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N.B.: References in these Implementation Regulations to individuals, job titles 
and suchlike in the masculine, are also understood to include the feminine 
equivalent. 

 
In the event of an inconsistency with the written Dutch text of these 
Implementation Regulations, the written Dutch text prevails, unless 
explicitly stated otherwise.  
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IR – 1 GENERAL PROVISIONS and LEGAL POSITION 
 

= = = = = = = = = = = = = = = = = = = = = = = = = = = = = 

General 
Preamble 
The legal position of FOM employees is essentially defined by the Collective 
Labour Agreement for Research Centres (in Dutch the CAO-OI) and the Dutch 
Civil Code. IR 1 includes matters that have to be established as a consequence of 
the CAO-OI or legislation, or else because they are needed to regulate consul-
tation on the FOM Implementation Regulations (IR), or else because they are 
needed in order to comply with or implement the employer's obligations.  
 
Article 1 – Term of validity and alterations 
 
1 –  The term of validity of these FOM Implementation Regulations is from 1 July 

2014 to 30 June 2017. All previous FOM Implementation Regulations have 
lapsed with the introduction of the FOM Implementation Regulations as of 
1 July 2014.  

 
2 –  As of 1 September 2014 

- the allowance for (mobile-) internet, as mentioned in IR-3 article 20.1, 
will be increased from € 20 to € 25 per calendar month. 

- a contribution in costs of employment of € 15 net per calendar month will 
be allotted to every employee (IR-3 article 23). 

- the contribution in commuting costs, mentioned in IR-3 article 2.2, will 
be increased from € 0.15 to € 0.17. 

- the percentage mentioned in IR-3 article 15.2b regarding foreign busi-
ness trip subsistence allowance, will be decreased from 70 percent to 
50 percent. This percentage will increase to 60 percent as of 1 Septem-
ber 2015 unless an evaluation has taken place to the effects of the 
decrease. 

- the factor mentioned in IR-8 article 2.1 will change from 3.4 to 3.25. At 
the same time the additional allowance for a cohabiting partner will in-
crease from 20 percent to 25 percent of the secondment allowance. 

- Some amounts in the IR will be indexed by three percent:  
* IR-3 article 15.3 and 15.4: hospitality allowances for family or friends; 
* IR-8 article 4 table 3 the compensation for transportation costs; 
* IR-8 article 6; 

o the maximum additional costs for children under 21 years old stay-
ing at home or children aged 21 or older who receive study grants; 

o the maximum additional costs for children younger than 21 years 
that move house with their parents; 

o the maximum compensation for property in the Netherlands for a 
secondment less than two years; 

o compensation for the rental amount for more expensive appropriate 
housing abroad; 

o the maximum of other additional costs (such as study costs etc.). 
* IR-15 article 7.2 the additional allowance for Internal Mobility. 
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3 -  The usual term of validity of the FOM Implementation Regulations is three 
years, provided that a discussion may take place once each year on whet-
her there are reasons for agreeing to interim amendments on the basis of 
developments in the CAO-OI or legislation. 
The FOM Implementation Regulations may be amended, subject to the 
appropriate consultation procedures, by a decision taken by or on behalf of 
the Executive Board or on the basis of statutory regulations. The FOM 
Implementation Regulations as a whole are presented to the COR for con-
sent in agreement with Article 27 of the WOR. 
The FOM Implementation Regulations remain valid until a new set of Imple-
mentation Regulations has been agreed upon with adherence to the valid 
consultation procedures.1 

 
4 -  The FOM Implementation Regulations will be referred to as the 'FOM-IR'. 
 
 
Article 2 – Scope of Implementation Regulations and Hardship clause  
 
1 -  The FOM-IR applies to every labour agreement between FOM and an emplo-

yee unless the labour agreement states otherwise. 
 
2 –  In addition to this the current version of the CAO for Research Centres 

(CAO-OI) applies to the employees. 
 
3 -  If the FOM-IR does not provide for a specific circumstance in an individual 

case or would result in obvious unfairness, the Head of the Central Perso-
nnel Department may deviate from the regulation, or make different rules 
favouring the employee, either on his own initiative or on a written request 
from the employee. 

 
 
Article 3 – Medical examination and psychological examination  
 
1 -  Medical examination (art. 2.2, CAO-OI)  

The results of the medical examination will be communicated to the emplo-
yee concerned within 14 days of being finalised. These results determine, in 
principle, whether or not the employment agreement will be concluded.  
A re-examination may take place at the employee's request.  

 
2 -  Psychological examination  

A psychological examination may be part of an application procedure. The 
examination will be performed by a bureau observing the professional stan-
dards included in the Professional Code of Ethics for Psychologists formula-
ted by the Dutch Association of Psychologists. 

 
3 -  Costs 

The costs of the examinations specified in Paragraphs 1 and 2 will be met 
by the employer. Compensation for travelling and accommodation expenses 
will be in accordance with the rules on business travel in IR 3 (Business tra-
vel at home and abroad).  

                                                           
1 In accordance with the Company Agreement COR and FOM d.d. 4 June 2003 
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Article 4 – Grounds of Conscience 
 
An employee may refuse to perform a specific instruction on grounds of consci-
ence. The employer will make every effort to find a solution in consultation with 
the employee. If such consultations do not lead to an acceptable result according 
to the employer's opinion, it may ultimately result in the termination of the 
employment. 
 
 
Article 5 – Working for third parties/additional jobs 
(see Art. 1.6.6, CAO-OI)  
 
1 -  'Additional jobs' are understood to be all work undertaken by the employee 

in addition to his own job, whether such work is done within the employer's 
normal working hours or otherwise. 

 
2 -  The employee must obtain specific prior permission to do an additional job 

if:  
- the additional job is done wholly or partly within the employer's normal 

working hours; or  
- the additional job is related to the employee's function (work coinciding 

or associated with the work that is given to the employee in the context 
of his function). 

 
3 -  The employer will assess the acceptability of the additional job against the 

job description for the employee's function as well as against the content of 
this article. 

  
4 –  The permission to do an additional job within normal working hours can be 

subjected to the following conditions: 
- reduction of the employment; 
- attribution of special leave (paid, partly paid or unpaid); 
 taking holiday leave; 
- (partial) remittance to the employer of any compensation received by the 

employee (including income from copyright, patent rights and royalties). 
 
5 -  If the employee performs the additional job outside normal working hours, 

permission will, in principle, be granted unless:  
- the additional job has or might have an adverse impact on the emplo-

yee's actual job/function; 
- the additional job is in conflict with the employee's work, or the objecti-

ves of the employer, the institute or the research project; 
- there is a conflict of interests or incompatibility with the employee's 

function, or if such a situation could possibly arise. 
 
6 -  The employer maintains the right to withdraw any permission previously 

granted for doing additional jobs, as long as the employer states the rea-
sons for doing so and allows a reasonable period for completing the job in 
question. 
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Article 6 – Scientific Integrity and research results  
(art. 1.6.2 CAO-OI) 
 
1 –  Employees performing research are obliged to adhere to the Netherlands 

Code of Conduct for Scientific Practice drawn up by the VSNU on 25 October 
2004 and revised in May 2012. 
The FOM procedure What to do when a 'Breach of Scientific Integrity' is 
suspected must be adhered to in case a breach of scientific integrity is sus-
pected. 

 
2 -  Patents or patent claims arising from discoveries made in the context of a 

project financed by the employer are the employer's property unless there 
is a written agreement to the contrary.  
If a discovery of economic value is made in the context of a project financed 
or part-financed by the employer, the employee is obliged to inform the 
employer of this immediately.  
Neither the employee nor researchers appointed by the employer to work 
with him will undertake any negotiations regarding knowledge generated 
during the project financed by the employer, nor will they conclude any 
agreements with third parties, such as companies, without explicit per-
mission from the employer. The employee is entitled and obliged to observe 
appropriate reserve towards third parties in order to avoid premature dis-
closure of his results.  

 
3 -  All results not covered by Paragraph 2 are public, subject to assessment by 

or on behalf of the employer.  
 
4 -  The method and timing of publication of the results specified in Paragraph 2 

will be determined by the employer after consultation with the employee. 
 
5 –  The employer is only entitled to impose universal or partial confidentiality 

on the employee in writing if the employer considers it to be of importance 
to FOM. Such confidentiality will apply in relation to everyone, apart from 
employees designated by the employer to work with him, and will relate to 
everything of which the employee becomes aware concerning the nature 
and results of his own research as well as that of others. The employer is 
entitled to relieve the employee in full or in part of this obligation, in 
writing, at a later stage. 

 
6 -  The employer is entitled to exploit these results and to acquire protected 

rights in relation to them or, put briefly, to do anything the employer deems 
appropriate as owner, subject to the provisions of Section 12.6 of the Dutch 
Patent Act. If the employee or a group of employees so desire, his or their 
names will be included in the patent papers as inventor(s). 

  
7 - In the event that the employer receives extraordinary income from 

exploitation of the matters referred to in the previous paragraph, a single 
payment, to be determined by the employer, will be made to the relevant 
employees, subject to the provisions of Section 12 of the Dutch Patent Act 
1995. 
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Article 7 - Dereliction of duty and disciplinary actions  
(art. 11.1 et seq. and CAO-OI art 7: 611, 7:650 et seq. Civil Code)  
 
1 -  The employer is entitled to impose a disciplinary action in writing and with 

reasoned opinions on an employee who fails to fulfil his allocated duties and 
the associated obligations or who commits a dereliction of duty in some 
other way. 

 
2 –  The reduction of the right to annual holiday leave ex article 11.1.3 sub b. of 

the CAO-OI amount to a maximum of one third of the number of days to 
which there is a claim in the relevant year. 

 
3 –  Suspension according to article 11.1.3 sub e. of the CAO-OI may be accom-

panied with a denial of access to the workplace. 
 
4 -  From the date on which the disciplinary measure is communicated to him, 

an employee has five working days to respond in writing to the employer 
before the disciplinary measure is imposed and implemented. The employee 
may also indicate that he wishes to provide a verbal explanation. 
If a disciplinary measure is imposed on the employee, all costs incurred by 
him in this context will be his financial responsibility. 
The employer guarantees that employees assisting the employee concerned 
in such proceedings will not suffer any adverse consequences to their 
careers with the employer. 
 

5 - If a disciplinary measure is imposed due to a breach of legislation relating to 
sickness and employment disability (such as ZAOI and Wet Verbetering 
Poortwachter and such), the measures to be imposed will be those specified 
in this specific legislation. This might involve a deviation from the above-
mentioned Paragraphs 1 to 4. 

Salary and allowances 
 

Article 8 - Authorisations regarding the determination of salary scales, salary 
grades and allowances  

(art. 3.2 and 3.8 CAO-OI)  
 
1 –  An employee's salary scale is determined by or on behalf of the Head of the 

Central Personnel Department, who is authorised to do so by the Director of 
FOM.  

 
2 -  Notwithstanding the provisions in Paragraph 1, salary scales for permanent 

scientific personnel and (institute) directors allocated to a position at scale 
level 12 or higher are determined on the basis of a proposal by the Head of 
the Central Personnel Department, by or on behalf of the Executive Board. 

 
3 -  Salary or a bonus as defined in Article 3.7 CAO-OI, or an allowance as defi-

ned in Articles 3.8 CAO-OI, or a payment for extra services are awarded by 
or on behalf of the Head of the Central Personnel Department.  
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Employment 
(see Chapter 2, CAO-OI) 

 
Article 9 - Extension of employment (see Article 2.11 and 2.12 CAO-OI)  
 
1 – From the Agreement FOM-COR follows that in case members of a (Central) 

Works Council/Committee are fixed-term workers, their employment agree-
ment is liable to extension. The maximum length of this extension corre-
lates with the exemption of duties. In case of a full time working week this 
translates to (the total rounded off in months): 
- For work in the local Works Council: one month and four work days for 

every year one was active therein; 
- For work in the COR: two months and eight work days for every year one 

was active therein; 
- For the chair and secretary of the (C)OR: an additional one month and 

four work days for every year one was active therein; 
- For the vice-chair and vice-secretary of the (C)OR: an additional half a 

month and work days for every year one was active therein; 
- For non-(C)OR members that were members of committees: 12 work 

days for every year one was active therein. 
Accumulation is possible. However, in no circumstances will the employment 
agreement of three years or more be extended with more than eight months. 
 
In case an extension of a fixed-term employment agreement seems necessary, 
the (C)OR/committee member should apply for this six months prior to the end 
of his employment agreement through the medium of his direct line manager to 
the Head of the Central Personnel Department. 
 
If the Agreement FOM COR fails to cover the special circumstances of an indivi-
dual case or leads to obvious unfairness, then the Head of the Central Personnel 
Department may depart from the regulation concerned or take subsequent mea-
sures on his own initiative or on request of the employee. 
 
In any case the extension is restricted to the fixed-term employment regulations 
in article 7:668a BW. 
 
 
Article 10 – Employment agreement Postdoc/specific assignment 
(art. 2.12 CAO-OI) 
 
1 - A researcher who has obtained a PhD may be employed temporarily in a 

postdoctoral capacity to undertake scientific research or develop advanced 
scientific apparatus. The primary consideration here is the ability to provide 
a certain specific expertise and/or to undertake specific assignments. 

 
2 - Contracts as specified above are generally no more than three years in 

duration and are generally only entered into once. 
 
3 - A deviation from the provisions in paragraph 2 is only possible with permis-

sion from the Head of the Central Personnel Service. 
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4 - The following provisions apply if employment is concluded for a specific 
assignment as defined in Article 2.12, section 4, CAO-OI: 
-  the employment contract will describe the project it relates to 
 or 
-  the assignment will be specified and described in detail, 
 or 
-  there will be an unambiguous indication of the time limitation for the 

work. 
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IR – 2  WORKING WEEK, WORKING HOURS and LEAVE 
= = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = 

Part I - Working hours 
(see Chapter 4, CAO-OI) 

 
Article 1 - Normal working hours 
 
1 -  Normal working hours are between 07.00 and 18.00 hours from Monday to 

Friday inclusive. 
 
2 -  Work will be done continuously unless this is incompatible with the nature of 

the work.  
 
3 -  The working hours will be interrupted by a minimum half hour break after 

every 5.5 hours at least. 
  
 
Article 2 – Working hours regulation 
 
1 –  The working hours regulation for the institutes managed or jointly managed 

by FOM and for the FOM office will be set by the (institute) director. 
 
2 -  Employees working for a university research group will observe the univer-

sity's relevant working hours regulations. 
 
 
Article 3 - Work outside normal working hours  
 
1 –  If service requires and in observance to the legal provisions regarding 

working and rest hours, the employer can instruct an employee to work on 
a stand-by basis and/or to work at irregular times outside the normal wor-
king hours specified in Article 1.  

 
2 -  Instructions specified in Paragraph 1 will not be issued until the employee 

has been consulted.  
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Part II - Leave 
(Chapter 5 CAO-OI) 

 
Article 3 - Holiday leave and management days off  
 
1 -  A month will be regarded as a full calendar month for determining the num-

ber of holiday days if employment commenced before the 16th or ended 
after the 15th of the month.  

 
2 -  If the employee has taken more holiday leave in any calendar year than his 

entitlement in terms of the provisions in the CAO-OI, the difference will be 
offset against his holiday leave entitlement in the next calendar year.  

 
3 - In addition to holiday leave, the employer will indicate two management 

days off each year, during which the business premises will be closed. There 
will be internal consultation with the local works council on the designation 
of these days. It will be possible to deviate from this number of days with 
approval from the local works council.  
If work continues during a management day off, the hours worked will be 
compensated in free time.  
 

4 -  There will be no compensation if an employee is ill on a management day 
off. 

 
5 -  If a management day off is designated for a day when a part-time employee 

does not normally work, he will receive no compensation by way of leave 
for this.  

 
6 -  No management days off will be awarded to FOM employees in university 

workgroups; the rules pertaining to universities will apply in relation to 
special days off (such as Leidens Ontzet and Bommen Berend).  

 
 
Article 4 - Taking holiday leave during (partial) employment disability  
 
1 -  If an employee wishes to take holiday leave during a period of employment 

disability, the employer will only permit this if the company doctor confirms 
in writing that there are no medical objections to this.  

 
2 –  Sickness and employment disability do not postpone the decline and lapse 

as described in art. 5.4 CAO-OI. 
 
 
Article 5 - Employment disability during holiday leave  
 
If an employee suffers one or more days of employment disability during his 
holiday leave, then these days will not be classified as holiday leave, provided 
that the employee issues an illness note and, if appropriate, a recovery note as 
quickly as possible (from where he is on holiday), as indicated in the Implemen-
tation Regulations, Social Security/Sickness and Employment Disability (IR-10). 
  



IMPLEMENTATION REGULATIONS (IR) 

 
26 September 2016 - 13 - 

Article 6 - Special leave  
(art. 5.8 et seq., CAO-OI)  
 
1 -  An employee who has been unable to apply for special leave in advance, 

although there were good reasons for doing so, may still ask the employer 
to grant him special leave.  

 
2 -  The employer will establish, on a case-by-case basis, the consequences in 

financial, pension and insurance related terms that are appropriate to the 
employee's unpaid special leave. 

  
3 -  The blood relatives of an employee's relationship partner will be regarded as 

relatives in the context of the allowance of special leave.  
 
4 -  In the context of allowing special leave under Article 5.8 section 1 sub a, 

CAO-OI (death of relatives by birth or marriage/legal cohabitation), a 
'brother' will be deemed to include a step brother or half brother. 

 
employee in question

1st degree

4th degree

3rd degree

2nd degree

father

grandfather

son

uncle

partner

grandsonbrother

great-grandfather nephew great-grandson

cousingreat-uncle
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IR – 3 EXPENSES PAYMENTS 
 

= = = = = = = = = = = = = = = = = 
 
Article 1 - General  
 
1 -  'Place of work' is understood to mean the address of the building where 

the employee normally performs his work.  
 
2 -  'Home' is understood to mean the address of the building where the 

employee lives according to the municipal general records.  
 
3 –  The zip codes of the place of work and home will be used as the bases for 

the calculation of allowances. 
 
4 - 'Domestic business travel' is understood to mean a journey within the 

Netherlands that the employee has to make in the context of his work, on 
the instructions of the employer. 

 
5 -  'Foreign business travel' is understood to mean a journey outside the 

Netherlands incorporating a stay of a maximum of three months continuous 
that the employee has to make in the context of his work, on the 
instructions of the employer. 

 
6 –  If it is anticipated that an employee will have to travel to the same foreign 

destination on a regular basis, or if the duration of the travel exceeds 45 
days and thus can be characterised as a short secondment on the basis of 
type and length (IR 8), then it is possible to deviate from this imple-
mentation regulation by establishing a customised agreement concerning 
the allowances that do justice to the expected expenses in that specific situ-
ation. 

Part I - Commuting expenses, relocation costs and boarding expenses 
 

Article 2 – Commuting expenses 
 
1 –  A compensation in commuting expenses is allocated to the employee 

according to this regulation on the commencement of employment. 
 
2 -  The monthly net allowance towards commuting expenses will be calculated 

on the basis of the total travel movements per week. The allowance will be 
awarded from a single journey distance of ten km. The maximum distance 
for which a payment can be made is 25 km. The allowance amounts to 
€ 0.17 per kilometre. Payment will be made for journeys to and from work. 

 
3 –  Through AVOM2 it is possible to receive an extra allowance for other com-

muting expenses irrespective of the minimal or maximum travelling dis-
tance. 

  

                                                           
2 See appendix 3 CAO-OI 
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Article 3 – Calculation of the allowance for commuting expenses 
 
1 –  The number of kilometres between home and place of work is determined 

by the employer by using the most recent version of the digital ANWB route 
planner with option 'fastest route' switched on and 'up-to-date travel infor-
mation' switched off. 

 
2 –  On the employee's request the employer may decide, in deviation from 1, to 

use the most common route as a starting point instead of the fastest route. 
 
3 –  The single travelling distance is determined as the average of the total of 

kilometres of the travel to and from home/place of work, estimated up or 
down to the nearest whole kilometre with a minimum of ten kilometres and 
a maximum of 25 kilometres. 

 
4 -  A calculation rule from the Dutch Tax Administration Service states that cal-

culations must be performed using 214 workable days per year (42.8 
weeks).  

 
5 -  The net allowance per month is: (kilometres single home-work journey x 

€ 0.17 x travel movements per week) x 42.8/12.  
 
The table below provides an indication of the allowances calculated per month for 
home-work distances: 
 

No. of days 
travelled 
per week 

 
 
Single 
distance 
home-work 

1 
 
 
 
 
 

2 
 
 
 
 
 

3 
 
 
 
 
 

4 
 
 
 
 
 

5 
 
 
 
 
 

(km.) 10 € 12.13 € 24.25 € 36.38 € 48,51 € 60.63 
(km.) 11 € 13.34 € 26.68 € 40.02 € 53,36 € 66.70 
(km.) 12 € 14.55 € 29.10 € 43.66 € 58.21 € 72.76 
(km.) 13 € 15.76 € 31.53 € 47.29 € 63.06 € 78.82 
(km.) 14 € 16.98 € 33.95 € 50.93 € 67.91 € 84.89 
(km.) 15 € 18.19 € 36.38 € 54.57 € 72.76 € 90.95 
(km.) 16 € 19.40 € 38.81 € 58.21 € 77.61 € 97.01 
(km.) 17 € 20.62 € 41.23 € 61.85 € 82.46 € 103.08 
(km.) 18 € 21.83 € 43.66 € 65.48 € 87.31 € 109.14 
(km.) 19 € 23.04 € 46.08 € 69.12 € 92.16 € 115.20 
(km.) 20 € 24.25 € 48.51 € 72.76 € 97.01 € 121.27 
(km.) 21 € 25.47 € 50.93 € 76.40 € 101.86 € 127.33 
(km.) 22 € 26.68 € 53.36 € 80.04 € 106.71 € 133.39 
(km.) 23 € 27.89 € 55.78 € 83.67 € 111.57 € 139.46 
(km.) 24 € 29.10 € 58.21 € 87.31 € 116.42 € 145.52 
(km.) 25 ≥ € 30.32 € 60.63 € 90.95 € 121.27 € 151.58 
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Article 4 – Changes in compensation for commuting expenses 
 
1 –  A recalculation in the compensation for commuting expenses is applicable in 

the following situations: 
- In case of a (permanent) change in place of residence or place of work as 

of the specified date of change; 
- In case of a change in the number of travel movements per week as of 

the specified date of change; 
- On request of the employee when there has been a structural change in 

the road system between home and place of work or in case the most 
common route deviates from the fastest route. In this case the newly cal-
culated distance will be used as from the first of the month following the 
month in which the request has been made by the employee. 
 

2 –  Any change in his travel pattern should be communicated by the employee 
to the employer as soon as possible but at least within four weeks after the 
date of change. 

 
3 - The compensation towards commuting expenses will be terminated:  

- on termination of employment; 
- if it is foreseen that no work will be done at the place of work for two 

months, other than in case of a holiday. The termination date is the first 
day of the month following the day of absence; 

- in case of an uninterrupted period of one calendar month of complete 
employment disability. The termination date is the first day of the month 
following the day of absence. This compensation will be resumed as of 
the date of (partial) recovery. 

Changes retroact to the 1st of January at the furthest of the calendar year 
concerned. 
 

 
Article 5 - Relocation within the Netherlands (contracts between six months and 

two years) 
 
Employees with a temporary contract of between six months and two years may 
be eligible for an allowance towards transportation expenses, as specified in the 
table under Article 83, if they move to live within a distance of thirty kilometres 
single journey of the place of work when they commence employment. 
 
 
Article 6 - Procedural provisions for relocation and boarding expenses within the 

Netherlands  
(CAO-OI 10.1)  
 
1 -  To be eligible for compensation in relocation costs, an employee must in 

principle use a removal company with which the employer has concluded an 
agreement. The removal company requires permission from the employer 
before actually undertaking the relocation exercise. If desired, the employee 
may ask the removal company to send the bill directly via the personnel 
officer/workgroup leader to FOM. 

                                                           
3 Extension of article 10.1 CAO-OI. 
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2 -  In order for an employee to be eligible for an compensation towards reloca-
tion or boarding expenses he must submit a written application for this in 
advance, supported by the personnel officer/workgroup leader. 

 
3 -  If the employee wishes to arrange for transportation with his own transport 

or hired transport, he must make arrangements with the employer in 
advance about the compensation.  

 
4 -  The expenses claim must be submitted not later than the month following 

the quarter during which the costs are incurred. The right to payment expi-
res if this time limit is exceeded. 

 
 
Article 7 - Relocations from abroad  
(CAO-OI 10.5 sub e) 
 
1 -  Employees coming from abroad are expected to take up residence within 

the vicinity of the place of work in the Netherlands.  
 
2 -  An employee who relocates from abroad to the Netherlands will receive a 

maximum of one full compensation during the course of his employment for 
travelling expenses necessarily incurred, based on the least expensive 
rates. Compensation will also be granted for the travelling expenses of his 
spouse/relationship partner and children forming part of his family.  

 
3 -  The employee will be paid an amount for transportation and/or a compensa-

tion for refurbishment expenses, based on the table in Article 8, for the cost 
of bringing over personal property, in return for submission of invoices. The 
maximum compensation of refurbishment expenses is the amount specified 
in Appendix 1. 

 
 
Article 8 - Repayment  
 
1 -  The travelling expenses compensations need never be repaid.  
 
2 -  The compensation granted towards refurbishment costs and the compen-

sation for transportation costs must be repaid in full if employment is termi-
nated at the employee's request within one year after the relocation, or if 
the employee relocates again within one year after his first relocation to a 
home address more than thirty km. from his place of work.  

 
3 -  If employment is terminated after one year but less than two years after 

the relocation, this claim for repayment will be reduced by 1/24 of the total 
amount for every month during which employment continued after the 
relocation. 
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Article 9 – Overview of compensation for relocation expenses 
 
 
  Relocation 

expenses  
Only in case of 
remaining duration 
of employment of at 
least one year and 
relocation within 
two years after 
entering employ-
ment or replace-
ment to place of 
residence within the 
radius of thirty km. 
of work location. 

 

Length of 
employment 

Travelling 
expenses 

Transportation 
costs 

Refurbishment 
expenses 

Relocation within the Netherlands 
Half to two years. No. Maximum of 

€ 938.00 on 
entering 
employment against 
submission of invoi-
ces. 

No. 

Two years or more, 
or the prospect of 
this or indefinite 
period  

No. Reasonably incurred 
transportation costs 
will be totally 
reimbursed and 
after consultation 
via: 
- UTS home 

removal 
company; 

- independent 
(rented van). 

Compensation 
€ 2,042 or € 2,400 
or income 
dependent in case 
of functional 
relocation obligation 
or job replacement. 

Relocation from abroad to the Netherlands 
Up to two years  Full payment, based 

on least expensive 
rates, for necessa-
rily incurred travel 
expenses for person 
involved, relation 
partner and chil-
dren. 
This payment is 
made a maximum 
of one time during 
employment. 

Maximum of 
€ 938.00 on 
entering employ-
ment against sub-
mission of invoices. 

No. 
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Two years or more, 
or the prospect of 
this or indefinite 
period. 

Full payment, based 
on least expensive 
rates, for necessa-
rily incurred travel 
expenses. This pay-
ment is made a 
maximum of one 
time during employ-
ment. 

Full payment based 
on invoices: 
- for employee, 

≤ 10 m3 
- for partner, 

≤ 6 m3 
- for each child, 

≤ 2 m3 

Compensation 
€ 2,042 or 2,400 or 
income dependent 
(in accordance with 
Article 10.1 CAO-
OI) 
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Part II – Domestic and foreign business travel 
BUSINESS TRAVEL A. DOMESTIC 

(Article 10.5 sub a, CAO-OI) 
 
 
Article 10 - Reimbursement and mode of transport  
 
1 -  The reimbursement for travelling and accommodation expenses will be 

given for business travel starting and finishing at the work location. If the 
business trip commences at home, the reimbursement will be calculated 
from home to the destination and back, unless the journey is via the work 
location.  

 
2 -  Business travel should in principle be undertaken using public transport. The 

cost of this will be reimbursed on the basis of the rates for the least expen-
sive method of public transport. Reimbursement for train journeys is equi-
valent to the second class rate. If the employee's physical condition indi-
cates it, or if there is another well-found reason, the employer grants 
permission to travel first class and the first class rate will be reimbursed. 

 
3 –  The employee who may claim a discount due to a special railcard or train 

subscription card that he himself has financed, will receive a reimbursement 
of the reduced rate that has been paid for the business trip (the rate that is 
given on the ticket or on the Public Transport Card transaction overview) 
The total for realised reduction will be paid once every calendar year on 
declaration basis up to a maximum of € 60.4 

 
4 -  If it is anticipated that repeated business trips will have to be made to the 

same destination, the employee should use a train subscription card, a 
zoned travel card or a similar travel voucher if this is less expensive. In 
such cases, the employer will reimburse an amount equal to the costs of the 
travel card/voucher in question. 

 
5 –  In special cases the employer may provide the employee with an allowance 

tailored to the case in question if a specific travelling product is being used 
for public transport that is financially attractive to both employee and 
employer. 

6 -  If the trip is made by car with the employer's specific permission, then the 
kilometre allowance is equal to € 0.28 (see Appendix 1). That part of the 
reimbursement exceeding the maximum amount that can be reimbursed 
free of tax will be regarded as salary. Any wages tax due will only be offset 
retrospectively against salary in case of the exceeding of the total free 
space in the Expense Allowance Scheme. If the trip is made by car without 
the employer's specific permission, then the employer will refund a 
kilometre allowance equal to € 0.17 per kilometre (see Appendix 1). 

7 -  Permission to travel by car5 will be given in any event if:  
- this is justified by the quantity, nature or dimensions of the luggage; 
- this provides a significant saving in time; 

                                                           
4 This amount is deduced from the costs of a so-called 'voordeelurenkaart' in 2014. 
5 'Car' here also denotes other motor vehicles such as a motorbike. 
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- the employee's physical condition rules out public transport; 
- another employee is travelling with the employee in question in the car. 
The driver receives no additional reimbursement for accompanying passen-
gers. Nor may accompanying passengers claim any reimbursement of tra-
velling expenses for themselves.  
Additional distances may be claimed for detours to pick up accompanying 
passengers. 

8 -  The employee may submit a claim for necessarily incurred taxi fares. If pos-
sible, the employee should use a cheaper alternative such as a train taxi, 
OV taxi or zone taxi. 

 
9 -  Additional travelling expenses 

Extra travelling expenses that are demonstrably reasonable (e.g. costs of 
cycle parking, green wheels, a public transport service cycle or electric NS 
scooter) can be reimbursed against submission of receipts.  
Parking costs are not reimbursed.  
Parking costs will only be eligible for reimbursement if large equipment or 
materials are being transported. Prior permission must be obtained for this, 
and transport insurance must be concluded. 
 

10. Incidental day care expenses 
The employer will reimburse on declaration basis incidental expenses for 
day care associated with a business trip if these are claimed by the emplo-
yee. 

 
11 -  Expenses claims  

The employee should include all receipts that might reasonably be required 
when submitting his travelling expenses claim.  
The expenses claim must be submitted at are demonstrably reasonable 
(e.g. costs of cycle parking, green wheels, a public transport service cycle 
or electric NS scooter) can be reimbursed against submission of receipts. 

 
12 - Liability 

Except for cases of ostensible statutory liability, the employer is not obliged 
to compensate for any damage occasioned to the means of transport and/or 
the passengers during the business journey.  
The employer has concluded an insurance policy for employees who travel 
using their own transport with the employer's permission. 
 

 
Article 11 - Accommodation expenses  
 
1 -  The accommodation expenses actually incurred will be reimbursed up to a 

maximum of the amounts specified in the tariff schedule (Appendix 1). The 
employee involved should submit receipts for all accommodation expenses 
that are claimed. The expenses must commensurate with the circumstances 
and duration of the journey. The employee should observe standards of 
reasonableness in this matter and with the conditions determined in IR-3 
article 23. If the maximum amounts are exceeded, the employer may 
reimburse the difference if, before the business journey is made, the 
employee satisfies the employer of the need to exceed these amounts. 
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2 -  No accommodation expenses will be reimbursed for business travel lasting 
less than four hours.  

 
3 -  The compensation for accommodation expenses is composed of the follo-

wing components derived from tax regulations: 
- an accommodation component; 
- a breakfast component: this compensation will only be granted if the 

business trip includes an overnight stay;  
- a lunch component: the employee is expected to take lunch between 

12.00 and 14.00 hours during business trips;  
- a dinner component: this component will only be reimbursed if the busi-

ness trip fully includes the time between 18.00 and 21.00 hours; 
- a day component: a tax free daily allowance can be provided for each 

business trip to cover minor expenditure, provided that the business trip 
includes four hours in the period between 06.00 and 18.00 hours; 

- a night component: this allowance will only be paid if the business trip 
includes an overnight stay. The overnight component only applies to the 
first eight nights of the business trip. The reimbursement will be reduced 
by fifty percent for subsequent nights.  

 
4 -  If the business trip begins before 12.00 hours, the employer may decide in 

appropriate cases, if requested, to overlook the restriction on claims and 
award the amounts for both lunch and dinner. 

 
 
Article 12 - Business travel as an essential element of the job  
 
Notwithstanding the foregoing provisions, an employee who regularly has to use 
his own transport to perform his job may be awarded a fixed monthly reimburse-
ment for the travelling and accommodation expenses he incurs. 
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BUSINESS TRAVEL B. ABROAD 
 

Article 13 – General provisions for foreign business travel 
 
1 –  Only the domestic business travel provisions of these Implementation Regu-

lations will apply to employees on secondment abroad, who visit the 
Netherlands in context of a business trip. Otherwise, the provisions in 
article 5 (Home Leave Travel) of the Implementation Regulations Second-
ment (IR-8) will apply. 

2 –  If the business trip takes place over a weekend or on a public holiday speci-
fied in article 4.2 of the CAO-OI, compensation in free time will be granted 
for waiting and travelling time, in consultation with the employee's direct 
line manager. Waiting should be limited as much as possible. 

 
 
Article 14 – Reimbursement and mode of transport 
 
1 –  Foreign business travel is subject to the same provisions as those regulating 

domestic business travel in articles 10.1 to 10.9 and 11. 
2 –  Air traffic 
 Air travel is permitted for distances over 500 km. 
 Air travel for distances of 500 km. or less is permitted if the travelling 

expenses are in reasonable proportion to the reduction of travelling time. 
 
 
Article 15 – Accommodation expenses 
 
1 –  The accommodation expenses should be commensurate with the circum-

stances and duration of the trip. The employee should observe standards of 
reasonableness in this matter. 

2 –  The basis for calculating the reimbursement for foreign accommodation 
expenses are the amounts stated in the foreign tariff schedule in Appen-
dix 1. 
The following terms apply to the reimbursement of incurred accommodation 
expenses per day: 
a. the expenses actually incurred for accommodation and breakfast, up to a 

maximum of 35 percent of the daily allowance, will be reimbursed against 
submitted receipts. 

b. for the expenses incurred for other meals (such as lunch and dinner) and 
minor expenditures, the employee will receive a reimbursement the size 
of a percentage of the amount mentioned in the column 'other' of the 
daily allowance. For reimbursement of these expenses up to a maximum 
of fifty percent of the column 'other' no receipts are requested. If an 
employee can make a reasonable case that he has had more expenses 
than these expenses will be reimbursed up to seventy percent of the 
column 'other'. 
For departures between 12.00 and 18.00 hours, a half day will be used in 
the calculations. 
For departures after 18.00 hours, the reimbursement will be limited to a 
meal allowance up to the current maximum amount. (Appendix 1.) 
There will be no reimbursement upon arrival before 12.00 hours, after 
12.00 hours a half day will be used in the calculations. 
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Upon arrival after 18.00 hours an entire day will be used in the calcu-
lations. 

 
3 –  In case the maximum amounts are exceeded (seventy percent of the cate-

gory 'other' and/or 35 percent of the daily allowance for board and break-
fast), the employer may reimburse the excess costs if the employee can 
make a reasonable case of its necessity. Receipts must be submitted in this 
case in so far as these can be expected. 

 
4 –  In case the employee enjoys the hospitality of friends or family instead of a 

hotel or boarding house, he may claim an amount up to € 40 serving as a 
material acknowledgement for the received hospitality. 

 
5 –  In case the employee enjoys the hospitality of family or friends for a longer 

amount of time, or makes use of – part of – a private residence, then a sin-
gle allowance will be granted of € 113. 

 
6 -  If the business trip is made in order to attend a foreign conference, the 

employer will pay the registration fees and other reasonably incurred 
expenses in full in exchange for the submission of receipts. In appropriate 
cases, the costs for additional health insurance and travel insurance will 
also be eligible for reimbursement. 

 
 
Article 16 – Insurance during foreign business travel 
 
1 -  The FOM Foundation has concluded a collective travel insurance policy paid 

by FOM, which covers all individuals travelling on commission of the FOM 
Foundation. This insurance covers additional health costs and provides basic 
cover in the event of accidents and damage to luggage.  

 
2 -  In the event that this insurance does not cover the damage to or theft of 

personal property, the employee can call upon the provisions in the Imple-
mentation Regulations for the damage to or theft of personal belongings, 
IR-16. 

 
 
Article 17 – Booking trips and advance payments 
 
If the authorised accrediting officer has given permission for a foreign business 
trip, the following facilities are available: 
- for travellers belonging to institutes: the trip can be discussed with the insti-

tute officer and an advance payment can be applied for;  
- for travellers belonging to university working groups: an individual written 

arrangement can be made about booking and the issue of advance payments 
via the central travel official at the Central Personnel Department. 
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Article 18 – Reimbursement claims 
 
1 -  Once the journey is over, the employee concerned must submit his reimbur-

sement claim form within one month. It must be approved by the work-
group leader or institute director and accompanied by the requisite receipts 
and evidence, to the person responsible for dealing with foreign travel.  
The normal institute or university procedures apply in relation to reports. 

 
2 -  If the terms of Paragraph 1 in this Article are not complied with, the emplo-

yee will first of all be notified that he must comply with these obligations 
forthwith. If the employee still fails to comply, the advance payment that 
has been made will be reclaimed. If the employee so requests, this may 
also be offset against his salary. 

 
3 -  If it proves to be the case that the employer is entitled to any restitution, 

after the final claim form has been established, the employee will first of all 
be given an opportunity to repay this restitution. If the employee so requ-
ests, it may also be offset against his salary. 

 
 
Article 19 - Adjustment to the basis of the foreign tariff schedule, Appendix 1 
 
The tariff schedule is based on the amounts established by the Ministry of the 
Interior and Kingdom Relations. If the Ministry makes any amendments to the 
daily allowance in the tariff schedule and, in the employer's opinion, these result 
in a disproportionate increase or reduction of the payments based on this sche-
dule, the employer will enter into consultation with the Central Works Council 
(COR) on the application of a different amount or freezing of the amount payable 
up until that point. 
The COR has a right of consent to any proposed decision to deviate from the 
Ministry's tariff schedule. 

Part III - Telecom data traffic 
 
Preamble 
FOM stresses the importance that employees should be able to follow the most 
recent developments in their disciplines, in the context of the proper perfor-
mance of their jobs, by means of a private Internet connection, and also that 
they should use the connection for purposes associated with work and that 
employees should be available. This can vary from contact by email, to logging in 
to the employer's computer network from home in order to do work. FOM accor-
dingly awards an operating expenses allowance for Internet use. 
 
 
Article 20 – (Mobile) Internet costs 
 
1 -  The allowance for the Internet amounts to hundred percent of the costs, 

subject to a maximum of € 25 per month, and is paid out with salary.  
2 -  Every FOM employee may submit an application for an allowance for the 

expenses of the (Mobile) Internet if he meets the conditions. 
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3 -  The conditions for an allowance are: 
- the workgroup leader or (institute) director signs and approves the 

employee's application; 
- business use amounts to at least ten percent of total Internet use; 
- upon applying, the employee will demonstrate his subscription once by 

sending in the contract with his provider. 
 
4 -  The employee will submit the application form to his workgroup leader or 

personnel officer. If the conditions are fulfilled, the allowance will be awar-
ded from the first of the month following receipt of the application. 

 
5 -  A new employee can submit a retrospective claim effective from the date of 

commencement of employment for such an allowance if he submits the 
application form within two months after commencing employment.  

 
6 -  The employee is obliged, on his own accord, to inform the employer of any 

changes relating to his Internet connection (change of subscription fee, 
home location, change of provider etc.). 

 
7 -  The allowance ends when employment with FOM comes to an end. The allo-

wance will be suspended for leave of more than two months. See also IR-10 
sub 6.3.  

 
8 - If the tax conditions for this scheme change in the future, so that it can no 

longer be applied in full, then the employer will enter into consultation with 
the Central Works Council. 

 
9 –  A (institute) director may decide, taking into account the fiscal regulations, 

to provide a smartphone to an employee to ensure a proper performance of 
his job, or to reimburse part of the expenses of these communication devi-
ces that are used for the purpose of the job if the employee should be avai-
lable in the interest of the job and needs to have access to, for example, his 
work agenda or work email. 
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Part IV – Other allowances 
 
Article 22 - Meal allowances during overtime 
 
If the employee works overtime on the instructions of the employer and cannot 
reasonably be expected to take his evening meal at home, then the employer will 
reimburse the meal costs he actually incurs up to a maximum of the amount 
specified in Appendix 1. Such reimbursements never exceed the tax-free amount 
permitted by tax legislation. 
 
 
Article 23 – Operating expenses allowance 
 
1 –  The employee receives a net operating expenses allowance of € 15 per 

month. This allowance is meant to cover the expenses concerning the pro-
per performance of the job in a broad sense. 

2 –  It concerns the expenses that are not covered on the basis of another regu-
lation in the IR, such as: 
- expenses regarding the use of a bicycle for commuting; 
- public transport expenses; 
- expenses of fitness subscriptions or other sports related expenses with 

respect to vitality; 
- extra car expenses such as parking tickets; 
- the expenses of small snacks during business travel; 
- the expenses of subscriptions to magazines that have to do with the job; 
- the expenses of a membership of a professional association; 
- representation expenses. 

 
 
 
 
 
 
 
 
 
 
 
 
  



IMPLEMENTATION REGULATIONS (IR) 

 
26 September 2016 - 28 - 

IR – 4 STUDY FACILITIES 
 

= = = = = = = = = = = = = = = = = = 
(Chapter 6 CAO-OI 

 
Article 1 - General  
 
1 -  This Implementation Regulation relates to the provision of facilities in con-

nection with studies; achieving a particular diploma or obtaining a certi-
ficate must be regarded as important in this context. 
There are three situations to be distinguished here:  
1. the study course is necessary or of major importance for the proper per-

formance of the employee's current job; 
2. the study course is useful, but not necessary, for the proper performance 

of the employee's current job; 
3. the study course is beneficial to the employee's professional deve-

lopment. 
 

2 -  This Implementation Regulation does not cover courses taken by PhD stu-
dents in the context of their doctoral studies (see also CAO-OI Chapter 12, 
and IR-6).  

 
3 -  Either the employer or employee can take the initiative to make a proposal 

for undertaking particular studies and/or education. The employer will as-
sess an employee's application for education on the basis of the provisions 
in this Implementation Regulation, and will record his decision in writing. 

 
4 -  A contribution towards the study costs will not be granted until the emplo-

yee has confirmed in writing that he is familiar with the conditions under 
which such a contribution is made.  

 
5 -  The employer is entitled to obtain study advice or psychological advice, fol-

lowing consultation with the employee, before the study facility is granted. 
The employer is responsible for the expenses associated with this. 

Article 2 - Study facilities 
 
1 - The employer may grant the following study facilities: 
Significance of the course of 
study to the employer 
 

Reimbursement of 
study costs, tuition 
fees and books 

Study leave for 
examinations 
during working 
hours 

1. Necessary/of major importance 
for proper performance of 
current job. 

100 percent. 100 percent. 

2. Useful, but not necessary, for 
proper performance of current 
job. 

75 percent. 50 percent. 
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3. No direct relationship with the 
current job, but good for the 
employee's professional deve-
lopment. 

50 percent. None. 

 

2 - The employer will grant the study facilities for a period of time that should 
reasonably be regarded as sufficient for the completion of the study course.  

 The period allocated for academic or other long-term studies will be subject 
to more detailed agreement. The employer is entitled to extend this period. 

 
3 - The study facilities will be awarded at the start of the study course, insofar 

as possible in terms of current and future work. 
 
4 - In principle, the employer will reimburse the study costs before the start of 

the course or the start of the school/academic year. 
 
5 - The general principle is that lessons will be attended outside (normal) wor-

king hours.  
 An alternative working hours timetable can be agreed upon for an employee 

whose work takes up less than hundred percent of the working hours.  
 Paid leave will only be granted for lessons that are only given during wor-

king hours. 
 An employee is not required to take holiday leave if the studies that are 

pursued fall within the context of Article 2.1.1. 
 In special cases, the employer and employee can make customised arran-

gements about compensation in time for lessons taken outside working 
hours. 

 
6 - Study leave may not be used as holiday leave, and may not be accrued or 

carried over. 
 
7 - After deducting the number of days of leave taken for study purposes, an 

employee should still have at least 15 further days of leave per annum. 
 
8 - Travelling and accommodation expenses necessarily incurred will be reim-

bursed in accordance with IR-3, insofar as the employee does not receive 
reimbursement for these expenses from another source. Arrangements con-
cerning this will be made before the course starts. 

 
Article 3 - Employee's commitments 
 
The employee commits himself: 
1. to undertake the studies to the best of his ability; 
2. to take part in (preliminary) examinations; 
3. to keep the employer (line manager) informed about the progress of the stu-

dies; 
4. to notify the employer immediately of any interruption, suspension, comple-

tion or discontinuation of the studies. 
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Article 4 - Diploma bonus 
 
With a view to encourage the acquisition of new knowledge, and to keep existing 
knowledge up-to-date, the employee will be eligible for a gross bonus of € 250 
on completion of a course of study covered by IR-4, after achieving a diploma, as 
a positive gesture of appreciation. 

Article 5 - Withdrawal/cancellation of study facility 
 
1 - The employer is entitled, following consultation with the employee, to obtain 

a report from the educational institute regarding the progress of the study 
course.  

 Study facilities that have been granted can be revoked if the employer is of 
the opinion, based on information that has been obtained, that the emplo-
yee is not studying sufficiently and/or not making sufficient progress such 
that he/she can be considered capable of completing the course of study 
within the appointed time.  

 The facilities will not be withdrawn if the employee can satisfy the employer 
that he is not to blame for the delays. 

 
2 - The reimbursement of study costs is cancelled on termination of the emplo-

yment contract. If the employer has already paid the reimbursement for the 
period after termination of the employment contract, the employer will be 
entitled to reclaim these costs and offset them against salary. 

Article 6 - Repayment of study facilities 
 

1 - The employee is obliged to repay the study expenses allowance granted to 
him if: 
a. the study course has not been completed successfully or has been 

terminated at an interim stage by the employee due to circumstances for 
which the employer considers that the employee is to blame; 

b. the employee is dismissed within one year after completion of the study 
course as a result of facts or circumstances for which he is to blame; 

c. the employee resigns within a period of one year following the end of the 
study course, and an agreement regarding repayment was made before 
the start of the studies.  

 
2 - The amount to be repaid is equal to the allowance granted, to be reduced 

with 1/12 of the total amount for every month of the employee's employ-
ment after the end of the study course.  

 
3 - Travel and accommodation expenses do not have to be repaid ever. 
 
4 - Study allowances for a study course regarded as necessary or of major 

importance for the proper performance of the employee's current job 
(Article 1.1) need never be repaid. 

 
5 - If justified in the opinion of the employer, the employer may deviate, in 

favour of the employee, from the obligation for repayment.  
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IR – 5 SERVICE ANNIVERSARY 

= = = = = = = = = = = = = =  

Article 1 – Service anniversary bonus 
 

1 -  On attaining 25 or 40 years of service with one of the employers in the 
Employers' Association of Research Institutes (WVOI) and/or service with 
the Dutch Universities affiliated to the Association of Universities in the 
Netherlands (VSNU), an employee will receive a bonus for faithful service. 

 
2 - The bonus amounts to half a month's remuneration plus holiday allowance 

and end of year bonus for a 25 year service anniversary and one month's 
remuneration plus holiday allowance and end of year bonus for a 40 year 
service anniversary, rounded up to a multiple of five euros. Remuneration is 
understood to mean the remuneration specified in Article 1.1.7 of the CAO-
OI. 
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IR – 6 PROVISIONS FOR PhD STUDENTS ('oio's') 

 = = = = = == = = = = = = = = = = = = = = = = = = = = = 

Part I - Tasks of PhD students 

Article 1 - PhD students and educational tasks / non research-associated tasks 
 

1 -  In principle, a PhD student devotes his entire working time to the perfor-
mance or the carrying out of scientific research and establishing the results 
of this in publications and a thesis. 

 
2 -  The employer can grant permission to do other work, for instance educa-

tional tasks. Any such permission will in any event be subject to the fol-
lowing conditions put by FOM:  
a -  an assurance that the research is not being hampered; 
b -  the PhD student should devote at least ninety percent of his working 

time to research and the education and guidance he is to receive. 

Part II - Extension of employment 

Article 2 - Provisions regarding extension of the employment of PhD students 
 

1 - Chapter 12 of the CAO-OI specifies that the employment of a PhD student 
can be extended in specific cases, as long as the total duration of employ-
ment does not exceed five years. The schedule is designed so that the 
research will be completed, with a defence of the thesis, within four years of 
employment. Progress is monitored via the annual planning and appraisal 
meetings, which signal possible delays. If the research is delayed so that a 
defence of the thesis within the time limit is not feasible, an application for 
the extension of the employment contract may be made to the Head of the 
Central Personnel Department for those employed in a university workgroup 
and to the director of the FOM Institute for those employed there, during 
the final six months of the appointment. 

 
2 - Any delays that occur can only result in an extension of employment provi-

ded that it can reasonably be expected that the PhD student will be able to 
complete the research and defend the thesis successfully within such an 
extension. A schedule, of which the end goal is a manuscript approved of by 
his doctoral advisor, must be submitted with any application for extension.  

 
3 -  Since an extension of the employment contract amounts to a final effort by 

the parties involved to complete the research with a defence of the thesis, 
the PhD student should be exempted from any 'other work' during the 
extension. 

 
4 - The PhD student's salary for his fourth year will be maintained at the same 

level during the fifth PhD year.  
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5 - The provisions in Chapter 12, CAO-OI, and the provisions on extension in 
Chapter 2, CAO-OI, will remain in full force and effect as regards the possi-
bilities for extension indicated above.  

 
6 - In the event of any discrepancy between the provisions in this document 

and the text of the CAO-OI, the latter will prevail. 

Article 3 - Reasons for the extension of employment of a PhD student 

 
1 - Four reasons for extension can be distinguished: 

- delays to the research which are beyond the scope of influence of the 
PhD student and/or his supervisor; 

- delays to the research which are within the scope of influence of the PhD 
student and/or his supervisor; 

- delays to the research which are within the scope of influence of the 
supervisor; 

- delays to the research for other reasons, or extension on other grounds. 
 
2 -  Category I (beyond the scope of influence of the PhD student and/or his 

supervisor). 
 This includes the following reasons for delay in the PhD research: 

- either the local supervisor or doctoral advisor withdrawing; 
- delays in the supply of necessary equipment due to third-party actions;  
- long-term employment disability on the part of the PhD student. 

 
3 - Category II (within the scope of influence of the PhD student and/or his 

supervisor). 
 This includes the following reasons for delay in the PhD research: 

- radical changes in the line of the research;  
- incorrect scheduling;  
- too much time spent on other work.  

 An extension within category II will only then be granted if it can be shown 
that the supervisor played a significant part in the delay that occurred. 

 
4 - Category III (within the scope of influence of the supervisor). 
 This includes the following reason for delay in the PhD research:  

- inadequate support, not due to fault or action on the part of the PhD stu-
dent. 

 
5 - Category IV (delays to the research for other reasons, or extension on other 

grounds). 
 This includes the following reasons for delay in the PhD research: 

- extension due to participation in representative consultation; 
- an extension is possible according to IR-1 Article 9.3 if PhD students are 

appointed as members of a (Central) Works Council/committee; 
- maternity and/or parental leave; 
- employment will be extended by the length of the leave that is taken.  
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6 - The Head of the Personnel Department will take a decision on any applica-
tion for extension for those employed at a university workgroup. The 
director of a FOM Institute will take a decision on any application for exten-
sion for those employed at a FOM Institute. The Head of the Personnel 
Department respectively the director of the institute is free to consult a 
third party regarding the causes that underlie the application for extension, 
the reasonableness of the application or the feasibility of the scheduling. 

 The application for extension may be refused if the completion of the PhD 
research is not to be expected any longer. 

Part III - Career-oriented measures 

Article 4 - Implementation agreements for career-oriented measures 

(CAO-OI, Article 12.5) 
 

1 - An agreement will be reached, during the annual performance discussion or 
at an interim stage, in consultation with the supervisor, on which career-
oriented measures a PhD student will take part in, and the PhD student's 
personal contribution towards this will also be established. 

 
2 - Personal contribution: use of leave 
 From a perspective of administrative simplicity, the personal contribution 

will take the form of use of leave. 
 The use the leave is equivalent to the working time required for the career-

oriented measure in question, up to a maximum of ten days/eighty hours 
per PhD year. No personal contribution is required beyond the ten days/ 
eighty hours for career-oriented measures that impose a greater load on 
working hours. (Naturally, the measures must be appropriate to the sche-
dule for the PhD research in question.) 

 If a PhD student does not (entirely) use the 'annual budget' of ten days/ 
eighty hours, the unused residue will form part of the balance of leave time. 
This is subject to the normal rules on leave. 

 
3 - Career-oriented measures 
 Career-oriented measures are activities in the nature of education or deve-

lopment of competences, with the accent on personal development that 
contribute towards the PhD student's career prospects. 

 The following educational and training courses are regarded, in the context 
of these arrangements, as courses designed to encourage the PhD student's 
performance, and not as career-oriented measures. There is accordingly no 
need for a personal contribution for: 
a. substantive educational courses relating to the specific topic of the PhD 

research; 
b. attendance at conferences and summer schools; 
c. compulsory training courses in the training syllabus for FOM PhD students 

(e.g. Taking Charge of Your PhD Project); 
d. training courses in writing and presentation skills. 
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4 -  No personal contribution is required for job application training extending to 
two (exceptionally four) half days. A personal contribution is required for 
the extended 'Career planning' course. 

Part IV - Printing costs for PhD theses/payment of PhD thesis defence fees 

Article 5 - Printing costs for theses, general 
 

Subject to the following conditions, the employer, as copyright holder, will grant 
an allowance for the printing costs of the thesis in the context of the PhD re-
search. 

Article 6 - Who is eligible for the allowance 
 

The following qualify for an allowance: 
a. employees working on research leading towards a PhD and covered by 

Chapter 12, CAO-OI; 
b. in specific cases, non-PhD students if they have been working on their thesis 

during employment at FOM, with the employer's approval, and shall defend 
this to obtain a PhD. 

Article 7 - Theses to be provided 
 

Two copies of the thesis will be provided to the FOM director before the date on 
which the thesis is to be defended. The workgroup leader/institute director will 
be consulted to establish how many copies have to be provided to the workgroup 
or the institute, subject to a maximum of hundred for the latter. 

Article 8 - Amount of allowance and procedure 
 

1 - The payment amounts to 75 percent of the printing costs, subject to a 
maximum of € 1,985. The payment will be made after the conditions have 
been fulfilled. Printing costs also include the designing of the thesis, the 
costs to make the thesis digitally available (website, e-readers) and the 
costs to make an abbreviated paper version available to external contacts 
with regard to valorisation amongst others. An advance payment can be 
made, up to fifty percent, on submission of the quotation. 

 
2 - An employee who wishes to be eligible for an allowance must submit an 

application for this, enclosing the (copy) invoice and a copy of the receipt. 
The application should be countersigned by the appropriate workgroup 
leader/institute director. 
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3 - FOM employees have the opportunity to take advantage of the contract con-
cluded by NWO with a printing company, in terms of which theses can be 
printed for fixed (low) prices. If the employee wishes to use this facility, he 
can contact the Central Personnel Department. 

 
4 - An application for the payment specified in Paragraph 1 can be made until 

12 months after termination of the employment contract with FOM, provi-
ded that the printing costs have actually been incurred within this period 
and that the date for defence has actually been set.  

 
5 - The time limit specified in Paragraph 4 is 24 months for those former PhD 

students who have entered employment with a different employer immedi-
ately following their employment with FOM and who have not therefore 
'obtained their PhD within the allowance period'. 

Article 9 - Rights of usage 
 

FOM secures the rights of usage of the thesis at the point when an allowance is 
awarded and actually paid out. This means that FOM can use the thesis for 
promotional purposes and is also free to mention or refer to the thesis. 
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IR – 7 PARENTAL LEAVE 

= = = = = = = = = = = = = = = = = = 

Article 1 – Rights during parental leave (Articles 5.12 to 5.15, CAO-OI) 
 

1 - For the duration of parental leave, all regulations pertaining to the emplo-
yee will be implemented on the basis of the employment contract and, so 
far as applicable, in proportion to the number of hours actually worked. 

 
2 - Parental leave for female employees can only commence after the end of 

maternity leave. 
 If a female employee is unable to resume work after the end of her mater-

nity leave, for medical reasons, the provisions in the Implementation 
Regulations, Social Security/Sickness and Employment Disability (IR-10), 
will apply. The arrangement regarding parental leave will only come into 
effect after the intimation of recovery. 

 
3 - An employee's parental leave can only commence after the birth of a child 

or the inclusion in the household of a foster child or adopted child. The 
employee will inform the employer of the date of birth by sending in the 
birth announcement. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



IMPLEMENTATION REGULATIONS (IR) 

 
26 September 2016 - 38 - 

IR – 8 SECONDMENTS 

= = = = = = = = = = = = = = = = 

Article 1 - General provisions on secondment 
 

1 - 'Secondment' is understood to mean employment abroad on the employer's 
instructions for a period of more than three months, up to a maximum of 
five years. 

 
2 - The employer will grant the employee on secondment an allowance in 

accordance with the terms of this Implementation Regulation, for the extra 
costs of living abroad. This allowance need not be repaid if the employment 
is terminated for any reason.  

 
3 - Arrangements will be made and set out in writing, prior to the secondment, 

concerning the secondment and the allowances in terms of this Implemen-
tation Regulation.  

 The assumption is that the Dutch social security legislation will continue to 
be effective. A voluntary insurance policy must be concluded for an 
employee on secondment who is not subject to the social security legislation 
in either the Netherlands or the country where he is working. 

 FOM will arrange for the conclusion of adequate invalidity insurance if the 
employee concerned is not subject to the provisions of the Dutch Work & 
Income According to Work Capacity Act and cannot voluntarily subject 
himself to the terms of that Act. 

 
4 - Every seconded employee bears responsibility to provide an income state-

ment in the country where he is taxable according to its applicable regu-
lations. 

 
5 - The secondment will be suspended if it is interrupted at an interim stage for 

more than three months. The secondment allowance will be continued in 
relation to fixed (rental) charges for the months when the employee is not 
on secondment.  

 
6 - Customised arrangements can be made on the use of various allowances if 

the training and support plan for a PhD student do not contemplate any 
secondment. 

 
7 - If it is anticipated that an employee will have to make multiple business 

trips for a consecutive period to a same foreign destination and while the 
situation as such has, in terms of character and duration, the nature of a 
secondment, customised agreements deviating from IR-8 can be made 
prior to the secondment on allowances that are tailored to the expected 
costs of the specific situation. 
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Article 2 - Secondment allowance 
 

1 - An employees on secondment will receive a flat-rate monthly secondment 
allowance in accordance with the following table6. 

 
Country and city of 
secondment 

Net secondment bonus for 
employee on secondment 
without family, in euros per 
month (per 01-06-2017) 

Germany, Hamburg 871 

Germany, other 631 

France, Paris 998 

France, other 839 

Great Britain, London 1,060 

Great Britain, other 939 

USA, Chicago 1,144 

USA, Los Angeles 1,121 

USA, other 858 

Switzerland 1,108 

Spain, other 572 

Italy, other 475 

Japan, Tokyo 832 

Japan, other 533 

 
- Additional allowance for cohabiting partner: 25 percent of the second-

ment allowance. 
- Additional allowance for cohabiting child: 10 percent of the secondment 

allowance. 
- Additional allowance for family remaining at home (double household): 

seventy percent of the secondment allowance. 
 

                                                           
6 This table was last updated on 1 June 2016. 
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For countries and cities not mentioned in the foregoing table, the second-
ment allowance is calculated as being 3.25 times the relevant 24-hour 
allowance amount mentioned in the Ministry of the Interior and Kingdom 
Relations tariff schedule. 
For cities where FOM employees are on secondment and that are separately 
mentioned in the Ministry of the Interior and Kingdom Relations tariff 
schedule and when the country is mentioned in the foregoing table, the 
secondment allowance mentioned above will be increased proportionately to 
the 24-hour allowance in that city and the heading 'other' in that country. 
The secondment allowance can be adjusted by means of a customised 
arrangement for secondment to a large urban agglomeration of one of the 
cities mentioned in the tariff schedule. 

 
2 - Indexation of the secondment allowance 
 The secondment amounts mentioned in the table in paragraph 1 will be 

subject to biannual indexation on 1 June and 1 December by applying the 
factor 3.25 mentioned in the text below the table. 

 
3 - Exchange rates 
 The employer will watch the trends in exchange rates for non-euro curren-

cies through biannual tests. A customised agreement, on an individual basis 
or per country, will be made in case of severe negative consequences for 
the employee. 

Article 3 – Implementation 
 

1 - Payment 
 Payment of the salary and allowances associated with the secondment will 

be made in euros into a bank account indicated by the employee.  
 
2 - Which secondment allowance applies? 
 The place of secondment or workplace abroad determines the secondment 

allowance. 
 If the employee is sent abroad on secondment but goes to live elsewhere in 

the Netherlands, he is not in principle entitled to any secondment allo-
wance.  

 If such an employee incurs demonstrable (and acceptable) additional costs, 
the employer may award an appropriate allowance (also appropriate in 
fiscal terms), notwithstanding the provisions in the previous sentence. 

 If the employer arranges for payment in kind (e.g. accommodation so that 
the employee in question does not have to incur any costs), a customised 
arrangement will be made for this to be discounted from the secondment 
allowance. 

 
3 - Income from third parties 
 Allowances from third parties, associated with or arising from the second-

ment, will be discounted in full from the allowance provided by the emplo-
yer. 

 
4 - Renunciation of rights 
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 The employee is entitled to renounce the rights to allowances arising under 
this Implementation Regulation, before the secondment starts; in such 
cases, he may retain the allowances received from third parties and only 
Paragraph 1 of this Article will apply as regards the payment of net salary. 
The employee will be responsible for premiums for any voluntary social 
insurance concluded by the employer, and these may be offset against his 
salary. 

Article 4 – Relocation 
 

1 - Agreement on relocation 
 An agreement will be made, prior to the secondment, on the necessity and 

desirability of actual relocation for the employee who is to be seconded. 
a. If the secondment is for less than 12 months, the employee on second-

ment will not be expected in any event to actually relocate; 
b. If the secondment is for 12 months or more, but less than 24 months, 

the employee on secondment may decide to actually relocate, following 
consultation with the employer. For this, the employer will give serious 
consideration to the employee's interests; 

c.  If the secondment is for 24 months or more, the employee on second-
ment will generally be expected to relocate. 

 When applying the provisions under b. and c., and if the employee on 
secondment is married or has a relationship partner (as defined in Article 
1.1, CAO-OI) then the partner/family will be expected to relocate. 

 
2 - Transportation and refurbishment costs 
 The employee is entitled to an indemnification for transportation costs and 

refurbishment costs in accordance with the table in Paragraph 3. 
 Payment of transportation costs under this Article relates to the transporta-

tion of household effects to the foreign place of residence and transpor-
tation for the return journey to the Netherlands after completion of the 
secondment. Payments from any other source will take precedence. 

 Transportation for household effects will be reimbursed. For this, the emplo-
yee must use the removal company with which the employer has concluded 
a contract, unless agreed otherwise. The employer will issue the final 
instructions to the removal company. 

 For a secondment of longer than one year, the lump sum of transportation 
costs applies to both outward and return journeys. For a secondment of one 
year or less, the lump sum is paid once only. 

 
3 - Table 
 

Situation Europe Outside Europe 

Transportation costs   
For secondment of one 
year or less. 

Reimbursement of remo-
val costs for a maximum 
of 4 m3. 

Reimbursement of removal 
costs for a maximum of 
4 m3. 

For secondment of more 
than one year. 

Reimbursement of remo-
val costs for a maximum 

Reimbursement of removal 
costs for a maximum of 
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of 15 m3 for the employee 
on secondment and 5 m3 
extra for each accompa-
nying family member. 

15 m3 for the employee on 
secondment and 5 m3 
extra for each accompany-
ing family member. 

Lump sum of transport-
tation costs. 

Without partner € 398. 
With partner € 795. 
With partner and children 
€ 1,079. 

Without partner € 795. 
With partner € 1,306. 
With partner and children 
€ 1,590 

Refurbishment costs   
For secondment of less 
than one year. 

None. None. 

For secondment of one 
year or more, applying 
Paragraph 1.b and 1.c. 
For both outward (house 
abroad) and return (to 
the Netherlands) but not 
to original house in the 
Netherlands. 

€ 2,042 (in accordance 
with CAO-OI), no oblige-
tion for repayment. 
 

€ 2,042 (in accordance 
with CAO-OI), no oblige-
tion for repayment. 

 
4 -  Definition of 'double households': an employee on secondment who retains 

his residence in the Netherlands and who does not therefore actually 
relocates (and who is therefore not entitled to refurbishment costs), who 
resides abroad in temporary accommodation and whose relationship partner 
continues to reside at the existing address in the Netherlands with or 
without children. 

Article 5 - Table for home leave trips 
 

1 - Table 
Distance Employee on 

secondment with 
double household 
(partner remains 
in the Nether-
lands) 

Single emplo-
yee on second-
ment 

Employee on 
secondment 
with his family 

< 500 km. 
 
 
 

secondment up to 
one year 
5x per three 
months. 
subsequent years 
5x per four months 

2x per 
three months 

1x per 
three months 

> 500 km. secondment up to 
one year 
5x per six months. 
subsequent years 
5x per eight months 

1x per 
three months 

1x per six months 
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Distance Employee on 
secondment with 
double household 
(partner remains 
in the Nether-
lands) 

Single emplo-
yee on second-
ment 

Employee on 
secondment 
with his family 

Outside Europe 
less than nine 
months' second-
ment, no entitle-
ment to home leave 
trip. 

To be arranged, at 
least 1x per nine 
months. 

1x per nine 
months. 

1x per 12 
months. 
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2 - Other provisions 
1. Travelling expenses are reimbursed on the basis of the least expensive 

rates for public transport for travelling to and from the Netherlands. 
2. Air travel is permitted for distances in excess of 500 km. This may also 

be permitted in particular cases for shorter distances. The consideration 
here is that the travelling expenses should be reasonably proportionate 
to the travelling time. 

3. The allowance scheme is intended for visits by the employee who is on 
secondment to his family members or by family members to the 
employee who is on secondment.  

 In cases where family members are travelling to the employee who is on 
secondment, the employer should be contacted in advance regarding the 
choice of means of transport and associated payment, which cannot 
exceed the amount that the employee who is on secondment would 
personally be able to claim for a visit to the Netherlands. 'Family' in this 
context includes family members in the first degree.  

 If the employee who is on secondment is not a Dutch national, the 
journey to close family can also be made to a country other than the 
Netherlands, in which case the allowance will not exceed the amount that 
the employee in question would be able to claim for a visit to the Nether-
lands. 

4. Visits should be combined with business trips as far as possible. 

Article 6 - Table of other allowances 

 
Situation Amount Conditions 

Costs for children under the 
age of 21 staying at home, 
or for children of 21 and 
over receiving study fun-
ding. 

Extra costs can be reim-
bursed up to a maximum 
of € 568 per child per 
annum. 

Must be demonstrable. 

Costs for children under 21 
relocating with the emplo-
yee (e.g. education). 

Extra costs can be reim-
bursed up to a maximum 
of € 3,407 per child per 
annum. 

Must be demonstrable. 

Preparatory costs, visa 
expenses, inoculation, 
passport etc., tax consul-
tant. 

Actual costs, single pay-
ment up to a maximum of 
€ 441. 

Must be demonstrable. 

Costs of an additional insu-
rance to be insured against 
higher health expenses in 
the country of secondment. 

Necessary additional 
expenses are reimbursed 
1x per annum on appli-
cation. 
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Situation Amount Conditions 
Allowance for rent of 
accommodation retained in 
the Netherlands, for 
secondment of less than 
two years only. 

75 percent of the rent, 
provided there is no 
sublet. 

Production of evidence 
including a certificate of 
'no sublet'. 
Allowance does not apply 
to employees on second-
ment who receive an 
allowance for double hou-
seholds. 

Allowance for retaining a 
purchased house in the 
Netherlands: for second-
ment of less than two years 
only. 

Maximum of € 568 per 
month. 

Production of evidence 
concerning mortgage 
amount. Allowance does 
not apply to employees on 
secondment who receive 
an allowance for double 
households.  

Allowance for a more 
expensive suitable 
residence abroad (country 
of secondment). 

If the rent exceeds € 541 
per month, 50 percent of 
the excess will be 
reimbursed. 

Production of evidence. 
Accommodation must be 
reasonable, bearing in 
mind the family situation 
and local residential 
market. 

Other extra costs (such as, 
e.g., study costs or other 
costs that contribute 
towards participation in the 
employment process of a 
travelling partner). 

Up to a maximum of 
€ 2,839 per annum. 

See Article 7. 

Article 7 - Unfair final result/unforeseen situations 
 

If this Regulation on Secondment does not cover the special, specific situation of 
the individual case, the employer can make alternative arrangements on his own 
initiative or at the employee's request. 
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IR – 9  IN-HOUSE EMERGENCY SERVICE 

= = = = = = = = = = = = = = = = = = = = = = = 

Article 1 - General 
 

1 - An employee is designated by the (institute) director and/or workgroup 
leader, following consultation and in writing, to work or start working in the 
context of the in-house emergency service, in addition to his normal duties, 
as: 
a. emergency response worker, or 
b. emergency response worker with first aid, or 
c. emergency response worker with breathing apparatus, or 
d. first aider, or 
e.  one of the positions mentioned at a, b, c or d combined with acting as a 

superintendent.  
 No combinations other than those described above are permitted. 
 
2 - As a minimum requirement, an employee designated as an emergency 

response worker must possess a valid emergency assistance certificate as 
described in Section 15.3 of the Health & Safety at Work Act [Arbowet]. 

 An emergency response worker who is designated as commander has recei-
ved extra training for this so that he is in a position to manage the deploy-
ment of emergency response workers in the event of a calamity. 

 If the risk inventory and assessment shows that there are special risks, the 
emergency response workers must receive the appropriate additional trai-
ning (first aid or breathing apparatus).  

 If the institute is categorised as a risk territory in the Fire Department's 
plan of attack, a sufficient number of emergency response workers must 
take the appropriate additional training courses. 

 An employee who is designated as an 'emergency response worker with first 
aid' or as a 'first aider' must possess a valid first aid certificate. 

 
3 - Claims for reimbursements in terms of this Regulation will lapse if the 

employee no longer has the requisite certificate or no longer takes an active 
part in the prescribed exercises and lessons for the company emergency 
service, or for some other reason is not in a position to act as an emergency 
response worker, commander or first aider. 

Article 2 - Costs of training courses in the context of the in-house emergency 
service, and bonuses for certificates 

 

1 - An employee who is designated for a duty described in Article 1.1 will have 
his training costs paid. 

 
2 - An employee who has successfully passed the in-house emergency service 

examination, the breathing apparatus examination or the first aid examina-
tion will receive a gross bonus for this, subject to submission of the diplo-
ma/certificate he has obtained (see Appendix 1). 
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Article 3 - Exercises, further and or continued education & bonus for membership 
of in-house emergency service team 

 

1 - The employer will give the employee the opportunity to take (refresher) 
courses and exercises, as required, in order to retain his diploma and 
maintain his expertise. 

 
2 - Anyone who has fulfilled a position described in Article 1.1 and taken an 

active part in the prescribed exercises and lessons will receive a gross 
bonus once a year in December (see Appendix 1). 

  
3 - A proportionate part of the bonus will be paid if the employee joins or lea-

ves the in-house emergency service team in the course of a calendar year. 

Article 4 - Work outside normal working hours 
 

1 - An emergency response worker will receive an hourly payment for exercises 
and callouts outside normal working hours (see Appendix 1). 

 
2 - If a member of an in-house emergency service team has to take a course 

outside working hours, the hours outside normal working hours may be clai-
med for this. The extra hours are not covered by the overtime regulation. 

 
3 - The regulation on 'Meal allowances during overtime' in IR-3, Article 21 is 

applicable. 

Article 5 – Choice between FOM and university allowances 
 

The employee is entitled to choose once, for the further duration of his nomina-
tion/appointment as an emergency response worker or first aider, between FOM 
or university allowances. 

Article 6 – Insurance 
 

An accident insurance policy has been concluded by the employer for the benefit 
of employees covered by this Implementation Regulation. 
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IR – 10 SOCIAL SECURITY 

= = = = = = = = = = = = = = = = = = 
 
Preamble 
The literal text of the regulations referred to is legally binding for all actions, 
rights and obligations of the employer and the employee in the context of sick-
ness, employment disability and unemployment. Only the main points are 
indicated in this IR-10.  
 

Part I - Sickness and employment disability 
(see also Article 8.2, CAO-OI) 

1. Reporting sickness and recovery 
 
The employee who is unable to work due to sickness must report this to his line 
manager in person (or through his representative) as quickly as possible before 
9.30 hours a.m. according to the procedures of his workplace. The employee will 
also immediately report his recovery to his line manager when he resumes his 
work. 
 
Employees stationed in university workgroups should, on top of that, also report 
their sickness and recovery to the Central Personnel Department by sending an 
email to ziekmelding@fom.nl. This is to ensure that FOM can comply to the legal 
terms regarding absenteeism guidance. (see table below) 
 
The employee, that has called in sick, should do all to enhance his recovery. 
 
2. Accident 
 
The employee, when calling in sick, should indicate if the sickness or employ-
ment disability is caused by an accident. The Central Personnel Department can 
advise in holding the perpetrator responsible in case the accident is caused by a 
third party. The Central Personnel Department may also claim labour costs in this 
case. If it concerns an accident at the workplace, measures may be taken to 
prevent a similar accident in the future. 
 
3. Company healthcare occupational health service, company doctor 
 
Contracts have been concluded concerning occupational health services by a 
company doctor for all FOM Institutes, the FOM Office and every university that 
hosts FOM workgroups.  
 
Company doctors advise the employer FOM concerning the safety, health and 
wellbeing of employees. Company doctors play, amongst others, an important 
role in the reintegration of employees that have suffered (long term) illness, 
according to the Dutch law pertaining to reintegration from sick leave (Wet Ver-
betering Poortwachter), see below. 

mailto:ziekmelding@fom.nl
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Company doctors are bound to professional secrecy. Information gained from 
their interviews with employees will only be shared with FOM insofar the 
employee involved has agreed to this. 
The company doctor is authorised to give the employee further instructions that 
will quicken his recovery. He is also authorised to determine the restrictions of 
the employee and advises concerning the possibilities to work that are within the 
capacity of the employee. 
 
It is imperative for employees to comply to the invitation to appear before a 
company doctor. If the employee is incapable to comply to this invitation, he has 
to inform the company doctor, his line manager and HR consultant of this so that 
a suitable appointment can be made. 
In case the employee disagrees with the assessment of the company doctor 
regarding his employment disability, he should notify his employer of this as 
soon as possible. The employer will take care of further medical examinations 
with an independent doctor within the term of four weeks after the notification of 
the employee (so called 'second opinion'). The results of this examination are 
binding. 
 
Employees may also take the initiative to visit the company doctor, in order to 
consult about their health and well-being if there is a link with their work or 
workplace. They can make an appointment through the HR department of their 
(FOM) Institute or through the Central Personnel Department if they are statio-
ned at a university location. 
Company doctors advise about health in relation to work and do not replace a 
general practitioner.  
 
4. Mediation/conflict resolution 
 
An internal or external mediator can be appointed to resolve the conflict if an 
underlying cause of calling in sick is a conflict at work, and if both the employer 
and the employee wish to do this. The mediation will be governed by the rules of 
the Netherlands Mediation Institute. FOM will bear the expenses of an external 
mediator. 
 
5. Dutch law pertaining to reintegration from sick leave (Wet Verbetering Poort-

wachter) 
 
The Dutch law pertaining to reintegration from sick leave (Wet Verbetering 
Poortwachter - henceforth WVP) aims to limit the influx into employment disa-
bility regulations. Intensive attention is therefore paid to prevention and reinte-
gration besides absenteeism guidance. The employer is responsible for absen-
teeism guidance and the reintegration of sick employees. 
The employee is compelled to actively partake in activities aimed at the recom-
mencement of work within the framework of the WVP. 
During the first six weeks of his employment disability he will confer at least once 
a week with his line manager. 
After that he will confer with his line manager and company doctor at least once 
every six weeks with regard to the contents of the procedure in which conducive 
activities to the reintegration are being stipulated and pays attention to the exe-
cution of the procedure. 
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He demonstrably promotes his own recovery and makes effort to resume his 
work. 
 
The obligations of employer, employee and company doctor are summarised in 
the table below. 
 
Timing Who Obligation 

1st day of 
sickness 

employee reporting sickness to employer 

in time  employer reporting sickness to occupational health service 

6th week occupation
al health 
service 

provides advice on the possibilities for recovery and 
reintegration 

8th week employer 
and 
employee 

plan a procedure for recovery and reintegration, establish 
who will act as case manager, implement a plan of 
procedure, set up a reintegration file 

regularly employer, 
employee, 
occupation
al health 
service 

evaluate the reintegration process at least once every six 
weeks 

42nd week employer reporting sickness to the Executive Institute for 
Employee's Insurances (UWV)  

50th week employer, 
employee, 
occupation
al health 
service 

compulsory first-year of illness evaluation on how the 
reintegration process is proceeding  

87th week UWV sends the employee an application form 'Work and 
Income according to Labour Capacity Act' (WIA) 

87th week employee 
(with 
employer) 

drafts an absenteeism report (report of executed 
reintegration efforts). The employer conveys this to the 
employee. 

87th week occupation
al health 
service 

drafts the medical part of a reintegration report 
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Timing Who Obligation 

90th week employee files application for WIA benefit with the UWV and 
submits the reintegration report (employer's absenteeism 
report, medical part of the occupational health service 
and possibly his own observations). The employer may 
offer support if necessary. 

91st week UWV assessment of reintegration report 

104th week UWV start of WIA, depending on the UWV assessment 

 
The employee can ask the UWV for an expert opinion concerning the reintegra-
tion efforts by the employer and occupational health service. 
 
 
6. Regulations Sickness and Employment Disability Research Institutions (ZAOI) 
 
6.1 - ZAOI 
 
The regulation ZAOI applies to FOM employees that participate in the Foundation 
pension fund ABP. See also: http://www.wvoi.nl/files/ZAOIpercent202007.pdf 
 
The ZAOI lays down the following issues, amongst others: 
- continued payment of wages during sickness: Art. 4; 
- reintegration obligations of employer and employee: Art. 11 and 11a; 
- claims due to sickness and employment disability after resignation or ending 

of employment: Art. 39. 
 
6.2 - Sickness Benefits Act 
 
The Sickness Benefits Act applies to certain groups of FOM employees (such as 
interns and stand-by workers and students). UWV implements the Sickness 
Benefits Act for these groups of employees. 
Pregnant employees are entitled to maternity benefit. This is arranged in the 
Work and Care Act (WAZO). The employer applies for the maternity benefit, 
receives the benefit and settles it with the income of the employee. During her 
leave she will therefore continue to receive her wages. 
 
6.3 - Salary and reimbursements during sickness 
 
Continued payment of wages during sickness is arranged in Art. 4 of the ZAOI. 
The employee receives during sickness for the calendar month in which he has 
become sick and for the following twelve months hundred percent of the salary. 
seventy percent of the salary will be paid during the next twelve months. 
If the employee performs labour within the framework of reintegration and there 
is a real work performance then he will receive hundred percent salary over the 
hours he has worked. This includes also the taking of courses beneficial to the 
reintegration. If the employee performs work for 50 percent or more of his 
working hours during the second year of sickness then he will receive over the 

http://www.wvoi.nl/files/ZAOI%202007.pdf
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remaining sickness leave hours in the second year of sickness 85 percent instead 
of seventy percent of his salary. 
The salary of sick employees falling under the Sickness Benefit Act (see 6.2) will 
be reduced by the deduction of the sick benefit they receive from UWV. 
The employee receives her full wages during maternity leave. The employer 
receives WAZO directly from UWV as compensation. 
 
The allowance for travelling expenses for commuting will cease as of the first of 
the month following the uninterrupted complete employment disability of one 
calendar month. This allowance will be resumed as of the date of (partial) reco-
very. 
 
The allowance for internet expenses will cease after an uninterrupted complete 
employment disability of two months, unless it is plausible that the employee is 
available at home despite the sickness and is actually performing work. 
Participation to the AVOM regulation may be suspended from the moment and 
insofar the accumulation of holiday leave hours is halted with reference to 
employment disability. 
 
6.4 - Sickness after end of employment 
 
Claims due to sickness or employment disability after resignation or the ending 
of employment are settled in Art. 39 of the ZAOI. 
 
An ex-employee, who due to sickness or employment disability originating before 
the date of resignation and not being a resignation based on sickness or employ-
ment disability or his temporary employment has ended and remains after that 
disabled to perform fitting or normal work, will retain, under certain conditions 
during twelve calendar months as of the first day of sickness his last received 
salary subsequently by seventy percent of his last received salary for six more 
calendar months. 
The salary of an ex-employee who is taken ill before 1 July 2014 will be reduced 
with the deduction of sick benefit received from the UWV. As of 1 July 2014 FOM 
bears the excess. Payments to the ex-employee who has fallen ill from 1 July 
2014 onwards will be made by the firm RAET. 
 
6.5 - Sanctions 
 
In certain cases the behaviour of the employee influences the continuance of 
payment of his salary. 
For example: 
if the employee does not adhere to the (inspection) regulations imposed on him 
by the occupational health service or when the sickness is feigned; 
if the employee omits to apply for the employment disability benefit in time or 
omits to ask for an extension of this benefit; 
if the employee performs employment for himself or a third party during his sick-
ness, unless this is advised by the occupational health service; 
if the employee fails to perform fitting or normal work. 
The employer will ask the UWV for an expert judgement before resorting to such 
a sanction. 
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6.7 - Employment disability regulations WIA, WGA and IVA 
 
If the employee is still incapacitated for work – over 35 percent- after two years, 
then this may result in a possible claim on the basis of the Work and Income 
according to Labour Capacity Act (WIA). The employee should submit the appli-
cation for WIA payment to the UWV in the 90th week of his employment dis-
ability. See also: http://www.uwv.nl/particulieren/ik_ben_ziek/index.aspx 
The WIA consists of two parts: 
1 - Income Support Provision for Fully Disabled Employees Regulation (IVA) 
 The IVA is meant for employees that are fully and prolonged incapacitated for 

work without prospect of recovery. The payment amounts to 75 percent of 
the daily wages. 

2 Regulation Resumption of Work by Those who are Partially Incapacitated for 
Work (WGA) 

 The WGA is meant for employees that are temporarily fully incapacitated for 
work or partially incapacitated for work and can earn only a maximum of 
65 percent of their former wages. The payments amounts to 70 percent of 
the maximum daily wages. 

 After the termination of WGA there is the regulation for wage supplement or 
a follow-up benefit (70 percent minimum wages). 

 
7.1 - Less than 35 percent incapacity for work (ZAOI Art.4 and Art. 20) 
 
If the employee in consequence of the WIA is less than 35 percent incapacitated 
for work, he will be reassigned to his own job under different conditions, or to 
another job. He will not be dismissed on the basis of his employment disability. 
From the time of reassignment he will be paid accordingly for the job and the 
length of working hours to which he is reassigned and for which the payment will 
be at least 65 percent of his salary prior to his first day of sickness. Furthermore 
he will receive, for the maximum of two years, a supplement of 50 percent of the 
difference between the salary after reassignment and the salary of the job for 
which he has become incapacitated. 
 
7.2 - Termination of employment (ZAOI Art.20) 
 
If it appears that the employee is permanently incapacitated to comply to the 
functional requirements, the employer may commence to terminate the employ-
ment only if: 
a. this permanent incapacity has lasted for two year continuously; 
b. recovery is reasonably not to be expected within the period of six months after 

these two years and 
c. there are no realistic reassignment possibilities for employee at the emplo-

yer's. 
 

7.3 - ABP Employment Disability Pension 
Depending on the situation, the IVA benefit and the WGA benefit can be supple-
mented with a benefit from the ABP (based on AAOP = ABP Employment Disabi-
lity Pension). See also: http://www.abp.nl/over-pensioen/soorten-pensioen/ 
arbeidsongeschiktheidspensioen/ 
 
  

http://www.uwv.nl/particulieren/ik_ben_ziek/index.aspx
http://www.abp.nl/over-pensioen/soorten-pensioen/%20arbeidsongeschiktheidspensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/%20arbeidsongeschiktheidspensioen/
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7.4 - Loyalis IPAP 
 
FOM has a collective contract with Loyalis, so that employees can arrange their 
own insurance, at attractive premiums, against loss of income due to employ-
ment disability. (Loyalis IPAP). See also: http://www.loyalis.nl/jouw-inkomen/ 
arbeidsongeschiktheidsverzekering 

Part II - Unemployment 
(see also Article 8.3 CAO-IR) 

 
8. Unemployment benefit 
 
When an employee becomes unemployed he may apply for an unemployment 
benefit (WW7-uitkering) via this link: https://www.werk.nl/werk_nl/werknemer/ 
uitkering-aanvragen/ww 
 
The WW for FOM is implemented by UWV. UWV judges the entitlement to the 
statutory part of the unemployment benefit and records her decision in a regula-
tion. 
To receive a basic benefit there must be a loss of a minimum of five working 
hours per week and there must have been 26 working weeks in the 36 weeks 
prior to the dismissal (week-requirement). The basis benefit lasts for three 
months. This period may be extended (prolonged benefit) if the employee has 
worked at least four years in the last five years (four out of five requirement). 
The benefit amounts to 75 percent of the wages in the first two months and after 
that to seventy percent (a maximum wage applies). The duration of the benefit 
depends on the work history. The benefit is distributed by UWV but subsequently 
invoiced by UWV to FOM. 
 
FOM informs the employee in time about the termination of the labour agree-
ment. The employee should register in time at the UWV as jobseeker. Further-
more there are also rules applicable to the maintenance of the benefit. The 
employee should actively seek jobs, accept suitable jobs and inform (un)solicited 
the UWV about changes. 
If the employee does not commit sufficiently to his obligations then UWV is enti-
tled to impose fines and to take measures. 
 
 
9. Extra-statutory unemployment regulation: (BWOI) 
 
An extra-statutory unemployment regulation also applies to FOM employees: the 
BWOI. See also: http://www.wvoi.nl/files/BWOIpercent202012percent20def.pdf 
 
 
Supplement on top of the WW benefit is regulated in Article 5 BWOI 

                                                           
7 WW stands for Unemployment Benefits Act 

http://www.loyalis.nl/jouw-inkomen/%20arbeidsongeschiktheidsverzekering
http://www.loyalis.nl/jouw-inkomen/%20arbeidsongeschiktheidsverzekering
https://www.werk.nl/werk_nl/werknemer/%20uitkering-aanvragen/ww
https://www.werk.nl/werk_nl/werknemer/%20uitkering-aanvragen/ww
http://www.wvoi.nl/files/BWOI%202012%20def.pdf
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The unemployment benefit is supplemented per day up to 75 percent of the 
uncapped basis for calculation during the first two months and after that up to 
seventy percent of the uncapped basis for calculation. 
 
Supplement after the (prolonged) WW benefit is regulated in Article 8 and 9 
BWOI. 
Employees older than 40 years of age and a past service of at least five years 
with a WVOI employer or university that falls under the CAO-NU may be eligible 
for this supplement. 
 
The allocation of career budget on acceptance of work is regulated in Article 7A 
BWOI. 
The employer and employee entitled to a WW benefit may make an agreement 
on the allocation of a career budget. This budget is meant for the financing of 
concrete career oriented activities and amounts to a maximum of half of a gross 
monthly salary if work has been found within six months lasting for at least three 
months. The budget amounts to a quarter of a gross monthly salary if work has 
been found in the second six months of unemployment lasting at least three 
months. Conditions are that the validation of the entitlement to a WW benefit 
ends and that the bonus pay benefit is applied for within the first six months 
after the acceptance of a new job. 
 
The allocation of a bonus benefit on acceptance of a job is regulated in Article 
7AB BWOI. 
 
The employee of 41 year old or older entitled to a WW benefit receives a bonus 
benefit of € 3,000 if a job should be found lasting at least three months. Conditi-
ons are that the validation of the entitlement to a WW benefit ends and that the 
bonus benefit is applied for within the first six months after the acceptance of a 
new job. 
 
The BWOI is implemented by RAET. RAET determines the entitlement to an 
extra-statutory benefit and takes care of the payment. The cost of the benefit 
itself is borne by FOM. 
The BWOI is an addition to the unemployment benefits act and thus the rules 
applying to this act also apply to the allocation of a BWOI benefit. 
 
Career budget and bonus benefit on acceptance of work: it is regulated in Article 
7A and article 7AB of the BWOI that the ex-employee who, being in the benefit 
situation, accepts regular work, is entitled to a career budget or a bonus benefit 
if all the stipulated conditions are met. 
 
Employees can contact their personnel officer, the Central Personnel Department 
or the UWV for more information. 
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IR – 11 PENSIONS, FPU and SROI 
 

= = = = = = = = = = = = = = = = = == = == = = 
 
Preamble 
The literal text of the regulations that are referred to underneath is always 
legally determining for all actions, rights and obligations of employer and emplo-
yee with reference to pensions, FPU and SROI. Only the main points of these are 
indicated here. 

Part I Pensioen en FPU 
 
1. Participation and premium 
 
In principle employees are insured with the Foundation Pension Fund ABP for 
retirement, surviving dependants pension and employment disability, excepting 
those financed with a European grant. The premium due is paid by the employer 
and partly recovered from the employee. 
 
Employees that have entered employment previous to 1 January 1977 have 
accrued pension entitlements with Centraal Beheer (Pensioenrisico) up to 
that date. The insurances are applied according to the regulation of the pension 
insurance concluded with Centraal Beheer. Possible transfer of rights can only 
take place with the consent of the employer. A guarantee provision has been 
agreed upon with the COR. 
 
Employees may apply for the transfer to the ABP of their accrued pension with a 
previous employer within six months after entering employment. See also: 
http://www.abp.nl/nieuwe-deelnemer/regelen/faq-regelen.asp 
 
 
2. Pension entitlements 
 
Retirement pension 
Entitlement to retirement pension exists after the termination of the employment 
agreement due to reaching the retirement age. FOM will inform you in time about 
this. See also: http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdoms-
pensioen/ 
 
 
2.2 - Surviving Dependants pension 
 
His partner and children are entitled to a pension benefit according to the ABP 
regulations after the death of the beneficiary, former beneficiary or pensioner: 
the surviving dependants pension. See also http://abp.nl/over-pensioen/soorten-
pensioen/nabestaandenpensioen/ 
The surviving dependants pension can be exchanged for a higher retirement 
pension if there is no partner or if the partner has accrued sufficient pension. See 
also: http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdomspensioen/ 
hoger-ouderdomspensioen.asp 
 

http://www.abp.nl/nieuwe-deelnemer/regelen/faq-regelen.asp
http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdomspensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdomspensioen/
http://abp.nl/over-pensioen/soorten-pensioen/nabestaandenpensioen/
http://abp.nl/over-pensioen/soorten-pensioen/nabestaandenpensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdomspensioen/%20hoger-ouderdomspensioen.asp
http://www.abp.nl/over-pensioen/soorten-pensioen/ouderdomspensioen/%20hoger-ouderdomspensioen.asp
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It is also possible to increase the surviving dependants pension through the 
means of the so-called partnerpluspension if the beneficiary dies after reaching 
the age of 65. See also: http://www.abp.nl/pensioen-ontvangen/over-
pensioen/soorten-pensioen/partnerpluspensioen/ 
 
2.3 - Special retirement pension 
 
After divorce the ex-spouse of a beneficiary may be entitled to special retirement 
pension according to the Act on Equalisation of pension entitlements in the event 
of divorce. This entitlement reduces the entitlement to the beneficiary's retire-
ment pension. 
 
2.4 - Occupational Disability Pension 
An IVA benefit or WGA benefit can in certain circumstances be supplemented 
with an ABP benefit: the AAOP - ABP Employment Disability Pension. See also: 
Social Security (IR-10) and http://www.abp.nl/over-pensioen/soorten-pensioen/ 
arbeidsongeschiktheidspensioen/ 
 
2.5 - ABP extra pension 
 
Employees may save for a higher ABP benefit with ABP ExtraPension. The 
employee deposits an amount from his gross salary. This results in a tax-advan-
tage as he does not have to pay tax over the deposit, but on the other hand, the 
pension benefit will be taxed later. This is known as the reverse rule. See also: 
http://www.abp.nl/over-pensioen/soorten-pensioen/extrapensioen/ 
 
2.6 - FPU (Flexible Early Retirement Pension) and ABP Multi-Option Pension 
 
The FPU regulation only applies for beneficiaries that have been born before 
1950 and have been ABP beneficiaries for a continuous period from 1 April 1997 
onwards. See also: http://www.abp.nl/over-pensioen/soorten-pensioen/fpu/ 
Other beneficiaries can decide when to retire with the ABP Multi-Option Pension. 
It is possible to do so between their 60th and 70th year. It is also possible to retire 
partially and to increase this part at a later date. See also: 
http://www.abp.nl/over-pensioen/pensioen/wanneer-keuzepensioen.asp 
The employee that wishes to (partially) make use of FPU or the Multi-Option Pen-
sion should inform his employer, at least three months before the commence-
ment date, of his intention and to request the termination of his employment 
agreement. 
In case of partial retirement, a new employment agreement will be concluded for 
the remaining part to which the CAO-OI and FOM-IR apply in full. 
 
The employee that wishes to make use of FPU or the ABP Multi-Option Pension 
should inform the ABP after which he will receive a quote or calculation along 
with an application form. This application form should be completed by both 
employee and employer. 
 
  

http://www.abp.nl/pensioen-ontvangen/over-pensioen/soorten-pensioen/partnerpluspensioen/
http://www.abp.nl/pensioen-ontvangen/over-pensioen/soorten-pensioen/partnerpluspensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/%20arbeidsongeschiktheidspensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/%20arbeidsongeschiktheidspensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/extrapensioen/
http://www.abp.nl/over-pensioen/soorten-pensioen/fpu/
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2.7 - Up-to-date pension information 
 
ABP beneficiaries receive an annual Uniform Pension Review (UPO). In this 
overview is stated the amount of pension that the beneficiary has accrued with 
ABP and what he will receive later if there are no changes in his situation. See 
also: http://www.abp.nl/overpensioen/hoeveel-pensioen/upo/ 
It is possible to check the most up-to-date personal information and make calcu-
lations through the so-call MijnABP. See also: 
https://www.mijn.abp.nl/applicaties/aanmeldeninloggen/pages/Aanmelden/Perso
onlijkeGegevens.aspx 
 

Part II SROI8 (see also CAO-OI annex 5) 
 
Every employee that has reached the age of 59 on 1 June 2012 may (still) make 
use of the SROI 2007 for which the following provisions apply. 
 
1. If, in the context of the current or former SROI, an employee makes use of 

part-time FPU, a new part-time employment agreement will be entered into 
with him for a maximum of the time he still has left to work, which will be 
subject to the standard FOM employment terms. 

2. If, in the context of this scheme, an employee makes use of a parttime 
elective pension before the age of 65, a new part-time employment agree-
ment will be entered into with him for a maximum of the time he still has left 
to work, which will be subject to the standard FOM employment terms. 

3. If the employee is still employed, due to the increase of the retirement age, 
after the number of SROI days have been exhausted, he will be offered the 
following options: 
3.1 To exchange the previous (weekly) SROI-day with holiday leave. The 

SROI reduction on salary will lapse and leave (over presence and holiday-
leave) will be accrued in the regular way. 

3.2 A parttime employment agreement will be entered into for the number of 
working days per week. 

4. As soon as the employee is making use of the FPU regulation or Multi-Option 
pension, his claims on SROI will lapse. 

5. The employee should always inform his employer of changes in his income 
from or connected with employment (such as additional income). 

6. The travel allowance is based on the number of days actually worked each 
week in terms of the SROI 

7. Depending on the agreement reached with the employee about 'fixed working 
days', in the context of the practical application of the SROI, a holiday leave 
day should be taken on general closure days of the workplace, if needs be, or 
there should be some other form of compensation. 

8. When the SROI 2007 is used, holiday leave should be awarded in proportion 
to actual attendance at work. 

9. An employee who wishes to make use of the SROI at one of the institutes or 
at the FOM office should write to the director of the institute where he works, 
informing him of this, at least two months before the desired commencement 

                                                           
8 Senior Employee Scheme Research Organisations 

http://www.abp.nl/overpensioen/hoeveel-pensioen/upo/
https://www.mijn.abp.nl/applicaties/aanmeldeninloggen/pages/Aanmelden/PersoonlijkeGegevens.aspx
https://www.mijn.abp.nl/applicaties/aanmeldeninloggen/pages/Aanmelden/PersoonlijkeGegevens.aspx
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date. An employee of the University Workgroups Management Unit should 
inform his workgroup leader. 

10. The arrangements on how to effect the reduction in working time and the 
consequences for the job description will be established in writing. These 
arrangements may only be amended with the agreement of both parties and 
only for onerous reasons. 

11. The scheme will come into effect from the first day of the month. 
 

IR – 12 SALARY SAVINGS SCHEME AND LIFE-COURSE SAVINGS 
 

================================================== 
 
This IR has lapsed. 
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IR – 13 JOB EVALUATION 

= = = = = = = = = = = = = = = == = 
(see CAO-OI, Art. 3.2) 

Article 1 – Principles 
 

1 - For every position, there is a maximum scale (this is the highest salary 
scale that can be achieved for the position) and a preliminary salary scale 
(this is the next salary scale down from the maximum scale). 

 
2 - The general principle that has been chosen for job evaluations is the Posi-

tion Level Matrix (FNM), which is partly made up of reference positions. 
 
3 - Information on job evaluations is available from the personnel officer of the 

institute or at the FOM office. This information is also displayed locally, at a 
site accessible to employees. 

Article 2 - Decision on evaluation result & the option to object 
 

1 - An employee will receive a written, reasoned evaluation result for his posi-
tion. 

 
2 - If the employee is unable to agree with the level set for a non-reference 

position he is to fulfil, he can make use of the individual right to complain 
(IR-17). 
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IR – 14 PERFORMANCE APPRAISAL, ASSESSMENT AND DEVELOPMENT 
INTERVIEWS & PROFESSIONAL DEVELOPMENT PLANS (POPs)9 

 
 ============================================== 
 
Preamble 
This regulation has been established with the aim to structurally perform and 
record periodical interviews between direct line manager and employee con-
cerning the task assignment in a particular period. Accordingly, attention will be 
paid to the mutual working relationship and job assessment. This consultation 
takes place in the annual performance appraisal, assessment and development 
interview (hereinafter referred to as performance interview). 
 
The nature of the agreement concerning task assignment and development in 
the performance interview differs for each type of personnel. Emphasis lies 
mainly on that which is achieved during the length of contract with temporary 
staff and their career continuance after the contract has terminated. Emphasis 
with permanent staff is on what should be achieved within a certain time-frame 
and further functional development. 
 
'Career-maintenance' is required for the flexible deployment during the entire 
career. Continual and increasingly rapid developments demand an organisation's 
adjustment of objectives and positioning, their working methods, working gear 
and working environments. 
It is important therefore, that in the light of this employees and line managers 
pay periodical attention to the optimal deployment and employability of staff in 
the longer term. 
 
Part 1 of this regulation describes the purpose and frequency of the performance 
interview as well as the issues that should be discussed. 
 
More elaborate agreements concerning training, education or specific task 
assignments aimed at the longer term may be recorded by line manager and 
employee in a so-called Professional Development Plan (POP) which will be des-
cribed in part II of this regulation. 
The progress of an existing POP is a topic for discussion during the performance 
interview for permanent staff. 

Professional development will be discussed in the planning and evaluation inter-
view in the transition to the final year of a PhD student. 
 
  

                                                           
9 Adapted on 1 July 2015. 
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Part I – Performance appraisal and assessment interviews 
 
 
Article 1 – Description 
 
1-  The performance interview is the consultation between a direct line mana-

ger and an employee, during which: 
a. the employee's performance and professional development during the 

past period is assessed. This period preferably covers one year, but a 
maximum of two years after the previous interview; 

b. there is an appraisal of mutual working relationships and of working 
conditions;  

c. agreements are made regarding task assignments and development for 
a subsequent period; 

d. agreements are made about the desired/required development of the 
employee in the short and longer10 term. 

 
2 - The current and future work that is the responsibility of the direct line 

manager is discussed during the performance appraisal and assessment 
interview. 

  
3 - The director will take note of the results of this performance appraisal 

meeting, if asked to do so by an employee as defined in Section 21 of the 
Works Councils Act, in order to ensure that the employee in question is not 
disadvantaged. 

Article 2 – Participants 
 

1 - A performance interview is held between an employee and his direct line 
manager. If the director or workgroup leader is not the immediate 
supervisor, he will determine who this should be for the purposes of this 
Implementation Regulation. 

 
2 - The direct line manager and the employee can agree, as an exception, 

that a third party should attend the performance interview as a listener. If 
the direct line manager and employee are unable to agree on attendance 
by a third party, the director or the workgroup leader will decide on this. 

 
3 - An employee can, if he wishes, consult a third party in preparation for the 

follow-up interview as described in Article 3.2. If the employee so 
requests, this third party can be present as a listener at the follow-up 
interview, provided that the direct line manager is informed of his 
presence two working days prior to the interview. 

                                                           
10  If so desired, these agreements can be recorded more fully and in greater detail in a Professional Develop-

ment Plan (POP). 
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Article 3 - Notice of interview 
 

1 - The direct line manager and the employee will reach an agreement, at least 
two weeks in advance, on: 
- the time, date and place for the interview; 
- the preparation method based on the standard form (art. 7) and the 

inclusion of the previous interview report (if extant); 
- whether the employee writes down his opinion on the form regarding 

his/her functioning and development ('retrospection', 'outlook' and 'future 
prospects') prior, during or after the meeting; 

 
 - On the line manager's forming an opinion regarding the functioning of the 

employee it is possible, in order to increase the objectivity, to gather 
(written) feedback from the employee's direct work environment. This 
possibility is only open after consent by the employee. The feedback will 
be openly communicated during the interview and stated in the report or 
be attached to it. 

 
2 - The interview can be spread across two dates if requested by either the 

employee or the direct line manager. Such a request can also be made 
during the interview. 

Article 4 - Informing the next senior line manager and personnel officer 
 

The employee's direct line manager will inform the next senior line manager and 
the personnel officer about the interviews that have taken place, the 
arrangements that have been made and the actions to be taken, by means of 
showing them the completed form.  
If necessary, a feedback meeting can then be held with the employee. This mee-
ting will be held by the direct line manager, with the next senior line manager 
possibly in attendance as well. 

Article 5 - Objective, topics and frequency  
 

1 - A distinction will be drawn, during the meeting, between the assessment 
element ('Retrospection') and the performance element, in which a 
distinction will also be drawn between the coming period ('Outlook') and a 
view on the longer term ('Future prospects').  

 The objectives of the assessment element of the interview are: 
a. to assess the work that has been done over the previous period and what 

results have been achieved, taking account of specific circumstances if 
required;  

b. for the direct line manager to give his appraisal about the job per-
formance, along with a discussion of this. It is useful to include feedback 
from the immediate surroundings of the employee. 

 The aim of the performance element of the meeting is: 
c.  to discuss working relationships and circumstances that influence perfor-

mance.  
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d. to establish duties and development targets for the coming period, taking 
any specific circumstances into account;  

e. to reach agreements in relation to any specific circumstances and about 
what the employee already has available or still needs in order to accom-
plish his task assignments successfully in the ensuing period; 

f. to discuss the direct line manager's appraisal of potential and the emplo-
yee's ambitions in the longer term. This discussion might result in 
agreements on training, education or specific job content that can, if 
desired, be set out in a Professional Development Plan (POP, see Part II 
of this Regulation for this). 

 
2 - The performance interview (see paragraphs 3 to 5) is generally held once 

each year. A different frequency is possible if permitted by the director or 
workgroup leader. 

 On the employee's request, performance interviews can be held more often 
than required. 

 
3 - PhD students (oio's) 
 The key topic in the performance interview with a PhD student (which is 

called a planning and evaluation meeting) is the progress of the doctoral 
research. Specific areas for attention therefore include: 
- how the PhD student is developing as a scientist; 
- what educational arrangements need to be made for this; 
- and, on transition into the final year, any wishes and opportunities for the 

continued career after the PhD has been obtained. 
 
4 - Temporary staff 
 What is specific to this category of personnel is establishing what wishes 

and opportunities there are for the continued career after the end of the 
temporary employment arrangement. The line manager and employee will 
accordingly discuss their ideas about the employee's future career and any 
action that might contribute towards securing him a job immediately follo-
wing employment at FOM. 

 For those employees who are employed in terms of Article 2.6.1 of the 
CAO-OI, there should be a discussion of whether their employment will be 
converted into a permanent contract. 

 For employment periods of less than three years, the interview will be held 
at least once, halfway through the period of employment. 

 
5 - Permanent staff 
 What is specific for this category of personnel is the employee's deve-

lopment in relation to his job and duties, also on the longer term. If the 
employee has a Professional Development Plan (POP), there will be an 
assessment of how the agreements that it contains are progressing. The 
parties may decide to prepare a (new) POP or adjust an existing POP.  

 By preference, the interview will be held annually, but at the least once 
every two years. 
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Article 6 - Legal position 
 

1 - Any proposal to change the employee's legal position must be accompanied 
by a report on a performance interview that is no more than 12 months old. 

 Changing the employee's legal position includes: 
- conversion of temporary employment into permanent employment (diffe-

rent from following a probationary period); 
- extension of temporary employment; 
- remuneration decisions; 
- promotion; 
- awarding extra period-linked payments; 
- withholding an annual period-linked payment (see paragraph 2); 
- bonuses; 
- awarding a performance bonus. 

 
2 - A decision not to award an annual period-linked increase must be based on 

a fully completed performance interview report. The report should include a 
conclusion to the effect that no period-linked increase will be awarded on 
the next date of periodic increase. 

 
 
Article 7 – Standard forms11 
 
A performance interview will be held on the basis of a standard form. 
The form 'performance interview' will be used for all employees with the 
exception of PhD students.  
(http://www.fom.nl/live/attachment.db?127996). 
The form 'planning and evaluation interview' will be employed for PhD stu-
dents.(http://www.fom.nl/live/attachment.db?127986). 
The form serves as the agenda for the interview and to record what is discussed. 
 
 
8. Reporting and objections 
 
1 - Once the form has been completed, it is signed by the employee, his direct 

line manager and the next senior line manager: 
I. the employee is considered to have signed the form as evidence of 

having read the appraisal elements of the report (see Article 5.1.b); 
II. the agreements made between the employee and his line manager 

during the performance part of the meeting ('outlook and future 
prospects') are signed by the employee as indicating his agreement to 
them. 

 

                                                           
11  Changes in the standard forms will only be applied after the consent of COR has been obtained. 

http://www.fom.nl/live/attachment.db?127996
http://www.fom.nl/live/attachment.db?127986
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2 - The report should be completed and send to the employee within the term 
of maximally four weeks after the last interview. If an employee disagrees 
with how the meeting has been recorded, he can note an objection on the 
form. The next senior line manager must then interview the employee 
about the nature of the employee's objections and then note his own 
findings on the form. He then records the agreements that have been made 
and the appraisal. If an employee still objects after this stage, the situation 
is covered by the Implementation Regulation, Individual Right of Complaint 
(IR-17). 

Article 9 - Retention of reports 
 

The FOM personnel officer at the institute and/or the workgroup arranges for the 
originals of the reports of the performance interviews to be retained in the 
employee's personnel file. These forms will be retained at least until the next 
meeting and for a maximum of five years. 

Article 10 – Access to the forms 
 

1 - The employee receives a copy of the signed report of the performance 
interview. The original report goes to the FOM personnel officer of the 
institute and/or workgroup for filing. 

 
2 - Rights to inspect reports are reserved to those who have a formal right to 

inspect a personnel file. This right of inspection is also available to the insti-
tute's personnel officer or employees at the Central Personnel Department. 

 
 

Part II - Professional Development Plans (POPs) 

Article 11 - Objective, parties concerned and frequency  
 

1 - In order to record more extensive agreements on training, education or 
specific job content, for instance if the agreements are more comprehensive 
or extend over a lengthier period, a Professional Development Plan (POP) 
can be prepared if so wished.  

 
2 - The initiative to prepare a POP can come from either the employee or his 

line manager. The POP process will often start at the performance interview, 
but the initiative to prepare a POP can also be taken at some other time. 

 
3 - The POP belongs to the employee who is responsible, in conjunction with his 

direct line manager, for its realisation. The line manager and the next senior 
line manager must agree to the arrangements in the Plan, including the 
investment involved in the Plan (in time and/or money). 
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Article 12 - Legal position 
 

If an employee is awarded a compensation in terms of IR-4 (Study facilities) for 
a training course costing more than € 5,000, the reasons for this must be recor-
ded in a POP. 

Article 13 - Preparation for the meeting 
 

1 - An employee can obtain assistance for preparing the POP, taking the form 
of a professional career advice or some other form. The employer is respon-
sible for the costs associated with this.  

 
2 - The POP process is guided by the layout of a POP that is available on 

http://www.fom.nl/live/attachment.db?127939. 
 
3 - Using this layout, the employee can list his own capacities, desires and 

opportunities in relation to his own job and his further career, prior to the 
(first) meeting. 

 
4 - The direct line manager will prepare for the (first) meeting by using the 

layout to record the capacities and competences that will be needed in the 
future for the employee's organisational division. He can compare this 
against his own ideas of the employee's capacities, competences, potential 
and opportunities for growth. 

  
 
Article 14 - Course of the process, and reporting  
 
1 - At the start of the POP process, the employee and his direct line manager 

jointly record the reasons for preparing a POP. They go on to exchange 
ideas about the employee's future development. The employee is expected 
to suggest initiatives for development activities. The line manager will 
consider these in the light of developments in the division where the 
employee works, and on the basis of this, will indicate the feasibility of the 
employee's proposals and their desirability for the organisation. The line 
manager can also make proposals for development activities by the emplo-
yee that he considers necessary from the perspective of the organisation's 
development. The POP process will continue, at one or more meetings, until 
the employee and the line manager have reached agreement on concrete 
development activities, as well as the objective that these are designed to 
attain. This process can, if necessary, be supported by the Personnel depar-
tment of the employee's own division. 

 
2 - To be recorded in a POP: 

- the reasons for the POP; 
- the objective: the areas in which the employee is going to develop and 

the results that should be achieved; how and when to determine whether 
the objective has been achieved; 



IMPLEMENTATION REGULATIONS (IR) 

 
26 September 2016 - 68 - 

- agreements on concrete measures and activities designed to contribute 
towards achieving the stated development objectives; these agreements 
will not only relate to training and education but also to other activities 
and measures that will afford the employee an opportunity to develop; 
the following points must be recorded clearly for every step or activity: 

a - who takes the initiative and the point at which they will be put into 
action; 

b - which investments (in time and/or money) will be made for this by the 
employer; 

c - which investments (in time and/or money) are expected from the 
employee; 

d - any additional preconditions for successful completion of the agreed 
steps (which might include support from colleagues, adjustments to the 
employee's job description, provision of specific resources etc.); 

e - arrangement regarding (interim) evaluation of the progress and results 
of the plan. 

Article 15 - Signature, objections and retention 
 

1 -  A POP will be signed as being agreed by the employee, the direct line mana-
ger and the next senior line manager. When he signs the Plan, the 
employee has an opportunity to add his own comments to it. 

 
2 - If the employee and the line manager are unable to reach agreement on the 

contents of the POP, they will then act in accordance with Article 8.2. 
 
3 - The FOM personnel officer of the institute respectively the workgroup will 

arrange to retain the POP in the personnel file. 

Article 16 – Access to the Plan 
 

1 - The employee will receive a copy of the signed POP. The original report 
goes to the FOM personnel officer of the institute respectively the work-
group for filing. 

 
2 - Rights to inspect a POP are reserved to those who have a formal right to 

inspect a personnel file. This right is also available to the institute's per-
sonnel officer or employees at the Central Personnel Department. 
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IR - 15 INTERNAL MOBILITY 

= = = = = = = = = = = = = = = = = = = 
 
Preamble 
FOM stimulates employees to obtain other kinds of work experience somewhere 
else from their own familiar workplace, in order to promote vitality and employ-
ability of employees. 
This Implementation Regulation is designed to achieve a fair balance, in mobility 
cases, between the costs and efforts of the employer on the one hand and those 
of the employee on the other. 
This Implementation Regulation governs:  
- the remuneration for internal mobility; 
- reimbursements for additional costs arising from geographical mobility;  
- reimbursements for the costs of extra educational efforts;  
- the conclusion of an internal mobility contract.  
 

Article 1 - Definitions  
 

1 - In the context of this Regulation, 'internal mobility' is regarded as the tem-
porary performance of a job, voluntarily, at a different division of the 
organisation12 for a period of at least six months but no longer than four 
years. Internal reallocation because an employee's own position ceases to 
exist is not regarded as internal mobility in the context of this Regulation. 

 
2 - A return guarantee is the guarantee that every employee receives, that he 

can return after the period of internal mobility to his original job and 
division of the organisation. 

 
3 - Geographical mobility is internal mobility to a division of the organisation 

situated in a different place in the Netherlands13.  
 
4 - Temporary accommodation is the new accommodation occupied by the 

employee in the context of geographical mobility, in the vicinity of the new 
organisational division, while he still retains his original accommodation14 
with the intention of returning there in due course. The accommodation is 
regarded as 'final' if the original accommodation is not retained. 

 
. 
Article 2 – Entitlement and sphere of operation 
 
1 - This Implementation Regulation applies to employees with a permanent 

employment contract. 
 

                                                           
12 FOM Institute or FOM workgroup at another university. 
13 Establishing a base outside the Netherlands and returning to a base in the Netherlands after a period of time 

is the subject of IR-8 (Secondment/work abroad) and possibly IR-3 (Foreign business travel). 
14 The employee retains ownership or tenancy of the original residence. 
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2 - There is an entitlement to the compensations and remunerations described 
here if the internal mobility or educational efforts arise from career 
agreements or agreements regarding temporary performance of the job. 

 
3 - The employee is entitled to claim the return guarantee at the end of the 

previously agreed period for internal mobility.  
 
4 - If a decision is made to relocate permanently during the period of internal 

mobility, the prior arrangements made regarding compensations and 
remunerations will be honoured until the original end date of that period. 

 
5 - If the internal mobility is terminated at an interim stage, the compensations 

and remunerations will cease at that point. There is no obligation for 
repayment by the employee. 

 Agreements will be made on the time limit within which the return gua-
rantee can take effect in such cases.  

 
6 - More detailed arrangements on compensations and entitlements will be 

made for employees who are internally mobile for part of their employment, 
with the basic principle being a proportionate award relative to the 
percentage of part-time work, unless this is incompatible with the nature of 
the compensation. 

Article 3 – Mobility premium and remuneration 
 

1 - Internal mobility is rewarded by means of the annual award of a mobility 
premium for the period when the employee is internally mobile. 

 
2 - The employee will receive his first mobility premium after six months of 

internal mobility, and subsequently at one year intervals after an earlier 
award. 

 
3 - With the exception of the situation specified in Paragraph 4, the mobility 

premium is a gross amount equivalent to one month's gross salary including 
holiday pay. 

 
4 - For internal mobility during a period that does not amount to a full number 

of years, the final premium will be established in proportion to the number 
of remaining months, with that period being rounded up to a full number of 
months. 

 
5 - During internal mobility to a job on a higher salary scale, a deputising 

allowance will be awarded in accordance with Article 3.8 Section 2, CAO-OI, 
separately from the mobility premium. This allowance will be disregarded 
for the calculation of the mobility premium.  

 
6 - If the internal mobility is to a job with a lower salary scale, the employee's 

pre-existing salary position will be preserved. 
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Article 4 – Relocation 
 

1 - For geographical mobility, an employee can claim the allowances under this 
Article if he fulfils the following conditions: 
- the geographical mobility is for a period of two years or more; 
- the employee occupies different accommodation within one year after the 

start of his geographical mobility, and it is situated within a radius of 30 
km. from the base established in accordance with the method specified in 
IR-3;  

- by doing this, the employee significantly shortens the commuting 
distance or time. 

 
2 - Costs reasonably incurred for moving house will be reimbursed in full. 
 
3 - On occupying final accommodation, the employee will receive an allowance 

for the refurbishment expenses of 12 percent of his annual salary on the 
date of relocation, subject to a maximum of € 5,445 and a minimum equal 
to the allowance for refurbishment costs under Article 10.1, Section 3, CAO-
OI. The mobility premium will be included in the calculation of the 
employee's annual salary. 

 
4 - On occupying temporary accommodation, the employee will receive an allo-

wance for the refurbishment costs in terms of Article 10.1. Section 3, CAO-
OI. 

 
5 - If, after the expiry of the agreed period of internal mobility, the employee 

then moves house to a location within a radius of 30 km. from his base at 
the time, Paragraphs 2 to 4 will apply, mutatis mutandis.  

Article 5 – Commuting allowance 
 

1 - An employee who does not relocate during the period of internal mobility 
will receive a net reimbursement of the commuting expenses actually 
incurred, instead of the standard commuting allowance, for the period of his 
geographical mobility.  

 
2 - The distance between home and work base will determine the amount of 

the reimbursement. This distance is established in the manner described in 
IR-3, using the digital version of the ANWB route planner. 

 
3 - If public transport is used, these costs will be fully reimbursed on the basis 

of NS (railway) second class fares. 
 If a car is used, the reimbursement will be € 0.17 per kilometre, in accor-

dance with the calculation rules of the Tax Authorities15. 
                                                           
15 Calculation method: The calculation rule applied by the Tax authorities means that the 

calculation must be based on 214 working days each year, equivalent to 42.8 weeks. 
You can calculate the amount of the net reimbursement on the basis of the following 
formula: (kilometres home-work x €0.17 x journeys per week) x 42.8/12 = 
commuting allowance per month. 
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4 - If the employee does relocate within the context of internal mobility, occu-

pies new accommodation and accordingly receives a relocation allowance in 
terms of Article 4, then commuting costs will be reimbursed in the regular 
manner according to IR-3, notwithstanding the provisions in Paragraphs 3 
and 4 above. 

Article 6 – Rental of temporary accommodation or boarding costs 
 

The additional costs for renting temporary accommodation are the rent for the 
temporary accommodation or boarding costs. The costs and income relating to 
any residence that is retained will be disregarded when establishing the 
additional costs. The additional costs will be reimbursed, in return for receipts, 
up to a maximum of € 607 per month. 

Article 7 – Temporary relocation without family 
 

1 - An employee who occupies temporary accommodation, while his family or 
partner remain in his original home, will receive a fixed payment for the tra-
velling expenses incurred to his permanent residence once each week, 
based on NS second class fares (see Appendix 1). 

  
2 - Such an employee will receive an additional fixed payment of € 63 net per 

month to defray other additional expenses. 

Article 8 – Training costs  
 

IR-4 applies in full to reimbursements for costs of training courses taken in the 
context of career agreements. This means that the costs incurred are fully 
refunded. 

Article 9 – Recording of agreements 
 

1 - Agreements concerning internal mobility will be recorded in writing in the 
employment contract (or a supplement to it). The following details will be 
recorded, in any event:  
- that the IR on internal mobility is applicable; 
- the starting date for the period of internal mobility; 
- the end date for the period of internal mobility; 
- the time limit within which a claim can be made under the return 

guarantee in the event of (interim) termination of the internal mobility; 
- the base where the employee will be working during the period of internal 

mobility; 
- the job that the employee will be doing during the period of internal 

mobility; 
- the individual to whom the employee will then be responsible; 
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- arrangements made regarding the dates and points at which the internal 
mobility will be assessed.  

2 - The amount and duration of the expenses allowances will be recorded in 
writing before the start of the internal mobility. 
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IR - 16  COMPENSATION FOR DAMAGE TO OR THEFT OF 
PERSONAL BELONGINGS 

= = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = 
(art.1.5.24 CAO-OI) 

 
Article 1 – Aim of the Regulation 
 

This Implementation Regulation is intended to provide more detailed provisions 
for damage to or theft of the personal belongings of FOM employees, if the 
damage arises during or is caused by work instructed by FOM, and if such losses 
are not already covered by insurances held by FOM, the injured party or third 
parties.  

Article 2 - The type of loss that is compensated, and when 
 

1 - Loss resulting from damage to or theft of personal belongings is only com-
pensated by FOM if the injured party has observed the conditions indicated 
and/or instructions given for the performance of his work by the authorised 
individuals and/or bodies. 

  
2 - Theft of personal property belonging to FOM employees on company premi-

ses or offices only qualifies for compensation if there is a break-in and suf-
ficient evidence that the personal property in question was actually 
removed. An official report to the police will also have to be made in every 
case.  

Article 3 - Admissibility of damage claims 
 

1 - There will be equitable compensation for damage to property sustained by 
an employee and which is not due to his negligence, imprudence or other 
culpable conduct in the performance of his job. 

 
2 - Damage to or theft of luggage arising during a foreign business trip, and 

which is not compensated by the collective insurance policy concluded for 
that purpose because of the self-assured amount of € 113, will be compen-
sated, subject to the provisions in Paragraph 1. 

 
3 - A maximum payment of € 276 will be awarded for loss or theft of money or 

documents representing money during a foreign business trip, subject to 
the provisions in Paragraph 1. 
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Article 4 – Compensation 
 

1 - Compensation is available for damage to personal property of FOM emplo-
yees caused by the use of materials, equipment or other actions required 
for the performance of his job by the injured person. 

 
2 - The principle for establishing the compensation to be paid by FOM is the 

replacement value at the time of the damage to or theft of the property.  

Article 5 - Compensation officer or committee 
 

The payment of the financial loss resulting from damage or theft, as defined in 
this Implementation Regulation, is awarded: 
- by a compensation officer or committee appointed by the institute director for 

employees of the FOM Institute AMOLF, FOM-Nikhef and the FOM Institute 
DIFFER. 

- by a compensation officer or committee appointed by the director of FOM for 
employees at the FOM office and in university workgroups. 

Article 6 - Filing and handling a damages claim 
 

1 - The application for compensation must be filed in writing with the relevant 
compensation officer or committee. 

 
2 - This written report form must contain a description of the kind of loss inclu-

ding a reasoned estimate of the replacement or repair value and the cir-
cumstances in which the loss has taken place. Possible evidence should be 
provided alongside this. A declaration should also be provided by the 
employee's direct line manager, workgroup leader or manager of the buil-
ding concerning the event giving rise to the loss, confirming the accuracy of 
the information provided by the injured party, and must also contain an opi-
nion on the amount of compensation. 

 
3 - The compensation officer or committee will inform the injured party in wri-

ting of its reasoned decision on a compensation.  
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IR - 17 INDIVIDUAL RIGHT OF COMPLAINT 

= = = = = = = = = = = = = = = == = = = = = = = = = = 

A. General 

Article 1 - General 
 

1 - The purpose of this Implementation Regulation is to provide an individual 
employee with the opportunity to open up a discussion about any complaint 
he has about conduct by or on behalf of the employer towards the emplo-
yee, and to have that complaint investigated in such a way as to ensure a 
fair disposal of his complaint with the protection for his individual interests 
that he is reasonably entitled to expect.  

 
2 - This Implementation Regulation also applies to interns, holiday employees, 

conscientious objectors and former employees if the complaint relates to 
their previous employment and is filed not later than one year after the end 
of that employment. 

 
3 - In the following text, the Central Complaints Advisory Committee is referred 

to as 'the Committee'. 

Article 2 - Scope of application 
 

1 -  This Implementation Regulation does not cover complaints about a propo-
sed dismissal.  

2 - This Implementation Regulation does not cover situations wherein an 
employee wishes to publish (a suspicion of) a wrong that takes place under 
the responsibility of FOM and where possibly a large social interest is at 
stake. The Whistle-blower's Scheme applies in this situation16. 

Article 3 – Confidential Advisor 
 

1 - An employee is always entitled to assistance from a confidential advisor 
during the procedure. 

 
2 - The confidential advisor is authorised to assist the employee at every stage 

of the complaints procedure. His sole responsibility for the performance of 
his duties is to the employee. The confidential advisor will receive all infor-
mation relating to the complaint if this is necessary and he asks for it. 

 
3 - The employer will ensure that the legal position of a confidential advisor 

who is employed by the employer will not be detrimentally affected by the 
fact that he acts in this capacity. 

                                                           
16 http://www.fom.nl/live/personeelsinformatie/werk_en_klachten/klokkenluidersregeling.pag  

http://www.fom.nl/live/personeelsinformatie/werk_en_klachten/klokkenluidersregeling.pag
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Article 4 – Complaint 
 

1 - A complaint may only relate to conduct by or on behalf of the employer. 
This might involve a decision taken, an action undertaken or the failure or 
an explicit refusal to make a decision or to act in respect of the individual 
employee.  

 
2 - The employee can file a complaint: 

-  if he disagrees with a course of conduct;  
-  if, in his opinion, the conduct conflicts with the employment conditions 

and/or statutory conditions applicable to him; and/or 
-  if he considers that his interests are being adversely affected and/or 

compromised in relation to the employment situation and/or his legal 
position. 

 
3 - The employee is entitled to withdraw the complaint, in writing, at any time. 

Article 5 – Admissibility 
 

1 - A complaint from an employee will only be considered if: 
- it is an individual complaint or a complaint arising from the individual 

application of a general regulation; 
- the employee has an interest in the situation giving rise to the com-

plaint; 
- a decision on the resolution of the complaint is within the competence 

of the employer. 
 
2 - A complaint will not be considered if: 

- the complaint relates to a circumstance that is or has already been the 
subject of legal proceedings;  

- a previous complaint concerning the same fact or event, considered in 
terms of time and place, has already been filed by the same employee 
and an opinion has been issued or the employee has withdrawn the 
complaint while it was being considered;  

- the complaint relates to a topic for which there is a special appeal pro-
cedure, or a different internal appeal procedure is or has been avai-
lable;  

- the complaint relates to the application for leave to dismiss, specified 
in Article 2;  

- the employee has not observed the set time limits or prescribed pro-
cedure under this Regulation, unless the Committee establishes that 
this failure is not the fault of the complainant. 

 
3 - This Regulation is without prejudice to the other rights and claims that the 

employee can enforce by law or his individual employment contract.  
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Article 6 - Disposal of the complaint at first instance 
 

1 - Filing the complaint 
 In the first instance, the complaint must be filed in writing with the institute 

director/workgroup leader, accompanied by the relevant documents, within 
a time limit of four weeks after the employee becomes aware of the deci-
sion or conduct. In the letter, the employee will describe the reasons for his 
complaint as carefully as possible. It is regarded as good practice for the 
employee to intimate the pending claim at the same time to the person 
whose actions are the topic of the complaint. 

 
2 - If the complaint is made in the first instance against the decision/conduct of 

the institute director/workgroup leader, or of the Head of the Central 
Personnel Department, the complaint must be filed with the FOM director, 
who may decide first of all to obtain an opinion from the Committee. 

 
3 - If the complaint is made in the first instance against the decision/conduct of 

the FOM director, the complaint must be filed with the Executive Board. The 
Executive Board will request an opinion from the Committee, after which it 
will take a decision. 

 
4 - Confirmation of receipt 
 The person with whom the claim is filed will confirm receipt of the com-

plaint, in writing, within two weeks after its receipt. This letter will detail the 
time limits and method for disposal of the complaint. 

 The person who has authority to make a decision will ensure that all requi-
rements of due care are observed. In particular, the complainant will be 
afforded sufficient opportunity to prepare for the hearing. 

 
5 - The hearing 
 The person authorised to take a decision will interview the employee 

concerned and his line manager, as well as anyone else whose opinion he 
considers desirable in the interests of the decision-making process. 

 
6 - Decision 
 The institute director/workgroup leader will take a decision and inform the 

employee about this, in writing and with reasons, within a time limit of four 
weeks after receipt of the complaint. A copy of the decision will be passed 
to the Committee for information. 

 
7 - The time limit specified in Paragraph 6 will be six weeks for the FOM direc-

tor and ten weeks for the Executive Board. 
 
8 - The time limits specified in Paragraphs 6 and 7 may be extended, in special 

circumstances, with the employee's approval. 
 
9 - If the employer or the person representing the employer fails to follow the 

procedure and time limits specified in the preceding paragraphs, the 
employee will be entitled to file his complaint, in writing, directly with the 
Committee in accordance with Article 7. 
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B. Central Complaints Advisory Committee 

Article 7 - Disposal of complaints by the Central Complaints Advisory Committee 
 

1 - If: 
- the employee cannot agree with the decision taken in relation to this 

complaint 
 or 

- the employer or the person representing the employer fails to take a 
decision or act within the appropriate time limits, or fails to follow the 
procedure specified in Article 6, 

 the employee will be entitled to file his complaint, in writing, with the Com-
mittee, within four weeks after intimation of the decision or the failure to 
make a decision or to act. 

 
2 - For this purpose, the employee will send a dated letter, signed by him, to 

the secretary of the Committee. Such a letter should be addressed as 
follows: 

  
 PERSONAL 
 The Secretary, FOM Central Complaints Advisory Committee 
 c/o FOM Central Personnel Service  
 PO Box 3021 
 3502 GA  UTRECHT. 
 
3 - The employee will enclose, with this letter, copies of: 

- the letter with which he raised his complaint in the first instance and 
- all relevant documents pertaining to the complaint. 

 
4 - The Secretary will confirm to the employee that he has received the com-

plaint, in writing and within two weeks after receiving the complaint, and 
will also inform him of the method and time limit for disposal of the com-
plaint. The Secretary will also confirm which individuals will be on the Com-
mittee.  

 
5 - Either the employer or employee is entitled to intimate serious objections, 

in writing and with reasons, against one of the proposed Committee mem-
bers. The Committee will then reconsider its proposed composition and 
inform the parties concerned of its decision. 

 
6 - The Secretary will arrange to issue all of the documents that have been lod-

ged by the parties for the proceedings to the Committee members and 
those against whom the complaint is made. Also, during the actual procee-
dings, the Secretary will ensure that all parties are in possession of all docu-
ments pertaining to the complaint. 

 
7 - The practical implementation of the procedure is described in the Com-

mittee's Rules of Procedure. 
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Article 8 - Procedure of the Central Complaints Advisory Committee 
 

1 - The Committee will initiate an investigation after it is notified about the 
complaint. The Committee is authorised to secure all information that it 
considers necessary in order to form an opinion. In any event, the Com-
mittee will hear both the complainant and those against whom the 
complaint is made. 

 The Committee can also cite other employees and other parties who are 
involved, and interview them at the hearing. 

 
2 - The committee will investigate whether the conduct of the person against 

whom the complaint is made: 
a. is in breach of statutory conditions; 
b. is in breach of the employee's relevant employment conditions; 
c. is in breach of general guidelines and normal procedures within FOM; 
d. is in breach of generally applicable, written or unwritten rules of con-

duct, all in accordance with the standards that must reasonably and 
fairly be observed for a responsible - social - policy; 

e.  disproportionately affects or compromises the employee's interests in 
relation to his employment situation or his legal position. 

 
3 - The Committee's sessions are not held in public. 

Article 9 - Opinion and final decision 
 

1 - The Committee must reach a final opinion within six weeks after it receives 
the complaint or the Executive Board's request for an opinion. This time 
limit may be extended, in special circumstances, with the employee's appro-
val.  

 
2 - Unless a solution is achieved during the disposal of the complaint or the 

employee withdraws his complaint, the Committee will always prepare a 
reasoned opinion, which will be intimated in the first instance to the emplo-
yee.  

 
3 - The employee must confirm, within seven working days after receiving the 

opinion, whether he wishes to persist in the proceedings – so that the 
opinion can be issued – or whether he is withdrawing the complaint.  

 If the employee does not withdraw the complaint and persists in the 
proceedings, the Committee will then: 
-  issue its opinion to the Executive Board, if the Executive Board has asked 

for an opinion or if the complaint has been made against the FOM 
director; 

-  issue its opinion to the FOM director if the complaint is against an insti-
tute director/workgroup leader. 

 
4 - If asked by the Executive Board or the FOM director, the Chairman of the 

Committee can be given an opportunity to provide an explanation of the 
opinion that has been issued. 
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5 - Within four weeks after the Committee has issued its opinion, the Executive 
Board or the FOM director will inform the employee and those for whom the 
decision has immediate consequences of the final decision, in writing and 
with reasons. 

 This time limit of four weeks may be extended once only, in special circum-
stances, with the employee's approval. 

 
6 - If the decision is taken by the Executive Board, it is irrevocable. 
 The decision will confirm or nullify the conduct against which the complaint 

was made. If the conduct that was challenged is nullified, the decision will 
take effect retrospectively from the date on which that conduct took place, 
unless this is impossible for practical or legal reasons. 

 
7 - The Executive Board or the FOM director will send a copy of the final deci-

sion to the Committee. Insofar as this final decision deviates from the opi-
nion issued by the Committee, the Executive Board or the FOM director will 
inform the Committee of the reasons for this. 

Article 10 - How the decision becomes final 
 

The decision taken in relation to a complaint becomes final: 

-  as soon as the time limit within which the employee can take his complaint to 
the next level has expired without being used 

or 
-  if the decision is taken by the Executive Board, once the Committee has issued 

its opinion in relation to that decision.  
 

C. Other provisions 

Article 11 - Suspensory effect  
 

1 - The filing of a complaint under this Implementation Regulation does not, in 
principle, have any suspensory effect in relation to the conduct about which 
the complaint is made.  

 
2 - If, when he files his complaint, the employee asks for suspensory effect 

with clear reasoning, the director/workgroup leader or else the Committee 
– after consulting with the director/workgroup leader – may determine 
that the consequences of the conduct in question will be suspended 
during the consideration of the complaint, provided that there are good 
reasons for doing so, in their view, and that the circumstances allow for 
such a suspension. 
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Article 12 - Provisions and compensations 
 

1 - In principle, the employer and the employee bear their own costs incurred 
in connection with the proceedings, insofar as they are not the subject of 
one of the following provisions. 

 
2 - The employee who initiates the proceedings is entitled to extraordinary 

paid leave, allowing him to answer the Committee's citation, and is also 
entitled to compensation of any travelling expenses necessarily incurred 
(in accordance with IR-3). 

 The same applies to the employee's confidential advisor and to other 
employees/witnesses involved in the proceedings. 

 
3 - If asked, the Committee will decide whether the additional costs incurred 

by the complainant will be refunded at all, partly or fully. 

Article 13 - Protection and confidentiality 
 

1 - The employer will ensure that the filing and disposal of a complaint will 
not in any way adversely affect the employee's legal position, outside the 
dispute itself. The same applies to members of the Committee and their 
deputies. 

 
2 - With the exception of dismissal proceedings with the UWV WERKbedrijf or 

a legal dispute before a competent court, the confidant, chairman and 
members of the Committee, their deputies and anyone else involved in 
the disposal of complaints as part of their job are all bound by confi-
dentiality in relation to the circumstances of which they become aware in 
the performance of their duties in those capacities. 

 Other parties who are involved in the matter and consulted by the Com-
mittee will be informed that they are obliged to observe confidentiality. 

 
3 - The Committee members who are involved in the disposal of the com-

plaint will refrain from personal contact with parties involved in the 
complaint regarding the subject matter of the complaint. 

Article 14 - Composition of the Central Complaints Advisory Committee 
 

1 - The Committee consists of a chairman and two members, who should 
preferably be employees in active service. Each of them has a deputy. If 
the chairman or a member is unable to deal with the complaint, his 
deputy will take his place. 

 
2 - The employer and the Central Works Council will each appoint one 

member and one deputy. The chairman and deputy chairman are 
appointed following joint consultation between the employer and the 
Central Works Council. 
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3 - The chairman and the two members, along with their deputies, are 
appointed by the Executive Board for successive periods of four years for 
the duties described in Paragraph 2 of this Article. 

 If a member demits office at an interim stage, a successor will be appoin-
ted for the period that his predecessor would still have had in office. The 
chairman, the members and their deputies can all be reappointed. 

 
4 - The Committee will be assisted in its administrative and executive work 

by a secretary, who does not form part of the Committee and has no 
voting rights or representational authority. The secretary will be appoin-
ted by the employer. 

Article 15 - Reporting and filing 
 

1 - The Committee will submit a written report each year on its work and the 
complaints received under Article 6.6, which will form part of the FOM 
Social Annual Report. The report will be prepared in such a way that it is 
not possible to identify individuals, although it should state the nature of 
the complaint and the measures that have been taken. 

 
2 - All documents in relation to complaints submitted to the Committee are 

filed in a separate complaints archive maintained by the secretary, which 
will only be accessible to members of the Committee. 
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IR – 18 INTERNS, GUESTS AND HOLIDAY EMPLOYEES 

= = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = = 

Article 1 - General 
 

The categories of employees specified in this Implementation Regulation are not 
covered by the operational scope of the CAO-OI or the FOM Implementation 
Regulations 1 to 16 inclusive. This Implementation Regulation indicates the legal 
position applicable to these categories. 
 

Part I - INTERNS 

Article 2 - Scope of application 
 

This Implementation Regulation applies to interns from basic, intermediate and 
higher vocational education and scientific education. 

Article 3 - Intern contract 
 

1 - An internship contract will be concluded between FOM as internship 
provider, the educational institute in question and the intern, and this will in 
all cases include: 
a. the name of the educational institute;  
b. the name and address of the intern; 
c. duration of the internship; 
d. location for the internship work; 
e. name of the internship supervisor; 
f. name of the internship tutor; 
g. working hours; 
h. internship allowance (see Article 5); 
i. other allowances; 
j. number of days of holiday leave (see Article 7); 
k. internship plan (see Article 4). 

 
2 - The internship provider will ensure that the parties concerned receive a 

copy of this contract, signed by all parties. 

Article 4 - Internship plan 
 

1 - The internship supervisor and the intern will jointly prepare an internship 
plan, in consultation with the internship tutor, not later than one week after 
the start of the internship; this plan will in all cases specify: 
a. the internship assignment(s); 
b. a global timetable for the internship assignment; 
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c. dates when the supervisor and the intern will discuss the progress of the 
internship and the intern's performance; 

d. arrangements regarding the method and timing of reports; 
e. the fact that the intern must pass a copy of each internship report to his 

supervisor. 
 
2 - The internship plan is part of the internship contract (see Article 3). 

Article 5 - Internship allowance 
 

1 - The allowance for the internship depends on its length and the educational 
level for which the internship is being taken, and is derived from the scales 
included in Appendix 1 of the CAO-OI. 

 
2 -  If the intern allowance is accrued to the educational institute, no intern 

allowance will be granted. 
 
 
3 - In principle, no allowance is granted for an internship period of less than 

two months in duration. 
 
4 - The scientific education master intern is only entitled to an intern allowance 

if he adds substantially specific personal expertise to the intern assignment 
or if the nature of the assignment provides for this. The scientific education 
bachelor intern is not entitled to an allowance. 

 
5 - The gross monthly allowance is twenty percent of: 

- scale 4, salary level 0 for an mbo education; 
- scale 6, salary level 0 for an hbo education; 
- scale 8, salary level 0 for a wo master education. 

 
6 - The allowance for a part-time intern is determined in proportion to the part-

time percentage. 
 
7 - In the event that the internship is extended, there will be no retrospective 

compensation. 
 
8 - In certain cases, the internship allowance can be made as a single lump-

sum payment covering the entire period. 
 
9 - The intern is entitled to renounce part or all of the internship allowance if 

this is financially profitable for him. The internship allowance cannot be paid 
in a different quarter or year than the period in which the internship occurs. 
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Article 6 - Commuting allowance and boarding expenses 
 
1 - The intern can claim an allowance for commuting expenses or boarding 

expenses + weekend travel expenses in accordance with the provisions in 
Article 10.6, CAO-OI and IR-3, in relation to which the provision regarding 
the need for double accommodation can be disregarded in appropriate 
cases. 

  
2 - If a public transport card has been issued to the intern in terms of the Stu-

dy Finances Act, the claim for a commuting allowance will lapse unless the 
public transport card is not valid during working hours or if there are very 
good reasons why the intern cannot convert it into a weekday public trans-
port card. The provisions in this paragraph may be waived at the discretion 
of the entity providing the internship if travelling by public transport would 
involve an 'exceptional journey time'. 

Article 7 – Leave 
 

1 - The intern has a claim to an annual equivalent of 25 days' holiday leave. 
Holiday leave will be awarded in proportion to the length of the internship. 

 
2 - No holiday leave will be awarded if the length of the internship is two 

months or less. 
 
3 - Any absence by the intern as a result of days back at college or other acti-

vities at the educational institute will be deducted from accrued holiday 
leave.  

 If there are several return days each month, the maximum deduction will 
be one day of leave each month unless this means that the compulsory 
number of internship days per year, imposed by the school, is not achieved.  

 
4 - There will be no payment in kind for holiday leave that is not taken. 
 
5 - Extraordinary leave will be awarded in accordance with the CAO-OI (Chap-

ter 5) and the Implementation Regulation on working week, working hours 
and leave (IR-2). 

 
6 - Collective closure dates will be awarded as extraordinary leave. 

Article 8 - Social insurance 
 

1 - An intern who is not in receipt of an internship allowance is insured in terms 
of the WAJONG17. 

 
2 - An intern in receipt of an internship allowance is insured by virtue of the 

Sickness Benefits Act and the WAJONG. 
 

                                                           
17 Only applies to interns below the age of 30. 
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3 - Where necessary, FOM will inform the intern about the insurances covering 
him.  

Article 9 - Other insurances 
 

1 - All interns are insured by FOM against liability for damage to third parties 
during the performance of the work they are instructed to do. 

 
2 - FOM will conclude an accident insurance for interns who are not in receipt of 

an intern allowance. 

Article 10 - Sundry provisions 
 

1 - The provisions in the Implementation Regulation - Individual right of com-
plaint (IR-17) apply to interns. 

 
2 - The intern will receive a copy of the Implementation Regulation - Special 

categories (IR-18), Part I – Interns. 
 
3 - The intern is not an employee as defined in the CAO-OI or FOM Implemen-

tation Regulations. 
 

4 - FOM is entitled to make more detailed regulations in individual cases if 
there is reason for doing so. 

Part II - GUESTS 

Article 11 - General 
 

When determining the level of the bonus to be paid to guests (invited by FOM), 
the factors to be taken into account will be (additional) costs, age, experience, 
any other income, the length of the visit, and the income of comparable collea-
gues (guests) et cetera.  
Apart from the bonuses included here, guests cannot claim any other payments 
or allowances by virtue of rules included in the CAO-OI and FOM Implementation 
Regulations and intended for FOM. In principle, the guest will receive a 'round' 
figure each month. 
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Article 12 - Travelling expenses from 'home base' to FOM 
 

1 - Travelling expenses for the inward (or outward) journey will be eligible for 
reimbursement on the basis of the statement of expenses. The principle 
underlying this reimbursement is the least expensive rate for public 
transport. Depending on the situation, the travelling expenses for family 
members accompanying the guest may also be eligible for reimbursement, 
also on the basis of the statement of expenses. 

 
2 -  An allowance can be awarded for moving property and household contents, 

on production of receipts, up to the maximum specified in Appendix 1.  

Article 13 - Duration of stay and contact with home base 
 

1 - Guests are invited in principle for a maximum of one year. It is not possible 
to enter into an immediately subsequent employment contract with the 
guest that is covered by the CAO-OI. 

 
2 -  FOM advises guests in advance of the need to maintain a relationship with 

their 'home base' (the place or employer where the guest generally works). 
FOM will also enquire, in advance, whether the guest can make any claims 
on a social security system from his home base in the event of illness, 
invalidity or death during his stay in the Netherlands. 

 If this is the case, a (tax-free) bonus can be agreed. If this is not the case, 
then a temporary employment contract (for a maximum of one year) should 
be agreed. 
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Part III - HOLIDAY EMPLOYEES 
(CAO-OI, Article 1.1.21 and Article 1.2.1) 

Article 14 - Purpose and duration of employment 
 

1 - Holiday employees are appointed for work during the holiday months (from 
May to August inclusive) or during normal school holidays. 

 
2 - The employment will last for a maximum of four months. 

Article 15 - Hourly wage 
 

1 - A holiday employee's hourly wage is based on the current minimum wage.  
 
2 - If the employee is deputising on the basis of expertise (i.e. not unskilled 

work), he will be allocated to a wage scale on the basis of the job level and 
his training and experience.  

Article 16 – Leave 
 

1 - In principle, no holiday leave can be taken during holiday employment, bea-
ring in mind the purpose of the holiday employee's appointment. 

 
2 - If he works full time, a holiday employee is entitled to 154 hours of holiday 

leave per calendar year. Collective closure dates will be awarded as extra-
ordinary paid leave.  

Article 17 - Commuting allowance 
 

A holiday employee is entitled to claim a commuting allowance unless these costs 
are already covered by a public transport card issued through his studies and/or 
educational course (in terms of the Study Finances Act).  

Article 18 - Social insurances and pension fund 
 

1 - Holiday employees are included in the pension fund of the ABP Pension 
Fund Foundation. 

 
2 - Holiday employees are insured for the Work & Income According to Work 

Capacity Act, the Healthcare Insurance Act and the Unemployment Act. 
FOM will provide holiday employees with further information on this. 



IMPLEMENTATION REGULATIONS (IR) 

 
26 September 2016 - 90 - 

Article 19 - Sundry provisions 
 

1 - The CAO-OI and FOM Implementation Regulations are available for exami-
nation via the FOM website. Every holiday employee is given a copy of the 
'Safety, supervision and support' (SoZaWe) brochure. 

 
2 - FOM has concluded a liability insurance policy for the benefit of holiday 

employees 'for damage occasioned to third parties during performance of 
the work they are instructed to do'. 

 
3 - FOM is entitled to make more detailed regulations in individual cases if 

there is any reason for doing so. 
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Appendix I – Tariffs 
 

TARIFF SCHEDULE NETHERLANDS (AS OF 01-04-2016) 

= = = = = = = = = = = = = = = = = = = = = = = = = = 

The daily allowance for a domestic business trip amounts to € 140,44. 
 
The daily allowance consists of the following: 

- board € 89.15 
- breakfast € 8.80 
- lunch € 8.55 
- dinner € 21.46 
- day component € 4.15 
- evening component € 8.33 (only in combination with board)  
 

TARIFF SCHEDULE ABROAD (AS OF 01-04-2017) 18 

= = = = = = = = = = = = = = = = = = = = = = = = = = 

In order to establish the subsistence costs (IR 3 and IR 8). 
 
The remuneration of actual accommodation expenses incurred during trips is no 
more than 65% of the daily allowance stated in the list of rates, with the proviso 
that:  

a - The actual expenses for accommodation and breakfast not exceeding 35% of 
the total daily allowance will be reimbursed when supported by receipts.  

b - Claims for a compensation of costs for the 'other meals' (i.e. lunch and 
dinner) and minor expenditure will be accepted without proof of payment up 
to a maximum of 50% of the amount in the column 'other' of the foreign tariff 
list. If the employee gives plausible arguments that necessary costs he 
incurred exceeded this level, a compensation will up to a maximum of 70% of 
the amount in the column 'other' of the foreign tariff list. 
Half a daily allowance will be permitted if your departure time is between 
12.00 and 18.00 hours.  
If your departure time is after 18.00 hours only a meal allowance may be 
declared, up to the maximum allowed. 
If you return in the morning no expenses may be claimed for that day.  
If you return after 12.00 hours you may claim half a daily allowance.  
If you return after 18.00 hours you may claim a full daily allowance.  

 
Registration fee/miscellaneous  
Registration fees and accommodation expenses for conferences and other events 
will be fully reimbursed if you provide receipts. 
  

                                                           
18 This tariff schedule has last been updated on 1 October 2016. 
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Place of employment is 
situated in 

Currency  Calculation base  Total = 

   Lodgings Other  24 hours 
allowance 

       
Belgium €  177 123  300 
       
Canada       
Calgary €  154 98  252 
Halifax €  125 111   236 
Montreal €  156 100  256 
Ottawa €  175 121  296 
Toronto €  194 109  303 
Vancouver €  196 115  311 
Outside these cities €  121 91  212 
       
Germany       
Berlin €  135 129  264 
Bonn €  124 105  229 
Hamburg €  166 102  268 
München €  162 104  266 
Outside these cities €  107 87  194 
       
France       
Paris €  169 138  307 
Outside Paris €  147 111  258 
       
Great Britain       
London €  218 108  326 
Outside London €  185 104  289 
       
Ireland €  152 105  257 
       
Italy       
Bologna   113 100  213 
Florence  €  129 82  211 
Milan €  121 107  228 
Naples €  154 90  244 
Palermo €  145 113  258 
Rome €  134 139  273 
Trieste €  86 124  210 
Turin €  123 96  219 
Venice €  185 123  308 
Outside these cities €  70 76  146 
       
Spain       
Barcelona €  136 87  223 
Madrid €  139 97  236 
Outside these cities €  102 74  176 
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Place of employment is 
situated in 

Currency  Calculation base  Total = 

   Lodgings Other  24 hours 
allowance 

       
USA       
Boston €  269 101  370 
Chicago €  263 89  352 
Honolulu €  269 87  356 
Los Angeles €  254 91  345 
Miami €  244 83  327 
New York €  365 131  496 
Philadelphia €  231 91  322 
San Francisco €  263 99  362 
Washington DC €  216 127  343 
Outside these cities €  187 77  264 
       
Sweden       
Stockholm €  223 137  360 
Outside Stockholm €  149 108  257 
       
Switzerland €  211 130  341 
 
The 24-hour allowances not included in this list can be obtained on request from 
the local travel officer of the institutes, or from the P&O department. 
  
Comments 
Norm-percentages Travel Decree or Travel Decree Home Affairs: 
(applied when the FOM regulation does not cover a specific) 

- breakfast 13 percent (of column 'other') 
- lunch 23 percent ditto 
- dinner 35 percent ditto 
- other costs 29 percent ditto 
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TARIFF SCHEDULE CERTAIN ALLOWANCES/ 
COMPENSATIONS/DEDUCTIONS19 

============================= 

Concept Amount Location 
Compensation refurbishment costs   
If employee is covered by CAO 
art. 10.1.3.a 

€ 2,400 CAO art. 10.1 

If employee is covered by CAO 
art. 10.1.3b 

€ 2,042 CAO art. 10.1 

Minimum refurbishment costs in case of 
requirement to move 

€ 2,500 CAO art. 10.1.5 

Maximum refurbishment costs in case of 
requirement to move 

€ 6,000 CAO art. 10.1.5 

   
Compensation boarding costs € 375 CAO art. 10.3.1 
   
Maximum transportation costs employees 
domestic relocation with employment 
agreement from six months to two year 

€ 938 IR-3 art. 5 and 9 

   
Maximum transportation costs employees 
coming from abroad with employment 
agreement to two years 

€ 938 IR-3 art. 9 

   
Maximum accommodation costs (short) € 40 IR-3 art. 15.3 
Maximum accommodation costs (long) € 113 IR-3 art. 15.4 
   
Maximum relocation costs/transportation 
costs guest 

€ 938 UR-18 art. 12.2 

   
Maximum compensation telephone costs 
'stand-by' per year (fifty percent tele-
phone bill)  

€ 150 IR-3 art.22 

   
Maximum compensation (Mobile) 
Internet per month up  

€ 25 IR-3 art. 20 

   
Maximum compensation printing costs 
PhD theses 

€ 1,985 IR-6 art. 8 

   
Meal allowance overtime and in case of 
study cost allowance on the presentation 
of supporting documents (maximally) 

€ 19.57 IR-3 art. 22 

without supporting documents € 4.15  
   
Car allowance* Per km. IR-3 
FOM employee – with permission € 0.28  
FOM employee – without permission  
(NS tariff second class rate) 

€ 0.17  

                                                           
19 This tariff schedule has last been updated on 1 January 2016 
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*non FOM employee € 0.19  
  IR-9 
In-house emergency service (BHV)   
Acquiring BHV-basic diploma once € 200  
Acquiring First aid (EHBO) basic diploma 
once 

€ 200  

Acquiring emergency response worker 
with breathing apparatus diploma once 

€ 200  

Once per year:   
BHV basic training € 375  
BHV basic training with First aid (EHBO) € 560  
BHV basic training with breathing appa-
ratus 

€ 560  

First aider (EHBO) € 375  
Gratuity commander € 105  
   
N.B: combination BHV + breathing appa-
ratus and EHBO is not possible 

  

   
The gross hourly wages belonging to the 
maximum amount of scale 6 is € 15.98 

CAO-OI art. 3.8.4 

(stand-by and on-call duties)   
   
The gross hourly wages belonging to the 
maximum amount of scale 7 is € 17.64 

IR-9 
CAO-OI art. 3.8.3 

(supplement irregular shift)   
   
Holiday allowance € 132.57 CAO-OI art. 3.1.5 
   
ABP employee contribution  
(per 01-04-2016) 

 IR-11 

- Retirement/Surviving Dependants 
pension  

 after deduction of deductibles per 
month: 

5.73% 
€ 1,083.33 

 

- Premium AOP (Occupational disability 
pension) 

0,09%  

- after deduction deductibles per month € 1,645.83  
   
Internal mobility  IR-15 
Compensation refurbishment costs € 5,445 art. 4.3 
Rent temporary housing or boarding 
costs max. 

€ 607 art. 6 

Lump sum compensation in case of addi-
tional expenses temporary relocation 
without family 

€ 63 art. 7.2 

   
Maximum compensation in case of 
damage or theft  

€ 276 IR-16 art. 3.3 
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Minimum income for employment agreements per 01-07-2016 (gross per month 
full time).20 
 
Age  per month 
23 year € 1,537.20 
22 year € 1,306.60 
21 year € 1,114.45 
20 year € 945.40 
19 year € 807.05 
18 year € 699.45 
17 year € 607.20 
16 year € 530.35 
15 year € 461.15 
 

                                                           
20 This schedule has last been updated on 1 July 2016. 
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