referred to in Article 16a of 

the Unemployment Act. 

 Pension scheme:  

The pension scheme Stichting Pensioenfonds ABP. 

 Pension: 

Pension within the meaning of the Pension scheme. 

 Tide-over allowances: 

The definition provided in Article 1, Part r, of the Law on 

Government Personnel under Employee's Insurances. 

 The WW:  

The Unemployment Act. 

 The ZW:  

The Sickness Benefits Act. 

 Minimum wage:  

The minimum wage, as referred to in Article 14, second 

Section, of the Unemployment Act. 
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 Salary-related benefits:  

Benefits in case of unemployment: The benefits as referred to 

in Chapter II of the Unemployment Act. 

 The OOW: 

The Law on Government Personnel under Employee's 

Insurances. 

 

Article 2. Limitation entitlements based on this scheme 

 

Insofar not determined otherwise in this scheme, this scheme does not 

give rise to entitlements insofar the person involved has lost working 

hours from an employment based upon which he or she is not a person 

involved. 

 

Article 3. Indexation 

 

The calculation basis is constantly reviewed in accordance with a 

general alteration of salary in the CLA. 

 

 

Chapter 2 - Mobility phase 

 

Article 4. Prevention and reintegration 

 

1. After the employer has met its obligations with respect to internal 

reintegration, the employer informs the employee who is eligible 

for dismissal due to reorganization, due to relocation of the 

service, the department or a part thereof, or due to incompetence 

or unsuitability for his or her position other than on the basis of 

sickness or physical defects, of the date on which the employee 

will be transferred to the mobility phase. 

2. The mobility phase has a duration of two years starting the 

commencement date of that phase. During the mobility phase, the 

employment continues and the employee will be paid the 

associated salary, as referred to in Article under n of the CLA, 

applicable on the commencement date of the mobility phase, on 

the understanding that, should supplements vary on a monthly 

basis, the average of the previous 12 months will be paid monthly. 

The employee will be relieved from the work performed until then 

and placed elsewhere. 

3. The reintegration unit prepares an action plan with respect to the 

activities to be performed by the employee during the mobility 

phase until the external reintegration. That action plan includes 

the rights, obligations, sanctions and times of assessment. No 

reasonable measure will be excluded in that action plan, not even 

the measure that an employee will be placed externally in order to 

gain experience in that external job. The employee is obliged to 

cooperate in the execution of the action plan, as if he or she would 

already have been dismissed. The unemployment scheme is 

therefore of corresponding application. The costs related to the 

mobility phase, including training and suchlike, shall be borne by 

the employer. 

4. If the employee accepts a job at a different employer during the 

mobility phase, other than as referred to in Section 3, or 

establishes himself/herself as an independent entrepreneur, he or 

she will be dismissed starting the commencement date of the 

employment at the new employer or starting the date of the 

establishment as an independent entrepreneur upon his/her 

request. He/she will then receive a bonus equal to the fixed income 
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the employer should have paid during the remainder of the 

mobility phase if the employee had not resigned starting the 

employment elsewhere or because of the establishment as an 

independent entrepreneur. Starting the datum of dismissal as 

referred to in this Section, the rights an employee may derive from 

the “Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment” shall lapse. 

5. During the mobility phase, an employee maintains the right to 

apply for an internal job vacancy available for external recruitment. 

6. If an employee accepts employment elsewhere and he/she is 

dismissed through no fault or action of him/her due to 

reorganization or because the new employer has filed for 

suspension of payment and/or bankruptcy within one year 

following the dismissal and he/she has to be dismissed because of 

that, he or she is entitled to the entitlements he or she could have 

derived from this scheme prior to the dismissal. The bonus 

received following the dismissal will be settled with those 

entitlements. 

7. If the employee, as referred to in this Article, has not resigned 

during the mobility phase, he or she will be dismissed starting the 

day following the last day of the mobility phase. The other 

provisions of this scheme will in that case apply to him/her. 

8. The provisions in this Article are of corresponding application in 

phase III of the Protocol Work and Income. 

Chapter 2A Non-statutory benefits 

 

Article 5. The entitlement to a supplement to the unemployment 

benefits 

 

1. The person involved who is entitled to benefits based on the 

Unemployment Act, excluding benefits based on Chapter IV WW, 

is entitled to a supplement to the unemployment benefits. 

2. The Articles 16, 19, 20, 21, 76 and 78 of the Unemployment Act are 

of corresponding application to the supplement, as referred to in 

the first Section. 

3. The entitlement, as referred to in Section 1, shall lapse if the 

person involved, whose employment was terminated or dissolved 

by the district court due to unsuitability or incompetence for 

his/her position, is demonstrably culpable of making no or 

insufficient efforts to improve his/her functioning during an 

improvement process. The employee will be notified in writing 

and substantiated of the expiry of that entitlement. 

4. The person involved may object against the decision of the 

manager to deny him/her the entitlement as referred to in Section 

1 based on the provisions in Section 3 in writing with his manager 

in accordance with the objections procedure.  
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Article 5a Duration and amount of the supplement to the 

unemployment benefits 

 

1. The supplement to the unemployment benefits ends starting the 

day on which the benefits end based on the Unemployment Act. 

2. Article 43 of the Unemployment Act is of corresponding 

application to duration of the supplement to the unemployment 

benefits. 

3. The benefits based on the Unemployment Act will be 

supplemented daily up to 80% of the calculation basis during the 

first 12 months, up to 75% of the calculation basis during the next 6 

months and up to 70% of the calculation basis for the remaining 

duration. 

4. For the determination of the duration of the periods, referred to 

in the third Section, during which a supplement up to 80% and 75% 

of the calculation basis takes place: 

 Article 43 of the Unemployment Act is not of corresponding 

application, and 

 The periods during which the person involved was entitled 

to a supplement to the sickness benefits are excluded if the 

person involved was ill on the date of dismissal or called in 

sick within one month following the time of his/her 

dismissal. 

5. Article 47 of the Unemployment Act, second and third Section, is 

of corresponding application to the amount of the supplement to 

the unemployment benefits. 

6. For the calculation of the amount of the supplement, the benefits 

based on the Unemployment Act are deemed to have been 

received in full if these were fully or partially denied on the basis 

of a legal provision or have not been paid or not been paid in full. 

 

Article 6 The entitlement to a supplement to the sickness benefits 

 

The person involved who is entitled to benefits based on the Sickness 

Benefits Act and who would have been entitled to a supplement to the 

unemployment benefits should he or she not been ill, is entitled to a 

supplement to the sickness benefits. 

 

 
Article 7 Duration and amount of the supplement to the sickness 

benefits 

 

1. The duration of the supplement to the sickness benefits is equal 

to the duration of the sickness benefits. If the entitlement to 

unemployment benefits cannot be reinstated following the 

termination of the sickness benefits because no payment duration 

remains, the supplement to the sickness benefits will end in 

deviation from the previous sentence as soon as the duration of 

the unemployment benefits would have expired should the 

person involved would not have fallen ill. 

2. The sickness benefits are supplemented up to the percentage, as 

referred to in Article 5a, third Section, which would have applied if 

the person involved would have remained or became 

unemployed. 

3. In deviation from the second Section, the benefits based on 

Article 3:8 of the Work and Care Act will be supplemented up to 

100% of the calculation basis. 
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4. For the calculation of the amount of the supplement to the 

sickness benefits, the benefits based on the Sickness Benefits Act 

are deemed to have been received in full if these were fully or 

partially denied on the basis of a legal provision or have not been 

paid or not been paid in full. 

 

Article 7a Legal obligations/sanctions 

 

In case an obligation or a sanction is imposed on the benefits the 

person involved receives pursuant to the Unemployment Act or 

pursuant to the Sickness Benefits Act, that obligation or sanction will 

also be imposed mutatis mutandis as a measure applied to the 

supplementary benefits. 

 

 

Article 8 The entitlement to subsequent benefits 

1.  

 The person involved who is entitled to a supplement to the 

unemployment benefits can, as soon as the end of the 

unemployment benefits has been reached, request to be eligible for 

subsequent benefits. The person involved is entitled to subsequent 

benefits if, calculated as of the commencement of the mobility 

phase, the duration of the benefits based on the Unemployment 

Act as indicated in the footnote(*) is shorter than his/her benefits 

duration based on service time under the condition that the 

dismissal was granted: 

- Within the framework of a reorganization, where it appeared 

not to be possible to redeploy the employee in a different 

position; 

- Due to relocation of the service or the department or a part 

thereof in which the employee was working; 

- Due to incompetence or unsuitability for his/her position, other 

than based on illness or physical defects, unless the person 

involved was not entitled to supplementary benefits because of 

the reason mentioned in Article 5, Section 3; 

- Due to unsuitability to perform his/her work because of illness; 

 

Unless the person involved: 

- In respect of that dismissal is entitled to pension for reaching 

the pensionable age; 

- Is entitled to WAO benefits or WIA benefits at that time, 

calculated as work disability of 80% or more; 

 

 In respect of that dismissal is entitled to a supplementation or WGA 

benefits. The person involved, who is entitled to WAO benefits on the 

date of dismissal, calculated as work disability of 80% or more, is 

entitled to non-statutory benefits starting the day on which the level 

of work disability has been determined at a percentage lower than 

80%. The amount and duration of the non-statutory benefits are 

determined as of the date of dismissal due to unsuitability to perform 

his/her work because of illness. 

 

 The person involved, who is entitled to WIA benefits on the date of 

dismissal, calculated as work disability of 80% or more, is entitled to 

non-statutory benefits starting the day on which the level of work 

disability has been determined at a percentage lower than 35%. The 

amount and duration of the non-statutory benefits are determined as 
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of the date of dismissal due to unsuitability to perform his/her work 

because of illness. 

 

 The benefits duration of the person involved based on service time is 

three months, multiplied by: 

- If he or she has not yet reached the age of 21 on the 

commencement date of the mobility phase: 18% of his/her 

service time; 

- If he or she is 21 years old on the commencement date of the 

mobility phase: 19.5% of his/her service time and increased by 

1.5% for every year of age; 

- If he or she is 60 years or older on the commencement date of 

the mobility phase: 78% of his/her service time, on the 

understanding that the then calculated benefits duration at least 

ends on the first day of the calendar month following the month 

the employee reached the pensionable age of 65 years old. 

 

 If the entitlement to unemployment benefits of the person involved 

following termination of a period of sickness benefits cannot be 

reinstated because no benefits duration remains, the subsequent 

benefits will commence, in deviation from the first sentence, as soon 

as the entitlement to a supplement to the sickness benefits has ended. 

 

2. The Articles 16, 19, 20, 21, 76 and 78 of the Unemployment Act are of 

corresponding application to the subsequent benefits. 

 

3. In deviation from the second Section, the entitlement to subsequent 

benefits does not end insofar the person involved: 

 Is entitled to benefits as referred to in Article 19, first 

Section, Part a or b of the Unemployment Act, or 

 Is not entitled to benefits as referred to in Article 19, first 

Section, Part a or b of the Unemployment Act due to the 

single fact that his/her insurance on the basis of the laws 

referred to has ended, or 

 Is not available to accept work in relation to a situation as 

referred to under a and b. This is the duration determined 

with application of the provisions in Article 42, Section one 

of the Unemployment Act as applicable on April 1, 2005, 

namely: 

To be calculated starting the first day on which the 

entitlement to benefits has arisen, is the duration of  

the salary-related benefits at an employment history of 

at least: 

- 4 years, six months 

- 5 years, nine months 

- 10 years, one year 

- 15 years, one and a half year 

- 20 years, 2 years 

- 25 years, two and a half years 

- 30 years, 3 years 

- 35 years, four years, and  

- 40 years, five years. 

 
 
Article 9 Duration and amount of the subsequent benefits 
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1. The duration of the subsequent benefits is equal to the amount of 

time with which the benefits duration based on service time, as 

referred to in Article 8, first Section, under D, exceeds the 

benefits duration based on the Unemployment Act*, minus three 

years. For the employee who is born before January 1, 1950 and 

who was an employee on April 1, 1997 within the meaning of the 

FPU scheme basic benefits and supplementary benefits (Article 4, 

Section 1 in conjunction with Section 3 of that scheme) and in 

respect of whom the first subsequent benefits end prior to 

reaching the age of 65, the subsequent benefits will be extended 

until the age of 65 has been reached. 

2. Article 43, first Section of the Unemployment Act is not of 

corresponding application to the duration of the subsequent 

benefits. The provisions in Article 5a, fourth Section of this 

scheme are of corresponding application with respect to the 

subsequent benefits. 

3. The subsequent benefits per day amount to the percentage of the 

calculation basis, as referred to in Article 5a, third Section, taking 

into account the period on which the person involved was already 

entitled to non-statutory benefits. 

4. Article 47, second and third Section of the Unemployment Act, is 

of corresponding application to the amount of the subsequent 

benefits. 

* See footnote in Article 8, Section 1 under A 

 

 

Article 9a Obligations/measures 

 

The obligations and sanctions pursuant to the Unemployment Act with 

respect to the unemployment benefits will be imposed mutatis 

mutandis as obligation or measure, or imposed on the subsequent 

benefits. 

 

Article 10 Invoking the entitlement to non-statutory benefits 

 

1. The Articles 22 up to 27 and 28 of the Unemployment Act are of 

corresponding application to the supplement to the 

unemployment benefits and to the subsequent benefits, except in 

the situation referred to in Article 8, third Section. 

2. The Articles 28, 30, 30a, 31, first Section, 37, 38a, first and fourth 

Section, 44, 45, 49 and 54 of the Sickness Benefits Act are of 

corresponding application to the supplement to the sickness 

benefits and to the subsequent benefits, except in the situation 

referred to in Article 8, third Section. 

3. If the person involved has not or nor properly met the obligation, 

referred to in Article 25 of the Unemployment Act, Article 31, first 

Section of the Sickness Benefits Act or Article 49 of the Sickness 

Benefits Act, the non-statutory benefits can be denied 

temporarily or permanently, fully or partially, by or on behalf of 

the employer with application of the provisions in Appendix 4. 

 
Article 11  Payment of the non-statutory benefits 

 

1. The Articles 30 up to 40 of the Unemployment Act are of 

corresponding application to the supplement to the 
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unemployment benefits and to the subsequent benefits, except in 

the situation referred to in Article 8, third Section. 

2. The Articles 31, second up to fifth Section, 32 up to 33b, 40 up to 

42, 47 up to 48, 50 and 85 of the Sickness Benefits Act are of 

corresponding application to the supplement to the sickness 

benefits and to the subsequent benefits, except in the situation 

referred to in Article 8, third Section. 

3. In the situation referred to in Article 8, third Section, Part a, the 

benefits to which the person involved is entitled, are deducted in 

full from the subsequent benefits. Article 7, fourth Section, is of 

corresponding application. This Section is also of application if the 

person involved was entitled to sickness benefits at the start of 

his/her subsequent benefits. 

 

 

Chapter 3 The death benefits 

 

Article 12 The death benefits  

 

1. If the person involved who is entitled to non-statutory benefits 

dies: 

 The death benefits, as referred to in Articles 36 and 36 of 

the Sickness Benefits Act and Article 23 of the 

Supplementary Benefits Act, will be supplemented up to 

100% of the calculation basis across a period of three 

months; 

 Death benefits are granted, if there is no entitlement to 

death benefits based on the Sickness Benefits Act only 

because the person involved is no longer insured pursuant 

to the Sickness Benefits Act, by means of corresponding 

application of Article 35 and Article 36, first Section of the 

Sickness Benefits Act. These benefits are supplemented in 

accordance with the provisions under a. 

2. The death benefits, as referred to in the first Section, are paid as 

soon as possible, but in any case within one month following the 

determination of the entitlement to the death benefits. 

3. Other amounts to which the surviving relatives are entitled in 

respect of or related to employments of the person involved are 

deducted from the death benefits, referred to in the first Section, 

insofar these employments or income from or related to these 

employments have led to a decrease of the unemployment 

benefits, the sickness benefits, the allowance based on the 

Supplementary Benefits Act or the non-statutory benefits of the 

person involved. 

4. Claims against the person involved in respect of undue payments 

based on this scheme will be settled with the death benefits. 

5. The Articles 33 up to 33b of the Sickness Benefits Act are of 

corresponding application to the death benefits insofar these are 

unduly paid. 

 

Chapter 4 Schemes to promote reintegration 

 

Article 13 Salary supplementation 

 

1. The person involved, whose entitlement to non-statutory benefits 

has ended in full or partially within the duration, referred to in the 

sixth Section, due to the commencement of a new employment, 

except for an employment relationship that is considered 
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employment pursuant to Article 4 and 5 of the Unemployment 

Act, is entitled to salary supplementation if the salary in his/her 

new employment is less than the calculation basis. 

2. The first Section also applies to the person involved who is not 

entitled to non-statutory benefits but who would have had this 

entitlement should he/she not have accepted a new employment. 

For the application of the First Section, this person involved is 

treated as if he/she would have been entitled to non-statutory 

benefits subsequent to his/her loss of working hours. 

3. In deviation from the first and second Section, the person 

involved is not entitled to salary supplementation if his/her non-

statutory benefits have been or would have been permanently 

denied in full. 

4. The entitlement to salary supplementation ends: 

 Insofar the person involved loses working hours and the 

entitlement to continued payment of salary on those 

working hours from his/her new employment; 

 As soon as the person involved loses the entitlement to 

salary payment from his/her new employment while that 

employment continues to exist; 

 Starting a calculation period as referred to in the seventh 

Section, if the salary in the new employment on that 

calculation period is no longer lower than the calculation 

basis; 

 As soon as the circumstance, as referred to in this third 

Section, occurs; 

 As soon as the duration of the salary supplementation has 

lapsed. 

5. If the entitlement to salary supplementation has ended based on 

the fourth Section, Part a, b or c, the person involved is again 

entitled to salary supplementation if the circumstance causing the 

termination of the entitlement has ceased to exist and the person 

involved meets the conditions, laid down in the first or second 

Section and the third Section within the duration, as referred to in 

the sixth Section, again. On a period in which an entitlement to 

salary supplementation exists based on more than one 

entitlement to non-statutory benefits, only the highest 

entitlement to salary supplementation will lead to payment. 

 

6. The duration of the salary supplementation is: 

 For the person involved, as referred to in the first Section, 

no later than until the end of the duration of the non-

statutory benefits, as determined on the first day of 

unemployment; 

 For the person involved, as referred to in the second 

Section, no later than until the end of the duration of the 

non-statutory benefits to which he/she would have been 

entitled if he/she would have become unemployment 

immediately after his/her loss of working hours as a person 

involved. 

7. The calculation period of the salary supplementation is the part of 

a calendar month on which the person involved is entitled to 

salary from his new employment and in which the duration, as 

referred to in the sixth Section, has not yet lapsed. 
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8. The salary supplementation is equal to the difference between 

the continued salary in the new employment and the calculation 

basis, both reduced to the amount applicable on the calculation 

period. 

9. In deviation from the eighth Section, the calculation basis, if the 

new employment has less hours per week than the non-statutory 

benefits to which the person involved was entitled or would have 

been entitled, for the calculation referred to in the eighth Section 

is multiplied by the hours per week of the new employment 

divided by the hours per week of the entitlement to non-statutory 

benefits to which the person involved was entitled or would have 

been entitled to. If the new employment has no fixed hours or 

fixed average hours per week, this calculation takes into account 

the average hours per week in this calculation period, as referred 

to in the seventh Section. This section is not applied if the hours 

per week of both the new employment and the entitlement to 

non-statutory benefits are equal to the hours of a full 

employment. 

10. The person involved who wants to be considered for salary 

supplementation is obliged to do the following: 

 Submit a request for salary supplementation within three 

months after the entitlement to salary supplementation 

arises; 

 Comply with the control requirements salary 

supplementation determined by the employer according to 

Appendix 1; 

 Sufficiently try to obtain suitable employment against a 

higher salary and, should such employment be offered to 

him/her, accept that employment. If the person involved 

does not meet these obligations, the Articles 23 and 27 of 

the Unemployment Act are of corresponding application. 

11. Article 25 of the Unemployment Act is of corresponding 

application to the salary supplementation. If the person involved 

has not or nor properly met the consequential obligations, the 

salary supplementation can be denied temporarily or 

permanently, fully or partially, by or on behalf of the employer 

with application of the provisions in Appendix 4. 

12. The salary supplementation will be paid per month in arrears. The 

Articles 30 and 36 up to 40 of the Unemployment Act are of 

corresponding application to the payment of the salary 

supplementation. 

13. For the application of this Article: 

 A salary supplementation to which the person involved is 

entitled on any other account or any other benefit similar in 

nature and scope to this benefit is deemed to be part of the 

salary in the new employment; 

 The salary in the new employment is determined in the 

same way as the calculation basis. 

 

Article 14 Non-statutory benefits in case of unemployment from a new 

employment 

 

1. Insofar the person involved who is entitled to non-statutory 

benefits after accepting a new employment: 

 Becomes unemployed again and has a new entitlement to 

unemployment benefits within the duration referred to in 

the fourth and fifth Section, 
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 Is entitled to sickness benefits and would have obtained a 

new entitlement to unemployment benefits as referred to 

under a if he/she would not have been sick, his/her 

entitlement to non-statutory benefits is reinstated in 

accordance with this article. 

2. If the person involved is not entitled to non-statutory benefits as a 

person involved in respect of his/her loss of working hours, but 

would have had this entitlement should he/she not have accepted 

a new employment, he/she is entitled to non-statutory benefits in 

accordance with this Article insofar he/she: 

 Obtains an entitlement to unemployment benefits within 

the duration of the non-statutory benefits as would apply 

to him/her as of the date of the loss of working hours as a 

person involved, or 

 Is entitled to sickness benefits and would have obtained an 

entitlement to unemployment benefits as referred to under 

a if he/she would not have been sick. 

3. The non-statutory benefits, as referred to in the second Section, 

are permanently denied in full if it would have been permanently 

denied in full should no entitlement to unemployment benefits 

have arisen as a result of the loss of working hours as a person 

involved. 

4. The duration of the non-statutory benefits, as referred to in the 

first and second Section, is as follows: 

 For the person involved, as referred to in the first Section, 

no later than until the end of the duration of his/her non-

statutory benefits, as determined on the first day of 

unemployment; 

 For the person involved, as referred to in the second 

Section, no later than until the end of the duration of the 

non-statutory benefits to which he/she would have been 

entitled if he/she would have become unemployment 

immediately after his/her loss of working hours as a person 

involved. 

5. Article 43 of the Unemployment Act is not of corresponding 

application to the duration of the benefits, referred to in the 

fourth Section. 

6. The amount of the non-statutory benefits is equal to the 

percentage of the calculation basis, referred to in Article 5a, third 

Section, or Article 9, third Section, that 

 Would have been of application to the person involved, 

referred to in the first Section, if he/she would have had an 

uninterrupted entitlement to non-statutory benefits 

starting the first day of unemployment; 

 Would have been of application to the person involved, 

referred to in the second Section, if he/she would have had 

an uninterrupted entitlement to non-statutory benefits as a 

person involved as of the loss of working hours. 

7. As long as and insofar the person involved is simultaneously 

entitled to non-statutory benefits based on this Article and 

unemployment benefits, sickness benefits, any other non-

statutory benefits or a benefit similar in nature and scope to this 

benefit, the non-statutory benefits based on this Article have the 
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nature of a supplement up to the percentage, referred to in 

Article 5a, third Section, or Article 9, third Section, that applies to 

the person involved based on the fifth Section. Article 5a, sixth 

Section, is of corresponding application. 

 

Article 15 Surrender 

 

1. Upon request of the person involved, the entitlement to non-

statutory benefits can be surrendered in accordance with the 

provision in Appendix 2. 

2. If the entitlement to non-statutory benefits has been surrendered 

as of a certain point in time, the person involved no longer has 

any entitlement based on this scheme on the period starting that 

point in time, as long as he/she has not obtained a new 

entitlement to non-statutory benefits based on this scheme. 

 

 

Article 16 Reimbursement of relocation costs 

 

A one-off reimbursement can be granted to the person involved who 

will be performing work upon his/her request of the costs of a thereto 

required relocation, according to the provisions in Appendix 3. 

 

 

Chapter 5 - Final provisions 

 

Article 17 Adjustment payment percentages in case of alteration 

of the payment percentages based on the Unemployment Act 

 

If the level of the benefits pursuant to the Unemployment Act is 

subject to a general alteration, the CLA partners will discuss the 

possible consequences for this scheme. 

 

Article 17a Implementing provisions 

 

1. In cases not covered by this scheme, the employer decides. 

2. In exceptional individual cases the employer - taking into account 

the facts and circumstances - may deviate favorably from the 

provisions in this scheme. 

3. The provisions with respect to work disability only apply insofar 

possible upon concurrence of the law WIA (Law on Work and 

Income in accordance with Capacity for Work). 

 

 

 

Article 18 Transitional provisions 

 

1. With respect to severance payments granted on a date prior to 

the commencement date of phase 2 of the Law on Government 

Personnel under Employee's Insurances, namely January 1, 2001, 

the scheme as applicable on December 31, 2000, remains in force. 

2. The Scheme non-statutory entitlements in case of unemployment 

ABP | Loyalis shall lapse as of October 1, 2006. 

3. The Scheme non-statutory entitlements in case of unemployment 

ABP | Loyalis continues to apply to employees for whom the 

termination of employment was recorded in writing prior to 

October 1, 2006 with effect on or after October 1, 2006, which 

shows from a request submitted to the CWI (Center for Work and 
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Income) for a dismissal permit prior to October 1, 2006 or from a 

request submitted to the district court for dissolution of the 

employment prior to October 1, 2006. 

4. The scheme continues to apply to persons involved to whom a 

non-statutory benefit was granted prior to October 1, 2006, based 

upon which they receive non-statutory benefits. 

5. The mentioned scheme and the related implementing provisions 

continue to apply to persons involved whose dismissal 

commenced prior to January 1, 2007 and to whom a 

supplementation was granted with application of the 

Supplementation scheme partially disabled persons ABP | Loyalis, 

as applicable on December 31, 2006. 

 

 

Article 19 Entry into force and reference title 

 

This scheme can be referred to as “Scheme prevention, reintegration 

and non-statutory entitlements in case of unemployment”. 

 

Appendix 1 

 

Control requirements as referred to in Article 14, tenth Section of the 

Scheme prevention, reintegration and non-statutory entitlements in 

case of unemployment. 

 

Article 1 

 

For the purpose of these requirements, the following definitions apply: 

 Employer, person involved: The definition provided for in 

the Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment; 

 Salary supplementation: A salary supplementation as 

referred to in Article 14 of the Scheme prevention, 

reintegration and non-statutory entitlements in case of 

unemployment; 

 ASP: The entity appointed by employer to implement the 

Scheme prevention, reintegration and non-statutory 

entitlements on his behalf. 

 

Article 2 

 

The person involved who wants to be eligible for salary 

supplementation, submits a request to the ASP. This request is made 

by means of an application form made available by ASP that has been 

filled out completely and correctly, containing the appendices 

requested and signed by the person involved. 

 

Article 3 

 

The person involved who submitted a request for salary 

supplementation is obliged to: 

 Report periodically, at the times and in the way ordered by 

ASP, on the work performed and the income received from 

those activities on the period in which he/she claims salary 

supplementation; 

 Appear upon request of ASP at an indicated time and place; 
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 Facilitate inspection by ASP employees who are able to 

identify themselves by means of an authorization to that 

end; 

 Immediately inform ASP of an alteration in place of 

residence; 

 Allow access to and provide copies at cost of books, 

documents, papers and other data carriers upon request of 

ASP, insofar these data may be relevant for the entitlement 

to salary supplementation or for the amount of the salary 

supplementation paid to the person involved; 

 Submit statements to ASP upon request supplied and 

signed by his/her new employer or new employers or 

relevant third parties in which the correctness of the data 

provided by the person involved with respect to the salary 

supplementation is confirmed. 

  

Appendix 2 

 

Rules with respect to surrender of the entitlement to non-statutory 

benefits as referred to in Article 16 of the Scheme prevention, 

reintegration and non-statutory entitlements in case of 

unemployment. 

 

Article 1 

 

For the purpose of these rules, the following definitions apply: 

 Employer, person involved, calculation basis, non-statutory 

benefits, Unemployment Act, Sickness Benefits Act: The 

definition provided for in the Scheme prevention, 

reintegration and non-statutory entitlements in case of 

unemployment; 

 Surrender: Surrender as referred to in Article 16 of the 

Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment; 

 Date of surrender: The date as of which the entitlement to 

non-statutory benefits is surrendered; 

 ASP: The entity appointed by employer to implement the 

Scheme prevention, reintegration and non-statutory 

entitlements on his behalf. 

 

 

 

 

Article 2 

 

The person involved is able to surrender his/her entitlement to non-

statutory benefits for the remaining duration if he/she starts 

performing work as an independent entrepreneur or expands his/her 

existing work as an independent entrepreneur. 

 

Article 3 

 

1. The person involved who wants to surrender his/her entitlement 

to non-statutory benefits, submits a surrender request to ASP, 

signed by him/her. This request contains the reason for surrender 

and the desired date of surrender. 
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2. The person involved can withdraw his/her request for surrender 

as long as the lump sum has not been paid yet. ASP confirms the 

receipt of the withdrawal in writing to the person involved. 

 

Article 4 

 

1. Within one month following the date of surrender requested by 

the person involved or, should this be later, within one month 

after ASP received the request for surrender, ASP will inform the 

person involved in writing on the intended decision, if: 

 It has the intention to honor the request, or 

 ASP is of opinion that there is a reason not to honor the 

request as of the date of surrender mentioned by the 

person involved, but as of another date. This 

communication by ASP contains the amount of the lump 

sum that would apply to the intended decision and provides 

the person involved with a reasonable period to confirm, 

adjust or withdraw his/her request for surrender. 

2. ASP takes a decision on the request for surrender as soon as 

possible following the receipt of a confirmation or adjustment as 

referred to in the first Section. 

3. ASP will deny the request for surrender if the person involved 

despite repeated requests: 

 Has not duly demonstrated that a circumstance has 

occurred as referred to in Article 2, or 

 Is not responding to the communication as referred to in 

the first Section. 

 

Article 5 

 

1. The lump sum will be determined at 30% of the amount of non-

statutory benefits the person involved would have received as of 

the date of surrender if the circumstances, referred to in Article 2, 

that are cause for the person involved to submit a request for 

surrender would not have occurred. 

2. For the calculation of the lump sum, the following consequences 

will not be taken into account: 

 Indexations of the calculation basis on a date after the date 

of surrender; 

 A possible entitlement of the person involved to benefits 

based on the Sickness Benefits Act on or after the date of 

surrender; 

 Other circumstances occurring on or after the date of 

surrender, insofar these circumstances have no effect on 

the non-statutory benefits on the period prior to the date 

of surrender. 

Article 6 

 

1. The lump sum will be paid within one month following the 

communication of the decision to honor the request for surrender 

in writing to the person involved. 

2. Claims against the person involved in respect of undue paid 

amounts based on the Scheme prevention, reintegration and non-
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statutory entitlements in case of unemployment can be settled 

with the lump sum payment. 

3. The Articles 36 up to 36b of the Unemployment Act are of 

corresponding application to the lump sum insofar this is unduly 

paid. 

  

Appendix 3 

 

Rules with respect to the reimbursement of relocation costs as in 

Article 17 of the Scheme prevention, reintegration and non-statutory 

entitlements in case of unemployment. 

 

Article 1 

 

For the purpose of these rules, the following definitions apply: 

 Employer, person involved, non-statutory benefits: The 

definition provided for in the Scheme prevention, 

reintegration and non-statutory entitlements in case of 

unemployment; 

 Travel distance: The distance between the place of resident 

and the work location, determined in the way as is usual for 

the income tax at the time of the decision to the request of 

the person involved; 

 ASP: The entity appointed by employer to implement the 

Scheme prevention, reintegration and non-statutory 

entitlements on his behalf. 

 

Article 2 

 

1. The person involved is entitled to reimbursement of relocation 

costs if: 

 He/she is entitled to a non-statutory benefit that is not 

permanently denied in full and of which the duration is not 

expiring or without the acceptance of work would have 

been expired within 12 months following the 

commencement date of the work, and 

 He/she accepts work that expectedly will last at least 12 

months, and 

 Those activities lead to termination of his/her entitlement 

to non-statutory benefits for at least half the number of 

hours per week to which he/she was entitled immediately 

prior to the commencement of that work, and 

 Relocation is necessary in order to accept that work. 

2. Relocation is deemed to be necessary for the acceptance of work 

if those activities consist of a new employment, the person 

involved is required to live within a certain area in respect of this 

employment, the person involved is living outside that area and 

he/she is relocating to that area. 

3. Relocation is also deemed to be necessary for the acceptance of 

work if the travel distance between the place of residence of the 

person involved and his/her location for the work prior to the 

relocation is at least 50 kilometers and after the relocation no 

more than 15 kilometers. 

 

Article 3 
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1. The person involved who wants to be eligible for reimbursement 

of relocation costs submits a request signed by him/her to ASP. 

The request contains the nature, the hours per week, the 

commencement date and the location of the work, the relocation 

date and the new home address. 

2. A request for reimbursement of relocation costs will not be 

processed anymore if it was received by ASP more than 6 months 

after the relocation it concerns. 

3. The person involved provides ASP upon request with proof of 

his/her relocation and of other facts and circumstances that may 

be of importance for the entitlement and the amount of the 

reimbursement of relocation costs. 

4. ASP will respond with its decision to the request for 

reimbursement of the relocation costs within one month 

following the relocation or, if this is later, within a month 

following the receipt of the request for reimbursement of 

relocation costs. 

 

Article 4 

 

1. The reimbursement of relocation costs is € 1,361.34. 

2. If the person involved receives a reimbursement of relocation 

costs in relation to his/her new work on any other account, that 

reimbursement will be deducted from the amount referred to in the 

first Section. 

 

 

Article 5 

 

1. The reimbursement of relocation costs will be paid within one 

month after the request for reimbursement of relocation costs is 

honored in writing to the person involved or, if that is later, within 

one month following the relocation. 

2. Claims against the person involved in respect of undue paid 

amounts based on the Scheme prevention, reintegration and non-

statutory entitlements in case of unemployment can be settled 

with the lump sum payment of the reimbursement of relocation 

costs. 

3. The Articles 36 up to 36b of the Unemployment Act are of 

corresponding application to a reimbursement of relocation costs 

this is unduly paid. 

 

  

Appendix 4 

 

Scheme sanctioning infringement duty of information as referred to in 

Article 10, third Section and Article 14, eleventh Section of the Scheme 

prevention, reintegration and non-statutory entitlements in case of 

unemployment. 

 

 

Article 1 Definitions 

 

For the purpose of this scheme, the following definitions apply: 

 Employer, person involved, non-statutory benefits, salary 

supplementation, Unemployment Act, Sickness Benefits 

Act: The definition provided for in the Scheme prevention, 
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reintegration and non-statutory entitlements in case of 

unemployment; 

 Duty of information: The obligation, referred to in Article 25 

of the Unemployment Act, Article 31, first Section of the 

Sickness Benefits Acts or Article 49 of the Sickness Benefits 

Act, insofar these provisions are of corresponding 

application to non-statutory benefits or the salary 

supplementation; 

 Detriment amount, fine, category: The definition provided 

for in the Penalty decision social security legislation; 

 Measure: A full or partial refusal of the non-statutory 

benefits or the salary supplementation as referred to in 

Article 3; 

 Pressing reason: A pressing reason as referred to in the 

Unemployment Act and the Sickness Benefits Act; 

 ASP: The entity appointed by employer to implement the 

Scheme non-statutory entitlement on his behalf. 

Article 2 Warning 

 

If a written warning would have been sufficient with respect to the 

non-fulfillment or improper fulfillment of the duty of information 

pursuant to the Unemployment Act or the Sickness Benefits Act, the 

person involved will be given a written warning. 

 

 

Article 3 Measures 

 

1. If pursuant to the Unemployment Act or the Sickness Benefits Act 

with respect to the non-fulfillment or improper fulfillment of the 

duty of information: 

 A fine would have been imposed of the first or second 

category, the non-statutory benefits respectively the salary 

supplementation is refused during 13 weeks; 

 A fine would have been imposed of the third or fourth 

category, the non-statutory benefits respectively the salary 

supplementation are refused during 26 weeks; 

 A fine would have been imposed of the fifth or a higher 

category, the non-statutory benefits respectively the salary 

supplementation is refused permanently in full. 

2. For the determination of the category of fine that would have 

been imposed, the calculation of the detriment amount excludes 

the benefits pursuant to the Unemployment Act and the Sickness 

Benefits Act and independently takes into account the non-

statutory benefits and the salary supplementation. 

3. The measures, referred to in the first Section shall take effect 

upon the start of the period on which the person involved has not 

fulfilled or improperly fulfilled the duty of information with 

respect to his/her non-statutory benefits respectively salary 

supplementation. If this involves multiple periods, the detriment 

amount on those periods will be aggregated and the measure 

takes effect upon the start of the first of those periods. Periods 

on which a measure has already been imposed or a written 

warning is given or to which Article 4, first Section applies, will be 

excluded. 

 

Article 4 Culpability 
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1. If the person involved has not fulfilled or improperly fulfilled the 

duty of information and he/she is not at all culpable of this failure, 

no measure will be imposed and no written warning is given. 

2. If ASP, considering the extent to which the person involved can 

be found culpable of infringement of the duty of information, 

deems the measure determined based on Article 3 too severe, the 

measure immediately below can be imposed. For the application 

of Article 3, Section 1 under a, this means a written warning is 

sufficient. 

 

 

Article 5 Repeated infringement 

 

If the person involved was notified in writing that a measure was 

imposed on him/her based on this scheme and he/she again infringes 

the duty of information within two years following this 

communication, ASP may impose the measure immediately above. 

 

 

Article 6 Pressing reason 

 

If pressing reasons exist, ASP may decide to refrain from imposing a 

measure. 
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Appendix 6 – On-call employees call center  

 
As the nature of the on-call work involves flexible deployment, 

dependent on the supply of work, the following rules apply to on-call 

employees working in the call center: 

 

 The weekly schedule for the following week is established 

every Thursday; 

 The schedule will be established on the basis of and taking 

into account the days and hours on which an employee has 

indicated he/she is available; 

 The working hours per week vary from a minimum of 12 

hours to a maximum of 38 hours per week; 

 The variable working hours do not apply to them; 

 The business hours are those prevailing within the company 

stipulated in Chapter 2.1.2; 

 The gross annual hours of work will be established on the 

basis of the average hours of work per week, i.e. 52 x .... 

hours = .... hours. The gross annual hours of work include 

the public holidays referred to in Chapter 5.2 of the APG 

Groep CLA and the holiday hours for one calendar year; 

 On public holidays – should these be on a working day – the 

employee will be deemed to have worked a standard 3 

hours; 

 

 

 

 Overtime will be deemed hours worked: 

• Outside business hours; 

• Within business hours, but hours exceeding 8 hours of 

work on one working day; 

• Special leave due to unexpected circumstances. If the 

circumstance arises on a day that the employee in 

question is scheduled to work, the scheduled hours 

count as special leave. 

 

  



 

 85/87 
 

 

Appendix 7 – Social Plan    

  



 

  
 

 

As further agreed upon on June 3, 2026, Zaltbommel; 

 

 

On behalf of APG,   On behalf of the trade unions, 

 

 

 

 

 

APG Groep N.V.   FNV  

APG Pensioendienstverlening N.V. 

APG Asset Management N.V. 

    

   De Unie 

 

 

    

   VCPS 

 

 

    

DOOR  

 


