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Outcome of CAO negotiations for Research Centres 

 
 
On 1 February 2012, the WVOI [Employers' Association of Research Institutes] on behalf of the research 
institutes on the one side and ABVAKABO FNV, AC/FBZ, VAWO/CMHF and CNV Publieke Zaak on behalf 
of the employee organisations on the other, both of which will be referred to below as the parties, came 
to the following agreements on the development of the conditions of service within the framework of the 
new CAO [Collective Labour Agreement] for Research Centres for the period 2010-2012. 
The parties will present the outcome of the negotiations to their followers and will decide whether the 
present outcome can be converted into an agreement as quickly as possible, but no later than 14 March 
2012. Parties will enter into further consultations with each other on the details of a number of the 
following agreements in the CAO text with the aim of completing the detailing and making the text of the 
CAO available to all employees and research institutes on internet no later than 1 April 2012. 
The text of CAO-OI 2008-2010 will be included in the new CAO with proper consideration for the 
additions and amendments which have been included in this outcome of the negotiations. 
 
 
1. Preamble 

 
The research institutes are increasingly experiencing significant financial pressure as a result of 
current government policy directed at cut-backs and the implementation of its top sector policy. 
They are having to face the challenge of balancing the short term (crisis and economies) with the long 
term (the effects of the growth of an ageing population and the anticipated shortage of academically 
qualified people on the employment market). In addition to adaptability on the part of the 
organisation and job satisfaction on the part of employees, employability is particularly important as 
an instrument to guarantee the continuing quality of an organisation in the light of present prospects 
for the future: it makes it an essential precondition for the best realisation of the primary process. 

In this new CAO, parties have combined forces in an effort to ensure the durability of the sector in the 
present economic climate by entering into agreements about job security, greater flexibility and 
career focus for employees at all stages in their life and career, while maintaining purchasing power 
as far as possible. There is still scope for policy details to be filled in at local level within the generally 
defined general frameworks. 

 
 
2. Term 

The CAO-OI will have retrospective effect from 1 July 2010 and will remain in force until 31 December 
2012, while the agreements in this arrangement will become effective from 1 January 2012 unless 
specifically stated otherwise. 

 
 
3. Development of income 

 
Parties have agreed on the following development of income: 
- In March 2012, all employees who were already in service on 31 December 2011 will receive a 

non-pensionable one-off spending power bonus worth 250 euros before tax. 
- All salaries in the salary scales, including PhD salaries, will increase by 1% as of 1 February 2012. 

This will be financed from the financial resources released as a result of the discontinuation of the 
age-related arrangements. 
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-  In July 2012, each employee will receive an incidental payment of 0.5% of six months gross 
salary, reference date 1 July 2012; this will be disbursed in the form of a single payment. From 1 
January 2013, this incidental payment will be converted into a structural pay increase for each 
employee who is still in service on 1 April 2013 provided that the employers receive structural 
compensation of 0.5% or more for agreed wage structure development for 2013. 

The financial and other resources that become available as a result of the discontinuation of the 
current age-related arrangements as of 1 February 2012 will be used to fund additional employee 
benefits and the new "life-phase aware personnel policy", which has still to be put into operation. 

 
 
4. Job security 

 
The employers and the employee organisations attach great value to maintaining employment in the 
sector and will make every effort to prevent any compulsory redundancies. 
- The employers will give an employment guarantee for 2012, signifying that employees will not be 

made redundant if positions are scrapped or become superfluous as a result of any organisational 
changes.  

- For any reorganisations implemented in 2012 and 2013, the employers and employee 
organisations have agreed on an obligation to produce a certain result, which will mean that 
employers will make every effort to achieve results in outplacement support for employees whose 
positions have been scrapped. The provisions / arrangements in Chapter 9 of the CAO-OI and the 
Social Policy Framework of the institutes allied to the NWO and of the Koninklijke Bibliotheek 
represent the guiding principle for the social policy supporting this process.  

- A joint committee will be drawn from members of the CAO-table OI. Employers will submit any 
cases that have not led to an appointment or to a reappointment to this committee, which will then 
review the efforts made. In addition, the committee has the authority to make substantial 
recommendations regarding additional efforts as the occasion arises. 

- The committee's activities will be reviewed in 2014. 
 
 
5. Life-phase aware personnel policy 

 
Parties have conducted a study into a personnel policy that takes account of an employee's phase of 
life; its starting point was the premise that employees can be employed effectively and in good health 
throughout their working lives and that they can effectively pursue their careers (employability). On 
the basis of the agreements made in Article 13.3, paragraph 2, of the previous CAO, this policy will 
replace the present system of age-related arrangements, such as the 60+ arrangement, the 
age-related vacation days, 55+ irregular hours scheme and the Seniority Scheme for Research 
Institutes (SROI). The resources which will become available as a result of ending the age-related 
arrangements referred to above will be used to finance the structural salary increase and to set up an 
employability fund which is intended to support the life-phase aware personnel policy. 
Any employee who reaches the age of 59 years before the 1st day of the month following the month 
in which the CAO agreement is concluded can make use of or continue to make use of the SROI. 

Employability fund 
The introduction of the Professional Development Plan as an instrument in recent years has 
represented an important step towards investment in the professional and career development of 
employees. The parties to the CAO wish to continue their support for this development and, by doing 
so, to contribute to the employability of employees on a long- term basis. The parties have therefore 
agreed to allocate part of the resources that have been released by the ending of age-related 
schemes – this will be 0.7% of the wage and salary bill for 2011 – to an employability fund that will 
support the life-phase aware personnel policy. This fund can be used to promote the employability of 
employees on both the internal and external employment market throughout their working lives.  
All employees with an employment contract with one of the WVOI employers in accordance with the 
CAO-OI, whether on a long-term or a temporary basis, are eligible for this fund.  

The rationale underlying any allocations made from this fund is that the activity in question must 
promote the employability of the employee, both internally and externally. Specifically, the 
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employability funds can contribute to the timely offer of extra or further training or retraining as part 
of organisational development. 
The CAO also offers employers the opportunity to provide a financial contribution of at least 50% to 
any employee who wishes to have further training not specifically related to his current position (CAO 
Article 6.2 paragraph 2), and this can be increased to 100% using resources available from this fund. 
The Appendix to the CAO gives examples of employability contributing activities that can be financed 
from the fund.  
The WVOI employers will provide the employee organisations with an annual overview of the 
activities financed by the fund and, if necessary, new agreements will be made in the event of any 
significant overspending or underspending. In consideration of Article 13.2, paragraph 4, this implies 
that at least 1.9% of the wage and salary bill will be available to encourage employee development. 

Change in position 
Parties to the CAO have agreed that an employer and employee may come to an agreement that the 
employee will occupy a position that is more appropriate for the current phase of his development and 
the stage he has reached in his life, but is graded at a lower level than his current position. In such a 
case, the employee will be classed in a salary scale appropriate for the lower job level. If payment in 
the new salary scale is lower than the employee's previous salary, he will receive a partial 
compensation for this for a maximum period of two years. In the first year, two thirds of the 
difference will be compensated and in the second year, one third. Employees of 55 years and older 
who have voluntarily opted for demotion, with the consent of the employer, can make use of the 
opportunity offered by the ABP to continue their pension build-up at the salary level of their former 
position. 

Working after the age of 65 
The parties have agreed that continuing to work after the age of 65 must be made possible. The 
underlying principle is that every employment contract ends when the employee reaches pensionable 
age and that, after this age, while there is no obligation, there should be the possibility of continuing 
to work if this is the wish of both employer and employee. The experimental article 'Working after the 
age of 65', which is incorporated in Article 13.5 of the CAO, will remain applicable; during the term of 
the CAO there will be an appraisal (in accordance with paragraph 4 of that article) of which provisions 
in the CAO are applicable or need to be amended in such specific cases. 

 
 
6. Standard length of the working week 

 
The parties have agreed to include in the CAO, from 1 January 2012, the possibility of selecting 
employees or groups of employees who have a 40-hour working week and an annual holiday leave 
entitlement of 234 hours. The 104 hours holiday leave that the employees in question will 'surrender' 
will be compensated by a salary increment to the value of the 104 leave hours. This allowance 
amounts to 5.25% of the salary and is included in the calculation of holiday pay and the end-of-year 
bonus, and is pensionable. The parties have agreed on the following specific criteria according to 
which employers determine whether they can select employees or groups of employees for this 
arrangement: 
- employees carrying out externally financed activities; 
- employees involved in activities - often on a project basis – which are subject to time–limits and 

timelines; 
- employees who are not easily replaced in their department or unit and who are indispensable for 

the continuity of operational processes. 

The employer determines which employees or groups of employees will be selected for the 40/40 
option. Selection for inclusion in the 40/40 option is for a specific period of time: 

- for the duration of a project or 
- for the duration of a temporary appointment or 
- for a defined term of no longer than two years. 

A new decision can be taken for inclusion in the 40/40 option at the end of the term of inclusion. 
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For employees who have been selected for the 40/40 option, there will be a deduction of 104 holiday 
leave hours from the hours that can be paid in AVOM [Customised conditions of employment] for 
leave.  
Employees who have been selected for the 40/40 option will be given the opportunity to buy a 
maximum of 104 holiday leave hours in AVOM. 
In the event of illness or occupational disability, the payment of the allowance will continue for a term 
of no longer than 6 months. If the illness or occupational disability proves to be longer term, the 
allowance will be ceased and the reduction in holiday leave entitlement cancelled. A joint evaluation 
of the 40/40 option will be held after the end of the calendar year 2013. 

 
 
7. Holiday legislation 

 
The amendment to holiday legislation which becomes effective as of 1 January 2012 will be 
incorporated in the new CAO-OI. The parties have agreed to augment the statutory provision on two 
points:  
-  The employer need not introduce the expiration in statutory holiday.  
-  The build-up of holiday leave during illness and disability will be based on the overall build-up 

of holiday leave entitlement during the first three months of illness, after which the build-up 
will continue in accordance with the statutory provision for the build-up of statutory leave. 

- The possibility of taking holiday leave during illness and disability is available in the applicable 
regulations. 

 
 
8. Less than 35% occupationally disabled 

 
The parties have agreed to a hardship clause being added to Article 20 (dismissal on the grounds of 
occupational disability for the employee's for own work) of the ZAOI [Illness and Disability Scheme 
for research centre personnel]. 

 
 
9. Study agreement 

 
Study into modernisation of the CAO 

The parties have agreed to carry out a joint study into the modernisation of the CAO during the term 
of this CAO. The arrangements in the CAO apply to everyone, which leads to fragmentation of the 
various options. The CAO parties will examine these and also investigate the feasibility of capitalising 
leave entitlements and ways of making remote access working, independent of time and place, a 
standard possibility rather than an exception. This would remove a number of sticking points so that 
employees would be able to put in as many productive hours as possible in a way that is best tailored 
to their individual situations. The limitations imposed by administrative and financial possibilities 
would also be considered. The aim of the study is to see whether the CAO can be made more concise 
with simplified and fewer fragmented rules. It might well produce proposals for the following CAO 
which would be more in line with mature employment relationships. 

 

10. Other agreements  

- Work-related expenses scheme 
New tax regulations came into force on 1 January 2011: the Work-related expenses scheme. 
Employers must introduce this scheme by 1 January 2014 at the latest. The employers want to have 
a clear picture of the changes by 1 January 2012, and it has been agreed that discussions on this 
subject will be held with the employee organisations. Starting point of the employers is to remain 
within the "free" percentage set by the tax authorities in order to avoid any extra taxation. These 
efforts may lead to proposals to amend the CAO arrangements from 1 January 2013. 
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- BWOI mobility bonus 

The parties have agreed to remodel the current gross bonus payments in accordance with Article 
7A, paragraphs 1 to 3, BWOI and to use them specifically to support finding a fitting position on 
the employment market. This bonus can be used for career counselling, coaching, training, or for 
other services and training courses with a focus on job applications. There will be a full review of 
Article 7A BWOI during the term of this CAO. 

 
- Technical aspects: 

The text of the CAO 2008-2010 will be amended according to the appended list of technical 
points. 

 
 
Agreed by CAO parties in T-he Hague on 1 February 2012 

 
 
ABVAKABO FNV 

 
 
J. Boersma   [Signature]

 
 
 
AC/FBZ 

 
 
Ms M.S. Langerak, LL.M.  [Signature] 

 
 

VAWO/CMHF 
 
 
 
 
 
CNV Publieke Zaak 
 
 
 
 
 
WVOI 

 

Ms J.L. Waayenberg, LL.M. [Signature] 
 
 
 
 
 
Ms S. Marsman   [Signature] 
 
 
 
 
 
F.L.M. Kok MPA   [Signature] 
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