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   Foreword by parties to CLA

This new CLA continues the arrangements agreed between the bank and the unions in the previous 
CLA. The bank's continues to have the ambition of being a personal bank in a digital age that 
recognises and values employees. To this end, the bank creates a safe and healthy work environment 
in which employees perform their work with plenty of energy and enjoy the right balance of work and 
relaxation. 

Themes such as your development, wellbeing and the hybrid way of working therefore continue to 
play an important part in this CLA. New arrangements were also agreed on the home working 
allowance, travel allowance and treating Liberation Day 5 May as a public holiday.

In addition, the agreed arrangements include general pay rises in 2022 and 2023 for all employees. 
Employees also receive a one-off payment in 2022 as a token of appreciation and to compensate for 
rising costs. 

Various additions and amendments have been made to ensure compliance with the Transparent and 
Predictable Employment Conditions Act (Wet transparente en voorspelbare arbeidsvoorwaarden). 
Finally, some changes have been made to the wording of the CLA. 

ABN AMRO Bank
De Unie
CNV Vakmensen.nl
Our NEXT Move

This CLA, including appendices, is a CLA 

within the meaning of the Collective 

Labour Agreements Act (Wet op de 

collectieve arbeidsovereenkomst). 

This CLA is effective until 1 July 2024. 

Certain arrangements and figures may be 

adjusted before that date. 

For the latest wording, please always 

refer to the intranet.
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1. This CLA

This chapter explains how long this CLA will be in effect, who this 
CLA applies to, and the general arrangements that have been made 
with regard to trade unions and the Employee Council.

1.1 General

1.1.1 Term
This CLA applies from 1 July 2022 until 1 July 2024. It will be renewed for one 
year at a time. It will not be renewed if a party to this CLA gives written notice of 
termination no later than three months before the end of its term.

1.1.2 Previous CLAs no longer effective
This CLA supersedes the CLA that was effective from 1 January 2022 to 1 July 
2022. The parties to this CLA declare that, by entering into this CLA, it is their 
express intention that no provisions of a previous CLA should remain effective 
and/or have an effect that extends beyond 30 June 2024. Moreover, the parties 
to previous CLAs had no intention that such CLAs should remain effective and/or 
have an effect that extends beyond their defined terms.

1.1.3 Interim changes
A court of law may rule that part of this CLA is not binding. Furthermore, the 
regulator or other authorities (including the tax authorities) may issue directions 
or provide insight relating to all or part of this CLA, as a result of which this CLA 
has to be amended. In that case, the remainder of this CLA will remain in effect. 
The parties to this CLA will then consult each other to seek a solution. In doing 
so, they will endeavour to replace the affected part of this CLA with provisions 
that reflect the original intention of the affected part as closely as possible.

In addition, new legislation or regulations affecting the provisions of this CLA may 
come into force during the term of this CLA. In such cases, the parties to the 
CLA will consult with each other to determine whether changes need to be 
made to this CLA while it is still in effect.

1.2 Who does this CLA apply to?

This CLA applies to you if you have an employment agreement with the bank. 
This CLA also applies to you if you are employed by a subsidiary of the bank and 
your employment agreement states that this CLA applies. This is in any event the 
case for employees of ABN AMRO Arbo Services B.V. (Beter) and ABN AMRO 
Asset Based Finance N.V.,
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In addition, your normal place of work is in the Netherlands and you have been 
placed in a salary scale between 2 and 15. This CLA does not apply to you if you 
are a holiday worker or an intern.

1.3 Hardship and resolution of disputes

The bank may deviate from this CLA if doing so is more favourable for you.

If you have a dispute with the bank about the application of this CLA, you can ask 
the Disputes Committee to mediate. The Rules of the Disputes Committee can 
be found in Appendix IV to this CLA. If you wish to submit a complaint to the 
Disputes Committee, you must do this within six weeks. 

1.4 Trade unions

1.4.1 Trade union membership
If you join a trade union that is a party to this CLA, the bank reimburses the cost 
of membership during the first year. 

The trade unions may communicate through the ‘HR’ intranet page. The trade 
unions may use the bank's meeting rooms for meetings with their members at 
the bank.

If you are a trade union official, you may take up to ten days' leave a year to 
attend trade union meetings. If you are an ordinary trade union member, you may 
take up to four days' leave a year to attend such meetings. In addition, you may 
take up to six additional days' leave a year to attend trade union courses. This 
must be done in consultation with your line manager. 

1.4.2 Visibility of trade unions
It is important that the trade unions are visible to employees. The parties to the 
CLA are in an ongoing dialogue on possible ways of increasing the level of 
participation in the trade unions. The trade unions will be invited to the induction 
programmes for new employees.

The bank pays the trade unions an annual contribution for each employee, in line 
with the standard AWVN employer's contribution. The reference date for this 
purpose is 31 March. Over the term of this CLA, each of the trade unions will 
also receive a sum of EUR 10,000 per year to support international trade union 
activities. In the case of De Unie, this amount may be spent on a social cause 
following consultation with the bank. The amount is to be claimed in the year in 
which the money is spent.
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1.4.3 Regular talks
The parties to the CLA hold regular talks on HR matters. During the term of this 
CLA, they will in any event discuss appreciation, development, performance 
management, reskilling and upskilling, hybrid working, sustainable employability 
and employment benefits, diversity and working conditions.

1.4.4 Reorganisations
The bank will inform the trade unions about reorganisations at the earliest 
possible opportunity. It will in any event do this sufficiently early to allow the 
trade unions' views to have a meaningful influence on the relevant 
reorganisation. The parties to the CLA prepare a social plan. This social plan 
cannot be changed in the context of a request for advice submitted to the 
employee representation body.

1.4.5 Diversity and inclusion
The bank seeks to be an organisation where all employees feel safe, valued and 
welcome, and where the best possible use is made of diverse talent.

It is important to the parties to the CLA that men and women receive equal pay 
for equal work. An internal study has shown that although pay equality and equal 
opportunities for promotion exist, the number of women in senior positions could 
be improved. The parties to the CLA discuss the interventions that the bank 
intends to carry out in order to break the glass ceiling.

In addition, when recruiting new employees, the bank considers the composition 
of the organisation and how it can be made more diverse. The bank seeks to 
have a corporate culture in which employees value and make good use of their 
differences. Creating equal opportunities for all employees remains crucial. 
Specific attention will be paid to this when recruiting new employees, for 
instance. The bank's recruiters and line managers receive training in the area of 
selective observation. This enables them to develop a broader view of talent and 
spot talent from a different cultural background more quickly.
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Through the Reboot programme, the bank will continue its efforts to help 
refugees with permission to remain in the Netherlands (asylum status holders) 
find a permanent job. The bank aims to employ 80 refugees by 2024. Besides 
being offered jobs at the bank, these people will also receive coaching in the 
areas of language, behaviour and culture in order to ensure a successful 
integration and sustainable employability. 

The bank aims to hire at least 25 people with an occupational disability each year. 
The definition used by the United Nations1 is followed. In this way, the bank is 
working towards employing 225 people with disabilities by 1 January 2026, in 
accordance with the Social Accord.

The bank focuses on the abilities of people with disabilities. It does this through, 
among other things, the B-Able network and the B-Able Desk, which managers 
and employees can contact if they have questions. Opportunities within the bank 
are considered, and talented people with disabilities are specifically employed in 
those roles. Examples including recruiting employees who provide a ‘warm 
welcome’ within the branch network. An agreement with UWV and WSP has 
been concluded for this purpose. In addition, signing baristas are employed in the 
larger offices. The bank's responsibility in this area goes beyond its own 

organisation. The employment participation adviser provides business clients, 
partners in the chain and suppliers with advice on how to achieve their ambitions 
relating to the participation of people with disabilities in the workforce. 

The bank will also make a budget of up to 0.25% of its annual salary bill available 
for improving the employment prospects of disadvantaged groups.

1. People who have a disability that was diagnosed at least six months previously and whose health situation is not 
expected to improve within the next two years. This health situation affects the individual's personal situation 
and working situation, and was diagnosed by a company doctor or other doctor with the authority to do this.
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1.4.6 Sustainable employability
The parties to the CLA continue to make efforts to ensure more sustainable 
work. As part of this, attention is paid to the ratio of permanent employees to 
external employees and to the position of external employees who work at the 
bank. In this context, the challenge is to strike the right balance between the 
need to preserve jobs and, on the other hand, the need for flexibility in the 
shrinking financial sector and the conscious choice for flexible working made by 
many specialists in the labour market. The bank makes constant efforts to 
minimise the differences between permanent employees and external 
employees. For example, external employees also have access to the internal job 
board and can also set up an ergonomic home office that is paid for by the bank. 
External employees can also participate in the Employment Engagement Survey 
(EES). The results of this survey are analysed to identify differences between 
permanent employees and external employees, with the aim of introducing 
appropriate interventions to minimise these differences. The bank seeks to have 
a balanced workforce comprising 80% permanent staff and 20% flexible staff. In 
addition, the bank aims to ensure more sustainable work during the term of this 
CLA. The ways in which it will achieve this include reducing the number of 
external staff and converting fixed-term employment agreements into permanent 
employment agreements. The parties to the CLA will monitor progress in these 
areas on a regular basis.

In addition, the bank will make efforts to make it easier for employees to move to 
other sectors in which there are shortages of staff. In connection with this, the 
bank is a party to the collaboration agreement on supporting career moves from 
the financial sector into teaching. The bank is also exploring opportunities in other 
sectors where career moves can have a sustainable impact. Examples includes 
initiatives to support career moves into the health and well-being sector. 

1.5 Employee Council

Every year, the bank provides the Employee Council with information on the 
following matters:
• The social policy
• The number of fixed-term employment agreements
• The working conditions implementation plan
• The amount and frequency of overtime. The bank also provides information on 

request concerning the progress and outcome of consultations on work 
rosters.

If the bank changes the rules on mortgages or bank services on preferential 
terms, it will first hear the views of the Employee Council and the Association of 
Retirees of ABN AMRO Bank N.V. The bank will also do this if it intends to 
introduce additional bank services on preferential terms.
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Your development is of paramount importance, irrespective of your 
age, working hours or the length of time you have worked for the 
bank. This chapter provides comprehensive information on
investing in your development, your personal development budget 
and the rules governing allowances for training courses.

2.1 Together & Better: the continuous dialogue

You have an ongoing conversation about your development and performance 
with your line manager and/or your team (in the case of self-organising teams,  
for example).

2.1.1 Working on your development enhances your performance

Themes, objectives and recordkeeping
This conversation, which takes the form of a continuous dialogue, covers the 
following themes: Compliance (Banking Licence), Results, Development and 
Wellbeing.You take the initiative in setting objectives relating to these themes, 
with the exception of Wellbeing (under data protection legislation, no objectives 

may be set that relate to this theme). These may be individual objectives or team 
objectives that you set jointly with the rest of your team. Your line manager has a 
coaching role in this process. Next, you record your objectives, in close consulta-
tion with your line manager, in the Together & Better form that can be found in 
Talent2Grow. You must record your objectives. Your objectives must not harm the 
interests of clients, they must not lead to excessive risk-taking, and financial 
objectives must make up no more than 50% of your objectives. You always have 
the right to adjust and/or terminate your objectives in consultation with your line 
manager and/or your team (in the case of self-organising teams, for example).

You receive feedback from your colleagues, clients and other stakeholders on an 
ongoing basis. You regularly discuss your performance with your line manager 
and/or your team (in the case of self-organising teams, for example). You do this 
at least four times a year, and base your reflections on the progress you have 
made towards achieving your targets and the feedback you have received. If your 
performance is inadequate, you and your line manager will draw up an 
improvement plan.

2.1.2 Development and flexibility
The bank is constantly changing in response to technological advances, 
regulations and globalisation. Our world is constantly changing. Given this, and in 
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view of the new direction the bank is taking, it is essential that you are 
adaptable. The bank wants to work with you to ensure the organisation remains 
flexible.

That is why, in addition to offering all kinds of development opportunities, the 
bank will also support you in developing new skills that you can also apply in a 
new role (reskilling) and in continuing to enhance your existing skills (upskilling). 

Talent development
Your talent and development are of paramount importance. They form one of the 
themes that you discuss with your line manager and your team as part of the 
Together & Better dialogue. The bank gives you the opportunity to develop 
irrespective of your age and educational background. You do this by maintaining 
and improving the knowledge and skills you require for your work. You are in 
control of this process. While you develop within your current role, you also think 
about your future within or outside the bank. You therefore include agreements 
about how you will remain sustainably employable, in both the short term and 
long term, in your Together & Better form. You discuss these agreements 
regularly with your line manager. The bank provides you with the resources you 
need in order to continue working on your development. For example, you can 
following training courses, perform on-the-job learning activities, participate in 
projects or obtain practical training either within or outside the bank. 

Another opportunity for development is project-based working within the bank. 
Project-based working offers you the possibility of temporarily performing other 
work away from your own team or department. Any request for project-based 
working must be discussed with your line manager and team at the earliest 
possible opportunity. Your line manager will agree to the request unless this 
would lead to organisational problems.

In addition, you can have a personal jobs market evaluation carried out by an 
external party once a year. To obtain a picture of your competencies, ambitions 
and position in the job market, you can request a career scan through the bank or 
a trade union, under the supervision of a coach. Under the conditions imposed by 
the Dutch Tax and Customs Administration, this career scan or market evaluation 
must form part of an outplacement process or be intended to help you maintain 
or improve the knowledge and skills you require for your work. 

The bank covers the cost of the development activities you agree with your line 
manager. The cost of those activities, your age and whether you work full or part 
time does not affect your eligibility. You are also entitled to a Personal 
Development Budget.
The relevant rules are described in section 2.2.
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Financial insight
Once every three years, you can obtain financial insight paid for by the bank. This 
takes the form of a concise, clear overview of your personal financial situation, 
prepared by a financial specialist from the bank.

Training course started before you joined the bank
If you were already following a training course when you joined the bank, you 
may be entitled to have the costs of that course reimbursed under the provisions 
of this scheme. Your entitlement depends on your line manager and your next 
senior line manager both agreeing to this. You will be reimbursed the costs with 
effect from the moment you join the bank unless your employment agreement 
ends or is terminated during your probationary period. The costs will be 
reimbursed to you at the end of your probationary period.

Repayment of study costs
If your employment agreement is terminated within three years following the 
completion of a non-compulsory training course that cost more than EUR 10,000, 
you must repay all or part of the study costs unless you and your line manager 
have agreed other arrangements for this.

You must repay all the costs if your employment agreement is terminated before 
the end of the training course. If your employment agreement is terminated 
within one year following completion, you must repay 75% of the study costs.  
If your employment agreement is terminated between one and two years, or 
between two and three years, following completion, the percentage of the study 
costs that has to be repaid is 50% or 25%, respectively.

Working agreement on development
During the term of this CLA, the parties to the CLA will continue to work 
together to draw attention to the opportunities for development and encourage 
employees to use these opportunities even more frequently and more effectively.

2.2 Personal Development Budget

Each year, you are awarded a Personal Development Budget of EUR 1,000.  
A one-off increase in this budget to EUR 1,500 applies for 2022. The Personal 
Development Budget you are granted each year remains available for a maximum 
of three years. Your Personal Development Budget allows you to decide the 
direction of your personal development for yourself. When you join the bank, the 
budget is made available to you at the end of your probationary period.
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Using the budget
The budget is to be used for development-related products, such as training 
courses and literature. These products must qualify for exemption from VAT. 
More information about development-related possibilities and products can be 
found on the intranet. If your budget is not sufficient to pay for the product you 
want, you can ask your line manager to top up your budget from the 
departmental budget. The same tax check applies in that case. You can reach an 
agreement on this in Together & Better, as described in section 2.1.

You can request development products, irrespective of whether they are included 
in the catalogue or not, via MyLearning. The tax check applies to all requests.

2.2.1 Saving your budget
Any portion of your Personal Development Budget that you do not use is 
automatically carried over to the next year, and, where necessary, the year after 
that.

Any portion of your annual budget that you do not use will lapse at the end of the 
three-year period.

2.3 Study time compensation

You and your line manager make reasonable arrangements concerning the time 
you need to devote to following the training courses you have entered in 
Together & Better. This is subject to the following conditions:

2.3.1 Compulsory training courses
You follow compulsory training courses during your standard working hours 
insofar as possible.

Compulsory training courses include, as a minimum, the e-learning programmes 
that are compulsory for everyone working at the bank or your department (such 
as compliance training). This applies throughout the bank.
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2.3.2 Non-compulsory courses
You may agree with your line manager that you will follow all or part of a 
non-compulsory course during working hours, or that you will use some or all of 
your Banking for Better days for that purpose. If you have agreed that you will 
follow all or part of this course outside your working times, you will be given 
compensation in time for the hours spent attending sessions.

In that case, you are given compensation for:
• attending sessions (not for studying at home/elsewhere)
• the time taken up by the sessions themselves (not for time spent travelling)
• any sessions you can attend only in the late afternoon, evening or weekend or 

on days or half days when you would otherwise not have been working. If you 
follow a course lasting several days that includes one or more evening 
sessions, no compensation will be provided for those evening sessions.

2.4 Career switch

The Career Switch Scheme helps you to take your career in a new direction. If 
you make use of the scheme, you will work fewer hours and receive a 
supplement to your income.

2.4.1 Requesting the scheme
If you want to make use of this scheme, you can submit a written request to your 
line manager. You must do this at least four months before the intended start 
date.
 
Your line manager will assess your request as if it were a request to reduce your 
working hours. When assessing your request, your line manager will also 
considering whether or not it would be desirable for you to leave the bank when 
your period in the scheme comes to an end. Your line manager will confirm the 
decision regarding your request no later than three months before the intended 
start date. If your line manager decides not to agree to your request, he/she 
must explain the reasons. You may submit a complaint about this decision to the 
Disputes Committee. Your line manager may only refuse your request if he/she is 
able to explain how serious business interests mean you are unable to make use 
of the scheme.
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2.4.2 Using the scheme
If you make use of the scheme, your working hours will be reduced by 50% for a 
maximum period of two years. In that case, you will effectively be a part-time 
employee. You are free to decide the period for which you will make use of the 
scheme, unless your line manager explains to you how serious business 
interests mean you must use the scheme for a longer or shorter period than you 
intended.

Before this period starts, you conclude a termination agreement with the bank. 
At the end of the period, your employment at the bank will end by mutual 
consent.

Your salary, other pay and pension accrual will be adjusted in line with your 
reduced working hours. With respect to other employment benefits, the 
arrangements applying to part-time employees, insofar as applicable, will apply to 
you.

If you make use of the career switch scheme, you cannot make use of the early 
retirement scheme described in section 6.7.
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2.4.3 Career switch top-up allowance
While you make use of this scheme, you will receive a career switch top-up 
allowance.

The top-up allowance is a percentage of your salary (including your Benefit 
Budget, salary supplement and remuneration supplement) before your start date 
in the scheme. The top-up percentage depends on how long you have been 
working for the bank on the start date of the scheme:

• 0 to 10 years' service: 10%
• 10 to 20 years' service: 15%
• 20 to 30 years' service: 20%
• 30 or more years' service: 25%.
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3.  Wellbeing

The rapidly changing world in which we live places great demands 
on you as an employee. A good energy balance is therefore crucial. 
If you feel good, this has a positive effect on your health, focus, 
resilience, performance and sustainable employability. More 
information about the arrangements relating to wellbeing can be 
found in this chapter.

3.1 MyWellbeing

MyWellbeing focuses on your physical, mental and socio-emotional wellbeing. It 
offers workshops, courses and lectures on mental resilience and focus, sleep, 
and nutrition, as well as daily exercise and relaxation workouts that you can 
participate in. It also devotes attention to subjects such as serious illness, the 
menopause and grief, as well as topics related to working from home in a healthy 
way and setting up an ergonomically correct workstation. In addition to helping 
you enjoy optimal health, the bank also believes it is important that you do work 
that gives you energy. You can therefore also access tools and information to 
support your career and development via MyWellbeing.
The bank-wide range of wellbeing resources and various tips can be found on the 

intranet under 'Getting started with MyWellbeing'. 

3.2 Wellbeing as part of the Together & Better dialogue

Wellbeing is also an integral part of the ongoing Together & Better dialogue, 
which means you are encouraged to discuss your wellbeing with your line 
manager and/or team throughout the year. Your line manager helps you to stay 
healthy and maintain and/or improve your energy levels. 

3.3 Annual health check

Every year, you can obtain a comprehensive health check, paid for by the bank, 
through the Health Gains programme of the Beter occupational health and safety 
service. You will complete a digital questionnaire and undergo a medical 
examination that includes a heart scan (ECG). This will give you insight into your 
physical, mental and emotional health. You will also receive personal advice on 
how to improve your health and how to deal with work pressure. You can also 
contact Beter if you would like to discuss your health and work-related stress as 
a preventive step. 
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3.4 Home office health and safety

You may opt to set up an ergonomic home office that is paid for by the bank so 
that you can work from home responsibly. Resources selected by the bank, such 
as an office chair and a desk, can be ordered through the portal. For more 
information, see the Home Office Setup Scheme, which is available on the 
intranet.

Information on how to set up your workstation properly can be found in the 
Screen Work Regulations.

3.5 Right to disconnect

A good work-life balance is vital for your mental and physical wellbeing. As 
working from home blurs the lines between work and your private life, it is 
essential that you, your line manager and your team discuss this subject. It is 
also important that you feel there is room to discuss bottlenecks. To ensure you 
can detach yourself from work sufficiently, you have the right not to be reachable 
outside your agreed working hours. If you need to be reachable in certain 
circumstances (urgent or otherwise), you make appropriate arrangements about 
this with your line manager and/or team.

As an extension of the right to disconnect, you can also take holidays and various 
forms of leave, which help to improve your mental and physical well-being. They 
offer an opportunity to detach from your work for a brief or extended period of 
time, so that you can focus on your family, care responsibilities or any other 
personal goal to which you want to devote more time and attention. See chapter 
7 for more information and the various possibilities for leave.

3.6 Work pressure

Achieving a proper balance between work and relaxation contributes to a healthy 
work environment. In this context, the bank constantly carries out surveys into 
perceived work pressure. These surveys are carried out in consultation with the 
employee representation bodies. The parties to the CLA evaluate the results of 
these surveys on a periodic basis. 
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3.7 Informal care

The bank has been recognised as an informal-care friendly organisation by 
Stichting Werk en Mantelzorg since 2014. This shows that the bank provides 
room for employees who have informal care duties on top of their work. The bank 
seeks out tailored solutions with these employees. This topic of informal care is 
raised through various channels, and the bank offers employees tools so they can 
make arrangements that work well for them. The bank will maintain its policy on 
informal care and continue to communicate this policy internally and externally.
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Most employees are free to organise their own working times and do 
not have a roster. For some roles, however, fixed working times are 
still necessary. This chapter sets out general rules relating to your 
employment agreement with the bank and provides comprehensive 
information on working times and related allowances.

4.1 Employment agreement

4.1.1 Permanent and fixed term employment agreements
You have concluded a permanent employment agreement or a fixed-term 
employment agreement. Employees are generally employed on the basis of a 
permanent employment agreement. Fixed-term employment agreements are an 
exception. Fixed-term employment agreements are sometimes subject to rules 
that differ from the statutory rules.

4.1.2 Probationary period
The bank may agree a probationary period of up to two months with you. This 
probationary period may be agreed even if you have a fixed-term employment 
agreement. No probationary period applies if your employment agreement is for 
a fixed term six months or less. In addition, no probationary period applies if you 

worked for the bank through an employment agency or on secondment less than 
six months before the start date of your employment agreement with the bank. 
In that case, the bank must reasonably be considered the successor to that other 
employer as far as the work you perform is concerned.

The employment agreement may be terminated by you or the bank at any time 
during the probationary period. In that case, no notice period applies. The 
instructions for giving notice of termination can be found on the intranet.

4.1.3 Rules on successive fixed-term employment agreements
The conclusion of fixed-term employment agreements is covered by Section 
668a (1), Book 7, of the Dutch Civil Code (as in effect on 1 January 2022). If your 
fixed-term employment agreements span a combined period of more than three 
years, your most recent fixed-term employment agreement will be treated as a 
permanent employment agreement. This will also be done if you have had more 
than three fixed-term employment agreements in succession. If, prior to your 
employment agreement with the bank, you worked for the bank through an 
employment agency or on secondment, only the most recent employment 
agreement with that other employer will be counted when determining the 
number of successive employment agreements. The bank must reasonably be 
considered the successor to that other employer as far as the work you perform 
is concerned. In all cases, the successive contracts must be separated by a 
period of no more than six months.
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4.1.4 Extension of fixed-term employment agreement
If you have a fixed-term employment agreement for six months or more, the 
bank will inform you whether your employment agreement will be extended no 
later than one month before it is due to expire. If your employment agreement is 
not extended, the bank will explain the reason for its decision.

4.1.5 TERMINATION OF THE EMPLOYMENT AGREEMENT
Your employment agreement may be terminated by you or the bank, with due 
observance of the notice period specified in your employment agreement. This 
applies to both fixed-term and permanent employment agreements. Notice of 
termination is given in writing and takes effect at the end of the month. The 
instructions for giving notice of termination can be found on the intranet.

Your notice period may be longer than the period of notice required by law. In 
that case, the longer notice period also applies to the bank.

4.1.6 Other work
The bank may at any time ask you to perform work other than your normal work 
on a temporary basis. You must comply with this request so long as it is 
reasonable. Your salary will not be affected.

4.1.7 Termination of employment on reaching state retirement age
The bank will terminate your employment agreement on the day you reach the 
retirement age referred to in the Old-Age State Pension Act (AOW).

4.1.8 Termination for an urgent reason
Your employment agreement may be terminated by you or the bank for an urgent 
reason. In that case, no notice period applies.

If you disagree with the bank's termination of your employment agreement for 
an urgent reason, you can appeal against this decision through the courts. In 
order to do this, you must submit an application to the subdistrict court within 
two months following the termination.

4.1.9 Other information on the procedure for termination
General information on the procedure for terminating the employment 
agreement can be found in Title 7.10 of the Dutch Civil Code. This includes 
information on the statutory cooling-off period and the deadlines for submitting 
an application to the subdistrict court.
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4.2 Working hours

4.2.1 Basic working hours
The basic working hours are equal to an average working week of 36 hours and 
amount to 1,872 hours per year.

4.2.2 Different working hours
You may agree different working hours with your line manager. Working hours are 
capped at an average working week of 40 hours and 2,080 hours per year. 
Shorter working hours will not adversely affect your career prospects.

4.2.3 Requesting a change in your working hours
You can ask your line manager to reduce or increase your working hours. Your line 
manager will agree to your proposed start date and change in your hours unless 
there are serious operational or service-related reasons (as referred to in the 
Working Hours Amendment Act) for not doing so.

If your performance is inadequate, you cannot agree to an increase in your 
working hours.

To change your working hours, you must submit a written request to your line 
manager. This request must be submitted at least two months before the 
intended start date.

Your line manager will confirm his/her decision in writing at least one month 
before the intended start date. If your line manager decides not to agree to your 
request in full, he/she must explain the reasons for this. If you do not receive the 
decision in time, your request will be deemed to be granted. If you do not agree 
with your line manager's decision, you can submit a complaint to the Disputes 
Committee. If you wish to submit a complaint, you must do this no more than six 
weeks after your line manager informed of his/her decision. 

You may request a change in your working hours up to three times a year.

4.3 Working times

For some roles, it is essential that the working times of the employees in those 
roles are laid down in a roster. If no roster is necessary, other rules apply.

4.3.1 Roster necessary
The usual working days are Mondays to Saturdays. Your usual working times are 
between 7 a.m. and 9 p.m. on Monday to Friday and between 8 a.m. and 5 p.m. 
on Saturdays.
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Your line manager will agree your working times with you and record them in a 
roster. When your working times are set, every effort is made to find a balance 
between your interests, the interests of the team, and the interests of the 
organisation.
The working times and desired staffing level are discussed during team meetings 
at least once a year. Your working times are then determined in consultation with 
your line manager.

Your working times are laid down in a roster covering a period of between three 
months and one year. Your time off is scheduled in periods of at least half a day.

In the case of basic working hours, for example, you can opt for a roster in which 
you take half a day off every week, take one day off every fortnight or work four 
days a week and nine hours a day. Your roster must be possible and practical 
from an organisational perspective.

If you are scheduled to work on a Saturday, you are entitled to have the following 
Monday off.

If your scheduled day off happens to fall on an official public holiday, you will not 
be awarded time off in lieu. Rosters are drawn up in a way that ensures you are 
not disproportionately disadvantaged as a result. If you are sick at a time that you 
are not scheduled to work, you will not be awarded time off in lieu.

4.3.2 Hybrid working
Hybrid working refers to a blend of in-person and online working at the office, at 
home or at other locations. It means you are largely free to decide where and 
when you work, unless the work you perform is location-specific. You agree clear 
arrangements regarding this with your line manager and your team. In agreeing 
these arrangements, due consideration is given to the bank's interests, the 
team's interests and the requirements relating to the type of work involved. In 
addition, you must in principle be physically in the Netherlands when you perform 
your work. If you wish to perform some of your work outside the Netherlands, 
the bank's Global Mobility Centre will decide what possibilities exist for this.

4.3.3 Homeworking allowance and internet allowance
You receive a fixed homeworking allowance of EUR 2 (net) for each day you work 
from home and do not travel for work purposes. This amount will change to EUR 
3 per home working day with effect from 1 January 2023. The amount is paid net 
insofar as this is permitted for tax purposes. You also receive a fixed internet 
allowance of EUR 25 (net) per month. 

If you are on sick leave, you will receive the internet allowance for the first two 
years that you are unfit for work. If, at the end of this two-year period, your 
residual earning capacity is 0%, the internet allowance will no longer be paid.
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4.4 Overtime

4.4.1 When does overtime apply?
You will sometimes have to work for longer than your working hours. If your job 
grade is 11 or lower, you are entitled to receive overtime compensation.

Your line manager may occasionally ask you or the team of which you are a 
member to work overtime, outside your agreed working times. At times, your 
line manager may even require you to do so.

If your line manager intends to require you to work overtime, he/she must weigh 
the interests of the business against your interests. If you are required you to 
work overtime, you will be informed of this immediately. Your line manager 
cannot require you to work overtime on Sundays or official public holidays.

4.4.2 Overtime pay
You will be paid overtime if your role is assigned a job grade ranging from 2 up to 
and including 11. However, you will only be paid if you work more than 30 
minutes of overtime.

Overtime pay is a percentage of your hourly pay:

Overtime pay Percentage of hourly pay

Hours Sun / Off. pub. hol. Mon to Fri Sat

Midnight to 5 p.m. 200 150 175

5 p.m. - midnight 200 150 200

You will be paid compensation for overtime once a month.

4.4.3 Maximum amount of overtime 
You are not allowed to work more than 45 hours of overtime in any quarter. If 
your working hours are shorter than the basic working hours, this maximum 
amount is adjusted pro rata.

4.4.4 Meal breaks
If you are unable to eat at home in the evening because you have worked two or 
more hours’ overtime, you may take a half-hour meal break. This half-hour period 
is treated as overtime worked for
the purpose of calculating overtime pay. You will also be reimbursed the costs of 
your meal, as set out in the Meal Allowance Scheme.



   

27

4. Work

4.5 Work performed outside roster

4.5.1 Roster allowance
You receive a roster allowance (as shown in the roster allowance table) if you 
have to work in accordance with a roster and at least part of your work is 
scheduled outside the standard working times. You do not receive a roster 
allowance for work done between 7 a.m. and 9 p.m. from Monday to Friday. 

4.5.2 Roster period
If at least part of your work is scheduled outside the standard working times, 
your working times are laid down in a roster covering a period of at least three 
months. You will be consulted in good time before a roster is drawn up. You will 
receive a summary showing the working times and roster allowance.

Other roster periods may apply at specific business units.  
This will only be the case if the employee representation body approves a 
proposal to that effect.

4.5.3 Determining roster allowance
The roster allowance is a percentage of your hourly pay. 

Days/times Roster allowance as percentage of hourly pay 

Monday to Friday

Between midnight and 7 a.m. 67.5

Between 7 a.m. and 9 p.m. 0

Between 9 p.m. and midnight 67.5

Saturday

Between midnight and 8 a.m. 67.5

Between 8 a.m. and 5 p.m. 45

Between 5 p.m. and midnight 90

Sunday / official public holiday

Between 00.00 and 24.00 90

Is any of your work scheduled outside the standard working hours? In that case, 
the roster allowance for official public holidays also applies if you work on New 
Year's Eve after 1 p.m. Moreover, if any of your work is scheduled outside the 
standard working hours and you work a shift that starts before 6 a.m., you will 
also receive a roster allowance of 67.5% for the time worked between 7 a.m.  
and 8 a.m. 
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The roster will, where possible, allow you two consecutive days off a week. If a 
scheduled day off follows a night shift, your period of sleep immediately after the 
night shift is not treated as a day off. A half-hour break taken between 9 p.m. and 
7 a.m. (8 a.m. on Saturdays) counts as working time.

You will receive your roster allowance monthly. You are also entitled to your roster 
allowance during your holiday.

All or part of the allowance may be provided in the form of compensation in time 
in your roster. For the purposes of calculating this compensation in time, hours 
are weighted in the manner indicated in the table. The compensation in time 
does not reduce your working hours.

If you perform work according to a roster, the Meal Allowance Scheme also 
applies.

If you perform work at times outside your fixed roster, you will only be asked to 
work overtime in special circumstances. You will be paid overtime for this.

4.5.4 Transitional allowance
You are entitled to a transitional allowance (‘gewenningsuitkering') if you work or 
have worked according to a roster:
• if your roster allowance exceeds 5% of your salary and your entitlement ends;
• if your roster allowance is reduced by an amount exceeding 5% of your salary. 

You are not entitled to the allowance if your roster allowance is reduced 
because all or part of that allowance is converted into compensation in time in 
your roster. Moreover, if your roster covers a period of less than three months 
you are not entitled to receive the transitional allowance in the event of a 
reduction in your roster allowance.

The transitional allowance is adjusted in line with general income adjustments 
under the CLA. The table shows the transitional allowance payable to you and the 
length of time for which it is paid.

Length of time the allowance 
was received

80% 60% 40% 20% of the roster allowance

6 months - 1 year 6 0 0 0 months

1 - 2 years 6 6 0 0 months

2 - 4 years 6 6 6 0 months

4 years or more 6 6 6 6 months
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4.6 Standby allowance

4.6.1 When is a standby allowance paid?
You receive a standby allowance if you are on standby duty. This means that you 
must be available to be called upon to perform work outside your working times, 
in accordance with a roster. You only receive a standby allowance if your role is in 
job grade 11 or lower.

If you are on standby duty, you must ensure that you can be reached at any time 
and can report to your place of work within a reasonable amount of time. Your 
periods of standby duty are fixed in advance in rosters covering a period of at 
least three months. You are not required to be on standby duty on more than 80 
days a year.

4.6.2 Level of standby allowance
The standby allowance is a percentage of your hourly pay.

Days on standby duty Time on standby duty Allowance as percentage of hourly pay

Monday to Friday 08.00 to 24.00 12%

Monday to Friday Midnight to 8 a.m. 4% 

Saturday and Sunday 00.00 to 24.00 24% 

Official public holidays 00.00 to 24.00 26% 

You receive your standby allowance once a month. 

4.6.3 Call-out
If you are called upon to perform work when you are on standby duty, you will be 
paid overtime for the hours you work and the time you spend travelling to work. 
You must discuss with your line manager how you will travel to work. Any 
additional costs for public transport will be reimbursed in full. If you travel in your 
private car, the Business Travel Allowance Scheme in the Netherlands will apply.

4.6.4 Transitional allowance
If you are no longer required to be on standby duty, you will be paid a transitional 
allowance. In that case, your standby allowance during the past 12 months must 
have exceeded 5% of your salary.  
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The level and duration of the transitional allowance for the standby allowance can 
be found in the table setting out the transitional allowance for the roster 
allowance in section 3.5.4.

4.7 Deputisation allowance

4.7.1 When is a deputisation allowance paid?
Your line manager may ask you to perform the duties associated with a higher-
level role on a temporary basis. You will receive a deputisation allowance for this. 
You will only receive the deputisation allowance if the period of deputisation 
lasted at least three months and was not necessitated by holidays.

4.7.2 Level of deputisation allowance
The annual deputisation allowance is 5% of the scale maximum for the salary 
scale of the higher-level role. You receive the deputisation allowance for the entire 
period of deputisation in the month after the period of deputisation ends.
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The bank seeks to be an attractive employer that offers pay which 
serves to motivate you and is in keeping with your duties and 
responsibilities. Comprehensive information about your salary and 
other remuneration components can be found in this chapter.

5.1 Income adjustments

5.1.1 Pay rises
A general pay rise of 1.5% will be applied to the salary scales and your salary on 
1 October 2022.
A general pay rise of 2.5% will be applied to the salary scales and your salary on 
1 July 2023.

5.1.2 One-off payment
If you are employed by the bank on 1 November 2022, you receive a one-off 
gross payment of up to EUR 2,000 with your salary for November 2022. This 
amount is adjusted pro rata if you work less than 36 hours a week. It will also be 
adjusted pro rata if you were not employed for the entire period from July 2022 
until November 2022.

5.2 Job evaluation

5.2.1 Job evaluation system
The bank uses the Hay job evaluation system. Every role is associated with one 
of the job grades, which range from 2 to 15. Each job grade is linked to a salary 
scale.

5.2.2 Objection against assigned NJM job profile 
If you do not agree with the job profile and/or related Hay level assigned to your 
role, you can lodge an objection with the Disputes Committee. The objection 
must be submitted within six weeks. See the Rules of the Disputes Committee 
(Appendix IV to this CLA). 
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5.3 Salary 

5.3.1 Level of salary
Your salary depends on the seniority of your role and your performance. Salary 
increments are possible within the salary scale applicable to you. You may also 
be awarded a salary increment if you are promoted. In that case, you will be 
placed in a higher salary scale because you have been assigned to a higher-level 
role.

5.3.2 Placement in salary scale
The seniority of your role determines the job grade that is assigned to your role. 
Every role is associated with one of the job grades, which range from 2 to 15. 
Each job grade is linked to a salary scale. Your salary is placed in the salary scale 
applicable to you, based on an average working week of 36 hours. Your actual 
salary is based on your agreed working hours.

You may be temporarily placed in the salary scale below the scale associated 
with your job grade if you are training for that role and have not yet assumed all 
the responsibilities associated with it. You will receive written confirmation of 
how long your training phase is to last. Once you have successfully completed 
your training, you will be placed in the higher salary scale.

If you temporarily fill a lower-level role in the context of a career plan that you 

have agreed with your line manager, your salary scale will not change.  
If your career plan means you will take on a role that is at least two grades higher 
in the near future, you may be moved up one salary scale before you take up 
your new role.

In some circumstances, you may be placed on a salary scale before your job 
grade has been decided. This can happen if you start a general training 
programme as soon as you join the bank. It can also happen if your job grade has 
not been decided yet. In that case, you may be placed in the salary scale 
immediately below your expected job grade. As soon as the job grade has been 
decided, you will be placed in the appropriate salary scale with retroactive effect.

You may qualify for an additional allowance on top of your salary if this is justified 
by conditions on the labour market.

5.3.3 Salary increment within scale
You can receive a salary increase of up to 7% of your current salary once a year 
on 1 April, provided there is still scope for this in your salary scale. Your line 
manager or team makes a decision on this salary increment based on your 
performance and your position in your salary scale. Your performance is assessed 
on the basis of the themes of behaviour and development. The supporting 
information for any salary increase includes the ‘Reflection’ field in your Together 
& Better form. In addition, your line manager will explain during a meeting 
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whether you will be awarded a salary increase as well as the amount of any 
salary increase you are to receive, and will state the reasons for this. The bank 
sets the budget for salary increases once a year.

5.3.4 Working agreement on salary increment within scale 
The parties to the CLA have carried out research into the bottlenecks and 
opportunities for improvement in the performance management process. It was 
agreed that, subject to the outcome of the study, a different system for possible 
salary growth within the scale would be introduced as soon as possible. In 2023, 
a working group will develop an improved system to replace the current scheme, 
which is set out in section 5.3.3. Where possible, improvements will be made to 
the current system in 2023.

5.3.5 Salary increment in the event of promotion
If you are promoted to a higher-level role, your salary and your salary supplement 
will be adjusted to your new salary scale, to the extent that there is scope for 
this within that scale. Your salary will then be increased by 3% of the scale 
maximum, provided there is still scope for this within the scale. If not, it will be 
increased by a lower percentage to bring it to the scale maximum. 

In some circumstances, your placement in a higher salary scale is not regarded 
as a promotion and your salary is not increased. This may be the case if, for 
example, you reach the end of a training phase or if the seniority of your role is 

reassessed, or if you are placed in a higher salary scale as an interim step 
towards an even higher-level role, in the context of a career plan.

5.3.6 Salary and demotion
You may be assigned to a lower-level role for various reasons. In that case, your 
salary will be placed in the salary scale associated with that role's job grade.

A. If you are demoted:
• as a consequence of a reorganisation, or
• because your role has been given a lower job grade.

Your salary will be adjusted to your new salary scale, insofar as there is scope 
within the scale. The portion of your salary that then exceeds the maximum 
salary for your new salary scale will then be paid to you in the form of a salary 
supplement. This salary supplement will then be added to any salary supplement 
you already receive. Any remuneration allowance you receive will not be affected.

B. If you are demoted: 
• because your performance is no longer satisfactory, or
• because you have failed to satisfy compulsory training requirements, you will 

placed in the salary scale associated with the lower job grade.
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Your salary will be adjusted to your new salary scale, insofar as there is scope 
within the scale. The portion of your salary that then exceeds the maximum 
salary for your new salary scale will then be paid to you in the form of a salary 
supplement. This salary supplement will then be added to any salary supplement 
you already receive. Your salary supplement will subsequently be phased out in 
two equal steps. The first step takes place six months after the date that you 
start in the lower-level role. The second step takes place six months later. If you 
receive a remuneration supplement, this will be reduced in each step in 
proportion to the reduction in the sum of your salary and your salary supplement.

C. If you are demoted: 
• at your own request (voluntary demotion), you will be placed on the salary 

scale appropriate to the lower job grade. 

Your salary will be adjusted to your new salary scale, insofar as there is scope 
within the scale. The portion of your salary that then exceeds the maximum 
salary for your new salary scale will then be paid to you in the form of a salary 
supplement. This salary supplement will then be added to any salary supplement 
you already receive. Your salary supplement will subsequently form the base 
figure for calculating a lump sum payment. The lump sum will be calculated in 
the same way as the redundancy payment described in the Social Plan that is 
applicable at that time. The relevant maximisation, capping, extra-month and 

base-figure provisions are applicable on a pro rata basis.
Any remuneration supplement that you receive will be reduced in proportion to 
the reduction in the sum of your salary and your salary supplement. The amount 
by which your remuneration supplement is reduced is added to the base figure 
used to calculate your lump sum payment. Following the lump sum payment, 
you will no longer receive a salary supplement.

Your will receive the lump sum payment at the same time as your first salary 
payment based on your lower job grade following your demotion.

5.4 Salary scales

The salary scales are based on the basic working hours of 36 hours per week. 
The amounts are adjusted pro rata in the event of shorter or longer working 
hours. Your salary includes 8% holiday allowance.
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Salary scales as at 1 July 2022:

Salary scale Scale minimum 
in euros

Scale maximum 
in euros 

2 20,006 28,576

3 22,177 31,680

4 23,960 34,228

5 26,826 38,320

6 30,052 42,930

7 33,757 48,224

8 37,939 54,201

9 42,732 61,042

10 48,925 69,874

11 55,931 79,912

12 64,995 92,840

13 75,543 107,913

14 88,558 126,519

15 104,146 148,769

Salary scales as at 1 October 2022:

Salary scale Scale minimum 
in euros

Scale maximum 
in euros 

2 20,804 29,720

3 23,064 32,948

4 24,919 35,598

5 27,898 39,853

6 31,254 44,648

7 35,108 50,153

8 39,459 56,370

9 44,439 63,484

10 50,869 72,669

11 58,177 83,109

12 67,588 96,554

13 78,561 112,230

14 92,106 131,580

15 108,304 154,720

Salary scales as at 1 July 2023:

Salary scale Scale minimum 
in euros

Scale maximum 
in euros 

2 21,325 30,463

3 23,641 33,772

4 25,542 36,488

5 28,595 40,850

6 32,036 45,765

7 35,985 51,407

8 40,446 57,780

9 45,551 65,072

10 52,141 74,486

11 59,631 85,187

12 69,278 98,968

13 80,526 115,036

14 94,409 134,870

15 111,012 158,588
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5.5 Benefit Budget

5.5.1 What is the Benefit Budget?
Besides your salary you also receive a monthly Benefit Budget, which you can 
use to buy employment benefits in the Benefit Shop.

Ensuring employment benefits reflect the bank's theme of sustainability is 
important to the parties to the CLA. They have therefore carried out a joint study 
into the possibilities of using the Benefit Budget to help employees make their 
homes, energy consumption or travel more sustainable, for example. The topic of 
sustainability will continue to be discussed during the term of this CLA.

5.5.2 Level and payment 
The Benefit Budget amounts to 11% of your salary. If you do not make any 
purchases or reservations in the Benefit Shop in a given month, you are paid one 
twelfth of your Benefit Budget for that month.

5.6 Salary supplement and remuneration supplement
 
You may be entitled to a salary supplement and/or a remuneration supplement. 
With effect from 1 January 2015, these supplements have incorporated old 
income components that no longer exist. The salary supplement and 
remuneration supplement are based on your working hours. If your working hours 
change, these supplements will be adjusted pro rata. Every month, you receive 
one twelfth of your salary supplement and remuneration supplement. The 
supplements are not adjusted in line with income adjustments under the CLA.
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A modern, sustainable employment benefits package consists of 
more than a good salary. This chapter provides comprehensive 
information on other employment benefits, such as your income 
while on sick leave and your income later in life (i.e. your pension).

6.1 Pay in the first two years of sick leave

6.1.1 Level of pay while on sick leave
If you are on sick leave, you will continue to receive your 100% of your pay for 
the first six months. In this chapter, your pay is understood to mean your salary, 
Benefit Budget and any salary supplement, remuneration supplement, roster 
allowance, standby allowance, transitional allowance and career switch top-up 
allowance that you would have received if you were not on sick leave.

During the following 18-month period, you will receive 80% of your pay. The 
following provisions apply:
• The pay that you receive in relation to work performed at a lower level, or time 

spent retraining, will be supplemented up to 100% for the number of hours 
that you work.

• If you resume work at your previous level, but on reduced hours, you will 
receive the supplement for the hours you actually resumed work.

• Your pay will also be supplemented to 100% if you have become fully unfit for 
work and there is no longer any prospect of reintegration owing to the nature 
of your sickness.

The decision as to whether you resume work or undergo retraining will be taken 
by the company doctor.

6.1.2 Transitional arrangement for ICS employees 
If you had been on sick leave for more than six months on 1 January 2021, the 
ICS scheme from 2020 will continue to apply to you. This means you are paid 
100% of your salary during your first year of sick leave, and 70% of your salary 
during your second year of sick leave.

6.1.3 Termination of employment agreement
Your employment agreement will be terminated after two years of sick leave if 
you are not expected to recover within the next 26 weeks. In order to do this, the 
bank starts a written termination procedure with UWV. You will be given the 
opportunity to defend yourself against the termination of your employment 
agreement. Once the bank has obtained UWV’s permission, it will proceed to 
terminate your employment agreement. The bank will observe the applicable 
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notice period. That notice period will be reduced by the amount of time taken up 
by the dismissal procedure with UWV, but will never be less than one month. If 
you are partially fit for work, efforts will focus on your reintegration.

If, when assessing a claim for occupational disability benefit under the Work and 
Income (Capacity for Work) Act (WIA), UWV decides that the bank has not made 
sufficient efforts to reintegrate you, it may extend the obligation to continue to 
pay you while you are on sick leave by up to one year. The bank will pay 100% of 
your pay during this period, for a maximum of one year.

6.2 Supplements in the third and subsequent years of sick 
leave

6.2.1 Supplements in the event of full occupational disability
If you are unable to work due to sickness and are in receipt of occupational 
disability benefit (WIA) based on the fact you are fully disabled, the bank will 
supplement this benefit to bring it up to 75% of the calculation base in the third 
and subsequent years of sick leave. The calculation base for supplements under 
this scheme is the social insurance reference salary in the last year before you 
became sick. This is capped at EUR 200,000.

6.2.2 Supplements in the event of partial occupational disability 
If you are partially unfit for work but are working and are in receipt of benefits 
under the Resumption of Work (Partially Disabled Persons) Regulation (WGA 
benefit), the bank will supplement this benefit to bring it up to 75% of the 
calculation base, multiplied by your disability percentage, in the third and 
subsequent years of sick leave. In addition, you will also be paid your salary for 
the hours you work, based on the assigned wage value.

If, following the pay-related phase, you utilise less than 50% of your residual 
earning capacity, you will receive a supplement equal to 5% of the calculation 
base, capped at the WIA reference salary, multiplied by your disability 
percentage.  
Insofar as your social insurance reference salary exceeds this maximum, you will 
receive a supplement equal to 75% of the excess, multiplied by your disability 
percentage. If, following the pay-related phase, you utilise less than 50% of your 
residual earning capacity due to circumstances for which you are not liable, the 
bank will supplement your occupational disability benefit (WIA) by an amount 
sufficient to bring it up to what it would have been if you had utilised your full 
residual earning capacity for as long as you remain employed by the bank. The 
bank will increase the supplements under this scheme by 2% with effect from 1 
January every year.
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If your disability percentage is less than 35%, the supplement to your salary that 
you receive will diminish in the third, fourth and fifth years of sick leave (75%, 
50% and 25%, respectively, of the calculation base, multiplied your disability 
percentage).
No indexation applies in this case.

The supplements payable by the bank, together with your occupational disability 
benefit (WIA) and the pay you receive for the hours that you continue to work, 
never exceed the calculation base.

6.2.3 Duration of supplements
Payment of the supplements continues for as long as you remain sick in the 
context of the Work and Income (Capacity for Work) Act (WIA), even if your 
employment agreement is terminated, unless otherwise indicated. Following the 
termination of your employment agreement, the supplements will be adjusted to 
reflect the extent of your residual earning capacity.

Important! If your employment agreement was terminated before 1 January 
2014, the supplements are adjusted in line with your residual earning capacity, 
which will never be lower than your residual earning capacity at the time your 
employment ended.

The supplements will end in any event when you reach state retirement age. 

6.2.4 Transitional arrangements
If you were in receipt of occupational disability benefit under the Occupational 
Disability Insurance Act (WAO) on 1 January 2006, the rules set out in chapter 10 
of the ABN AMRO CLA 1 June 2004 – 1 January 2006 continue to apply. Those 
rules also apply if you were in receipt of occupational disability benefit (WAO) on 
1 January 2006 and become more sick, reducing your residual working capacity, 
or if, within five years of the date on which your occupational disability benefit 
(WAO) ceased to be paid, you become sick again owing to the same cause, as 
determined in accordance with the rules set out in the AMBER Act.

Important! This does not apply if you were employed by Fortis Bank Nederland 
N.V., Fortis Commercial Finance Holding N.V. or Fortis Commercial Finance N.V. 
on 30 June 2010 and you were formally transferred to the bank on 1 July 2010. In 
that case, under similar circumstances, or if the first day that you were unfit for 
work was prior to 1 January 2011, the rules that apply are those set out in the 
FBN CLA 1 January 2009 - 1 March 2010, in articles 8.6.1 up to and including 
8.6.7, article 8.7.5 and articles 8.8.5 up to and including 8.8.10.
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6.3 Long-service benefit

6.3.1 When are long-service benefits paid?
If you have been employed by the bank for an uninterrupted period of 25 or 40 
years, you will receive a long-service benefit.

6.3.2 Level of long-service benefit
To mark the completion of your 25th year and 40th year of service, you will 
receive one month's salary and one twelfth of your salary, if applicable.

Your last gross monthly salary before the anniversary date is taken as the basis 
for calculating the long-service benefit. If you are partially unfit for work, this 
basis will include your most recent occupational disability benefit (WAO/WIA) and 
the supplement paid by the bank as well as your last monthly salary.

Under the tax rules that are currently in force, you will be paid your long-service 
benefit without deduction of wage tax and social security contributions at source, 
provided that the bank actually pays the long-service benefit. The net amount is 
therefore the same as the gross amount.

Your long-service benefit will be paid with your salary in the month in which the 
anniversary occurs.

6.3.3 Counting years of service
If your service with the bank was interrupted, only the years of service since the 
interruption count.

Your uninterrupted years of service with the former ICS also count if you were 
transferred to the bank on 1 January 2021 pursuant to an agreement between 
the bank and ICS.

Your uninterrupted years of service at the former companies Fortis Bank 
Nederland N.V., Fortis Commercial Finance Holding N.V. and Fortis Commercial 
Finance N.V. are also counted provided you were formally transferred to the bank 
on 1 July 2010.

Your uninterrupted years of service at ABN AMRO Hypothekengroep B.V. are also 
counted if you were transferred to the bank on 1 November 2012. In that case, 
you must have been transferred under the Agreement regarding the Transfer of 
HR Business Partners’ Activities or under the Agreement regarding the Transfer 
of Staffing Activities.
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Your previous years of service at ABN or AMRO will only count if you arranged in 
1992 to have this recorded as years of service at ABN AMRO.

If you are fully unfit for work, only the first two years of sick leave count as years 
of service. Years in which you are partially unfit for work also count as years of 
service.

6.3.4 Transitional arrangement for ICS employees
If the date of your 12.5 year long-service anniversary is in 2022, you will receive a 
quarter of a month's gross salary. If you leave the bank in 2022 due to 
retirement, you will receive one month's gross salary.

6.4 Death benefit

6.4.1 When is a death benefit paid?
Your surviving dependants will receive a death benefit in the event of your death.

6.4.2 Level of death benefit
The death benefit is equal to three monthly salaries plus three twelfths of any 
salary supplement you receive in the month prior to your death.

If you are fully or partially unfit for work, the death benefit is increased by three 
times the last gross supplement paid by the bank in the month before your 
death.

Under the tax rules that are currently in force, your surviving dependants will be 
paid the death benefit with deduction of wage tax and social security 
contributions at source. The net amount is therefore the same as the gross 
amount.

The death benefit is paid in the month following your death. Your salary will cease 
to be paid on the day after your death.

6.4.3 Surviving dependants
Your surviving dependants are the persons listed in section 74 (1) of the Work 
and Income (Capacity for Work) Act (WIA):
a. your surviving partner; 
b. or, if there is no surviving partner as referred to in a., the minor children to 

whom the deceased was related under family law; 
c. or, if there are no persons as referred to under a. and b., the person or persons 

whom the deceased largely supported financially and with whom he/she was 
living as a family.
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6.5 Pension agreement

6.5.1 Pension scheme at the bank
The bank has a pension scheme for its employees, former employees and other 
people with pension rights and entitlements.

6.5.2 CDC pension scheme
Your pension scheme is a CDC pension scheme (‘CDC’ stands for ‘collective 
defined contribution’). In a CDC pension scheme, the bank pays a defined 
amount into the scheme (i.e. contribution) on a collective basis. Using the money 
paid into the scheme, the pension fund seeks to provide a conditionally index-
linked pension based on career average earnings and a target retirement age of 
68. The pension fund is Stichting Pensioenfonds van ABN AMRO Bank N.V. The 
scheme is an administration agreement within the meaning of the Pensions Act. 
The scheme provides retirement pensions, partner's pensions and orphan's 
pensions.

The pension fund seeks to accrue a retirement pension at an annual rate of 
1.875% of your pensionable earnings. The partner’s pension accrual is equal to 
70% of the retirement pension accrued each year. In the event of your death, 
each of your children aged 21 or younger is entitled to an orphan’s pension equal 
to 20% of the partner's pension. The orphan's pension is doubled if your children 
lose both parents.

If you take leave, you continue to accrue pension rights in the manner described 
in the rules set out in this CLA.

Characteristics of the CDC pension scheme
The CDC pension scheme is characterised by a defined pension contribution that is fixed for 
five years.

If the CDC calculated at the start of a given year is insufficient to fund the target pension 
accrual, the accrual in that year may be reduced proportionally, unless there are sufficient 
funds in the contribution reserve fund. If the pension fund’s policy coverage is insufficient, 
pension entitlements and rights previously accrued may be reduced. The board of the 
pension fund is responsible for balancing the interests of the various parties that have an 
interest in the pension fund. It must therefore fulfil that responsibility when arriving at any 
decision to reduce pension entitlements and rights already accrued.

You may retire when you reach the age of 57. You may also defer your retirement 
until up to five years after the first day of the month in which you reach state 
retirement age. Whenever you retire, the value of your accrued pension is 
determined by actuarial assessment based on the target retirement age of 68.
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You may opt for part-time retirement with effect from your retirement date.  
You may also opt to surrender a partner's pension in exchange for enhanced 
retirement pension entitlement, or vice versa, with effect from that date. 
Alternatively, a joint life pension may be arranged. In addition, you may vary the 
amount of retirement pension paid to you over time. For example, you can 
choose to receive more in the first few years of your retirement and less in 
subsequent years, or vice versa. The board of the pension fund defines the swap 
factors for this purpose.

The bank pays the total defined contribution to the Pension Fund. You pay a 
member’s contribution to the bank, in the form of monthly deductions from your 
salary or other pay. Your contribution is set at 5.5% of your pensionable earnings.

6.5.3 Pensionable earnings
Pensionable income is the sum of the salary, salary supplement and 
remuneration supplement.

The maximum pensionable income is EUR 114,866 with effect from 1 January 
2022 and EUR 128,810 with effect from 1 January 2023. That is the amount 
defined in the tax regulations as the maximum amount in respect of which 
pension may be accrued without incurring tax liability. If the amount defined in 
the tax rules changes, the pension scheme's maximum pensionable income will 
be adjusted accordingly. The amount is adjusted pro rata if your basic working 
hours amount to less than 36 hours per week.

The pensionable salary is the same as the pensionable income, to the extent that 
this does not exceed the maximum pensionable income.

The statutory offset is set at EUR 14,802 from 1 January 2022 and EUR 16,322 
from 1 January 2023. The statutory offset is defined in the tax rules as the lower 
limit for an accrual rate of 1.875%. If this amount changes, the statutory offset 
will also be adjusted in the pension scheme. The amount is adjusted pro rata if 
your basic working hours amount to less than 36 hours per week.

Your pensionable earnings are the difference between your pensionable salary 
and the statutory offset, and are determined on a monthly basis.
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If you die before reaching retirement age and at that time you are an employee of 
the bank (or you are a former employee who has agreed to continue accruing a 
pension with the bank), the partner's pension will be calculated as if you had 
retired on the first day of the month in which you would have reached state 
pensionable age. This is based on your pensionable earnings at the time of your 
death.

6.5.4 CDC and pension accrual
The CDC is a fixed percentage of your pensionable earnings, and is currently 
37% (up to the end of 2024).

In no circumstances is the bank under any obligation to pay more into the plan 
than the CDC. Accordingly, the bank will not pay more into the plan than the 
CDC. In no circumstances is the Bank entitled to the repayment of any part of 
the CDC or to a reduction in the CDC.

If the CDC calculated at the start of a given year is insufficient to fund the target 
pension accrual, the accrual in that year may be reduced unless there are 
sufficient funds in the contribution reserve fund.

If any premium income remains after financing the target pension accrual, the 
pension fund will form a contribution reserve fund. 

The contribution reserve fund basically works as follows:
• if the CDC paid by the bank in a given year is higher than the contribution 

required to fund the target pension accrual, the surplus will be added to the 
contribution reserve fund.

• If the defined contribution in a given year is less than the contribution required 
to fund the target pension accrual, the shortfall will be made up from the 
contribution reserve fund.

• if the contribution reserve fund contains insufficient funds to cover the 
shortfall in full, the pension accrual for that year will be reduced by the 
remainder of the shortfall.

For more detailed information details, please see the pension fund's guideline. 
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The pension fund seeks to accrue a retirement pension at an annual rate of 1.875% of your 
pensionable earnings. Once a year, the pension fund publishes the accrual percentage for 
that year. When deciding on the annual pension accrual, the board of the pension fund will 
follow a guideline published on the pension fund's website. 

The pension fund has set the accrual percentage for 2022 and 2023 at the projected rate of 
1.875%. The parties to the CAO are aware that the accrual percentage may be lower in the 
coming years, partly in view of current economic circumstances (low interest rates).

6.5.5 Rules relating to sick leave
During your first two years of sick leave, you will continue to accrue a pension as 
if you were not sick.

If you are receipt of an occupational disability benefit that is paid under the Work 
and Income (Capacity for Work) Act (WIA) and you were employed by the bank 
on first day you were unfit for work, from the start of your third year of sickness 
your pension accrual will be continued on the basis of 75% of your disability 
percentage. While you are in receipt of occupational disability benefit (WIA), you 

will not pay a member's contribution in respect of the portion of your pension 
accrual relating to the percentage of time you are unfit for work.

If your employment agreement is terminated, we will continue your pension 
accrual in respect of that portion relating to the percentage of time you are unfit 
for work, but only in respect of the percentage of time you became unfit for work 
after joining the bank. 
If your disability percentage is reduced after your employment agreement is 
terminated, we will adjust your pension accrual. You will then accrue less 
pension. 
If your disability percentage is subsequently increased, we will readjust your 
pension accrual. You will never accrue pension in respect of a greater percentage 
of time that you are unfit for work than the percentage applying at the time your 
employment agreement was terminated or the date on which your occupational 
disability benefit (WIA) started, whichever is later.

Important! If your employment agreement was terminated prior to 2014, we will 
adjust your pension accrual if your disability percentage is reduced, but not if it is 
subsequently increased.
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Pension accrual ends when you retire or at the start of the month in which your 
state retirement pension commences, whichever is earlier.

If you are in receipt of occupational disability benefit (WAO), or if your entitlement 
to such benefit is restored, the level of continued pension accrual on a 
contribution-free basis is determined in accordance with the rules that were in 
effect prior to this pension agreement. In other respects, pension accrual is as 
provided for in this pension agreement. Pension accrual ends when you retire or 
at the start of the month in which your state retirement pension commences, 
whichever is earlier.

6.5.6 Conditional indexation
In principle, pension rights and entitlements are increased annually. However, any 
indexation is awarded at the discretion of the board of the pension fund. No 
reserve exists to cover conditional indexation. Indexation is funded from 
investment returns. The extent of any indexation that may be awarded depends 
on the capital and reserves of the pension fund.

Indexation is based on the Consumer Price Index for All Households (CPI), as 
published by Statistics Netherlands (CBS), and the anticipated outcome after 15 
years is 95% purchasing power retention, on the basis of that index. The parties 

to the CLA will adjust the anticipated outcome in accordance with the advice of 
the pension fund, in line with the periodic revision of the pension fund's strategic 
investment policy made on the basis of a thorough asset liability management 
(ALM) study performed by the pension fund.

When deciding whether to award indexation (including incidental uplift), the 
board of the pension fund will follow directions published on the pension fund's 
website. If the pension fund’s capital and reserves are expected to be sufficient 
to fund all future conditional indexation in line with the Consumer Price Index, 
the board of the pension fund is authorised to apply an incidental uplift, as 
provided for under the Pensions Act.

6.5.7 Conditional payment of contributions
Following agreement with the trade unions to that effect, the bank may pay 
reduced contributions, or terminate the payment of contributions, to the pension 
scheme if there are far-reaching changes in its circumstances. It may only do this 
to the extent that the contributions in question concern the bank's contributions.
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The bank may provide full or partial compensation for the contributions not paid 
as a result of the aforementioned reduction or termination of contribution 
payments.

6.5.8 Nature of pension agreement
This pension agreement is a standard provision.

6.5.9 Future Pensions Act
On 22 December 2022, the Future Pensions Act (Wet toekomst pensioenen) was 
passed by the House of Representatives. The law is expected to be passed by 
the Dutch Senate in the first half of 2023. Pension schemes will then have to 
implement the necessary changes by 2027 at the latest.

6.5.10  Compensation for employer's pension contribution for ICS employees
If you received compensation for the employer's pension contribution before 
1 January 2021, you will continue to receive this compensation until 1 January 
2025. This compensation has been referred to as "pension compensation” since 
2021.

6.6 Net pension scheme

6.6.1 When does the net pension scheme apply?
The bank has a net pension scheme for its employees, former employees and 
other people with pension rights and entitlements. You can join the bank's net 
pension scheme on a voluntary basis if your pensionable income is greater than 
the maximum pensionable income applicable to you.

6.6.2 Net pension contribution
If your pensionable income is greater than the maximum pensionable income, 
you cannot accrue pension rights though the CDC pension scheme in respect of 
the excess amount. By way of compensation, you receive an employer's 
contribution towards your net pension. The contribution is an age-related 
percentage of the excess amount, referred to as the net pension scheme 
pensionable amount. This pensionable amount is determined once a month.

The net pension contribution is a fixed percentage of the net pension scheme 
pensionable amount, and is currently 30% (up to the end of 2024).
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6.6.3 Net pension scheme
The net pension scheme is administered by the pension fund. If you do not want 
to join this scheme, you need to notify the pension fund.

The net pension scheme is a DC pension scheme ('DC' stands for 'defined 
contribution'). In this pension scheme, a capital sum accrues from the net 
contributions paid into the scheme and the returns achieved on those 
contributions. You decide how much you contribute, subject to the parameters 
imposed by tax rules. You can choose between variable benefits paid by the 
pension fund or defined benefits paid by another pension administrator of your 
choice. If you opt for variable benefits, your contributions will continue to be 
invested after your pension commences payment. This means that your benefits 
may go up or down each year.

The scheme is a contribution agreement within the meaning of the Pensions Act.

The scheme also provides a partner's pension and orphan’s pension on a risk 
basis, which pay benefits in the event of your death. The associated risk 
premiums are deducted from your contributions, as is the risk premium for the 
continuation of your pension accrual in the event you become unfit for work. If 
you become sick, the provisions set out in the pension agreement apply.

The pension benefits are not liable to income tax and/or wage tax and social 
security contributions.

6.7 Early retirement scheme

6.7.1 Duration
If the state old-age pension is due to commence in no more than three years, 
you may make use of the temporary expansion of the early retirement scheme 
(RVU) under the national pension agreement. In that case, you may take early 
retirement at any time up to 1 January 2026. If you decide to take early 
retirement, your employment agreement will be terminated and you will leave 
the bank voluntarily. 

6.7.2 Payment 
You will receive payments until the date your state old-age pension commences. 
The payment amounts to EUR 1,874 gross per month as of 1 January 2022 and 
EUR 2,037 gross per month as of 1 January 2023, based on basic working hours 
of at least 36 hours per week. This amount is the temporary threshold amount, 
as laid down in the tax rules, and is linked to the net state pension of a single 
person. It is adjusted annually on 1 January. The amount is adjusted pro rata if 
your basic working hours amount to less than 36 hours per week.
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6.7.3 Conditions
You must have been employed continuously for at least ten years and must not 
make use of any other schemes, such as the generation leave scheme, the 
Career Switch Scheme, the “Opstapregeling” or another redundancy scheme.

If you work for one year after taking generation leave (and also you satisfy the 
other conditions), you may take early retirement at that point. This one-year 
period is replaced by a three-month period if you started your generation leave 
before 1 January 2022.

6.7.4 Early retirement and your pension
Your pension accrual stops as soon as you take early retirement because your 
employment agreement will also end at that moment. In addition to taking early 
retirement, you may also bring forward the commencement date of your 
retirement pension. In order to arrange this, you must submit a request to the 
pension fund yourself.

6.7.5 Early retirement and death
If you die while you taking early retirement, the payments you receive will stop. 
As you were no longer employed, your partner (if you have one) will not receive 
any death benefit. Your partner will, however, be eligible for a partner's pension 
from the pension fund, unless this right has been waived. 

6.7.6 Applying
If you wish to apply for early retirement, you must discuss this with your line 
manager at least three months in advance, and make a record of this in MyHR at 
least three months, and no more than six months, in advance.

6.8 Home-work travel allowance

With regard to your home-work travel, you may choose between an annual public 
transport season ticket and a pay-per-use travel allowance.

6.8.1 Annual public transport season ticket:
You can order a second-class annual public transport season ticket that is 
provided by the bank. By placing your order, you confirm that you will use the 
season ticket for business travel, including home-work travel.

If you would prefer a first-class season ticket, you can claim the additional costs 
from your gross Benefit Budget.

If you become sick, you must hand in your season ticket two months after the 
first day you were unfit for work. If you return to work, you must request a new 
season ticket in good time.
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6.8.2 Pay-per-use allowance 
If you do not opt for an annual public transport season ticket and you are not 
entitled to a student public transport season ticket or another scheme, you can 
opt for a pay-per-use allowance. The pay-per-use allowance allows you to use 
different means of transport, even during the same journey. 

With regard to your home-work travel, every month you may declare an amount 
per kilometre in arrears for all the kilometres you travel between your home and 
work. 
This amount is: 
EUR 0.19 per kilometre up to and including 31 December 2022
EUR 0.21 per kilometre in 2023
EUR 0.22 per kilometre as from 1 January 2024

The allowance covers travel up to a maximum distance of 40 kilometres (one 
way). The bank determines the distances according to a system of its own 
choosing.

If you also want to travel by public transport, you can request a Mobility Card. 
This card is intended for home-work travel and business travel, and is not to be 
used for private travel. The Mobility Card enables you to travel to the station by 
car, claim those kilometres and use public transport for the rest of the journey.

6.8.3 Transitional arrangement for ICS employees
Is your one-way travel distance over 40 kilometres, and did you work for ICS in 
September 2020 but not make use of an NS Business Card at that time? In that 
case, you will receive an allowance for a travel distance of up to 60 kilometres 
(one way) in 2022.

6.8.4 Company car
If you have a permanent employment agreement and you drive more than 15,000 
kilometres for business purposes each year (excluding home-work travel), you are 
eligible for a fully electric company car. The relevant scheme can be found on the 
intranet. You will receive a standard lease budget of EUR 610 per month for the 
company car.

You may choose to use the company car for private purposes, too. An addition to 
salary for tax purposes, based on the car's list price, is applicable for the private 
use of the car. The bank is required to withhold tax on this amount.

If you also want to travel by public transport, you can request a Mobility Card. 
This card is intended for home-work travel and business travel, and is not to be 
used for private travel. The Mobility Card enables you to use your company car to 
travel to the station, claim those kilometres and use public transport for the rest 
of the journey, for example. When you use the Mobility Card, your company car 
must not be in use and must therefore be stationary.
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6.8.5 Transitional arrangements for travel budget
The Travel Budget Scheme no longer applies with effect from 1 January 2022. If 
you received a Travel Budget prior to 1 January 2022, you will continue to receive 
that budget and the Travel Budget Scheme will continue to apply to you. If you 
are promoted after 1 January 2022, the travel budget will not be increased. In the 
event of a demotion after 1 January 2022 to a salary scale lower than 12, you will 
keep the travel budget for the current month and the next five months. The travel 
budget will end after that period. 

If you were in a training growth phase prior to 1 January 2022, and therefore had 
a real prospect of a role in salary scale 12 when this CLA took effect, you will 
receive a travel budget when you move up to salary scale 12.

If you receive a travel budget, with effect from 1 January 2022 you will no longer 
be able to use this budget for a lease car unless you drive more than 15,000 
business kilometres (see section 6.8.4). If you have a lease car that was provided 
by the bank before 1 January 2022, you may use the car until the end of the 
lease contract.

6.9 Company Emergency Service allowance

If you are the head or a member of the Company Emergency Service, you 
receive a gross annual allowance of EUR 210. The allowance is paid to you 
annually in arrears, in the month of February. To be eligible for this allowance, you 
must have been a member of the Company Emergency Service for the whole of 
the previous year, and you must have also received training and followed 
refresher courses. If you are both the head and a member of the Company 
Emergency Service, you will be paid the allowance for only one of those roles.
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You can only give your best if you are energetic, fit and healthy. It 
helps if you are able to strike a good balance between work and your 
free time. In addition, there are occasions when you may have to 
take additional time off to deal with some of life's more pleasant, or 
less pleasant, events. Information about the different leave schemes 
and the rules that apply can be found in this chapter.

7.1 Holiday entitlement

7.1.1 Amount of holiday entitlement
If you work the basic working hours (36 hours), your statutory holiday entitlement 
amounts to 144 hours per year, and your discretionary holiday entitlement is 36 
hours per year. If you have different working hours, your holiday entitlement is 
calculated on a pro rata basis. You can use your Benefit Budget to buy extra 
holiday entitlement. The balance of your holiday entitlement must never exceed 
50 times your average weekly working hours.

7.1.2 Award and use of holiday entitlement
You are awarded your holiday entitlement at the start of the year. If your 
employment agreement starts or finishes in the course of a year, your holiday 

entitlement is awarded on a pro rata basis. The longest continuous period of 
holiday you may take is three weeks. Holiday arrangements are discussed with 
your team, after which your line manager decides the dates on which you may 
take your holiday.

The bank may require that employees in certain roles take a continuous period of 
holiday of at least two weeks.

If it is the local custom not to work on certain days, your line manager may 
decide that the hours not worked on such days have to be deducted from your 
holiday entitlement.

You are entitled to paid leave on official public holidays, if work allows. You are not 
required to work on days that are treated as holidays by your religion or belief. If 
you take these days off, however, you must use your holiday entitlement for this 
purpose.
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If you are on sick leave, this does not affect the accrual and use of your holiday 
entitlement. Your re-integration may involve ‘newly agreed work’, which may lead 
to a change in your working hours. In that case, you will accrue holiday 
entitlement in respect of your newly agreed work.

7.1.3 Employment benefits during holidays
All employment terms and conditions continue to apply while you are on holiday, 
unless you are taking an extended holiday. In that case, the accrual of holiday 
entitlement will cease at the end of the month following the month in which your 
extended holiday starts. The accrual of your pension, your entitlement to your 
travel budget and the agreed arrangements applying to courses will continue for 
a period of five months after the month in which your leave starts. Your 
entitlement to services on preferential terms will not be affected.

7.1.4 Falling sick on holiday
If you become sick during your holiday, the hours of holiday entitlement lost as a 
result will not be treated as holiday. In such situations, you must comply with the 
rules relating to sick leave.
These rules can be found in the appendix to this CLA.

7.1.5 Lapsed holiday entitlement
Statutory holiday entitlement awarded on or after 1 January 2013 lapses six 

months after the last day of the year in which it was awarded. 

The statutory holiday entitlement you received prior to 1 January 2013 lapses ten 
years after the last day of the year in which it was awarded. 

Discretionary holiday entitlement awarded or bought on or after 1 January 2020 
lapses five years after the last day of the year in which it was awarded or bought. 
Discretionary holiday entitlement awarded or bought before 1 January 2020 
lapses ten years after the last day of the year in which it was awarded or bought.

7.2 Official public holidays

7.2.1 Days off
You are entitled to paid leave on official public holidays, if work allows. You are not 
required to work on days that are treated as holidays by your religion or belief. If 
you take these days off, however, you must use your holiday entitlement for this 
purpose. 

7.2.2 Floating public holiday pilot project
Since the current public holidays are not always compatible with the wishes and 
needs of employees, the bank carried out a floating public holiday pilot project in 
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2022. This pilot project has been extended to cover the calendar year 2023. In 
2022 and 2023, you may swap up to two public holidays for a day off on a cultural 
holiday that is relevant to your religion or belief. The possibility of swapping public 
holidays does not extend to Christmas Day, Easter Sunday and Whit Sunday. 

Your application to swap a public holiday must be submitted by 28 February and 
will be granted in every case. You therefore have a guarantee that you can take 
the day off on the public holidays and cultural holidays that matter to you. The 
parties to the CLA are also asking teams not to schedule departmental or team 
meetings on public and cultural holidays. The parties to the CLA will evaluate the 
pilot project before the end of 2023.

7.3 B4B days

Every year, you are entitled take Banking for Better days (B4B days) amounting to 
no more than your average weekly working hours. These days are an opportunity 
to work on your personal development or on social goals in a way that you see 
fit. This contributes to the bank's sustainable strategy.  
Your right to B4B days is granted on 1 January each year in proportion to your 
working hours. Any days you do not use in full will lapse at the end of the year.

The parties to the CLA will make every effort to improve awareness of the B4B 
days among employees and will continue to encourage employees to take B4B 
days by, among other things, jointly promoting the use of these days.

7.4 Generation leave

7.4.1 Duration
You can take generation leave for a minimum of one month and a maximum of 
six months. You may take full or partial leave. If you take partial leave, the 
maximum total period of leave is still six months. Moreover, if you take full leave 
in combination with other forms of leave, the combined leave period must not 
exceed six months.

You may also take generation leave prior to your retirement. In that case, the 
maximum period of generation leave is three years.

You may take generation leave in up to two blocks. If you take partial leave, your 
remaining average working hours must amount to at least 10 hours a week.

If you wish to alter the length of your leave once it has started, you must discuss 
this with your line manager.
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7.4.2 Payment
You receive 40% of your hourly pay in respect of your leave hours, for a 
maximum period of 13 times your average weekly working hours. The minimum 
allowance is EUR 12.64 per hour until 1 October 2022, EUR 13.15 per hour with 
effect from 1 October 2022, and EUR 13.48 per hour with effect from 1 July 
2023. The minimum allowance will subsequently be increased by the percentage 
of the general pay rises. The allowance is paid monthly.

7.4.3 Employment benefits during leave
If you take generation leave on a full-time basis, you will cease to accrue holiday 
entitlement at the end of the month following the month in which your leave 
starts. Your pension accruals, any travel budget and the agreed arrangements 
applying to courses will continue for a period of five months following the month 
in which your leave starts. If you take partial leave, these provisions apply on a 
pro rata basis. You will retain any entitlement to services on preferential terms.

7.4.4 Applying
If you wish to take generation leave, you must apply to your line manager no later 
than four months before the intended start date. Your line manager must respond 
in writing within one month. If you apply for generation leave at least one year in 
advance, your line manager cannot refuse your application.

7.4.5 Rules
• You can take generation leave if you have been employed by the bank for at 

least one year.
• You cannot take generation leave in combination with the early retirement 

scheme described in section 6.7 unless the end date of the generation leave 
and your early retirement date are at least one year apart. This one-year period 
is replaced by a three-month period if you started your generation leave before 
1 January 2022.

• The rules relating to sick leave also apply while you are on leave. If you 
become sick while on leave, the agreed end date of your leave will not be 
affected and you must make arrangements with your line manager regarding 
the hours of leave you have missed. Your leave will end after you have been 
sick for six months.
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• While you are on leave, the bank's other rules of conduct continue to apply. 
These include the rules of conduct governing other positions held and the 
related income.

• You cannot take generation leave and leave the bank immediately afterwards. 
If your employment agreement ends during your leave or no more than three 
months after the end of your leave, you must repay the allowance to the bank. 
This does not apply if you retire immediately after the end of your leave.

• Following your period of leave, you will return to work in your existing role 
unless you retire immediately. You will have the same working hours as before 
your period of leave.

• While you are on leave, the rules of reorganisations will apply as though you 
had not taken leave.

• If you take another period of generation leave, the start date must be at least 
five years after the start date of your previous period of generation leave.

7.5 Child-related leave

7.5.1 Prenatal and postnatal leave

Period and duration
If you are expecting a child, you are entitled to maternity leave both before 
(prenatal maternity leave) and after (postnatal maternity leave) the birth of your 
child. 

You may start your prenatal maternity leave on any working day between the first 
day of the sixth week and the first day of the fourth week before your due date. 
Your prenatal maternity leave will end on the day your child is born. Your postnatal 
maternity leave will start on the day after your child is born. Once you have given 
birth, you must notify your line manager as soon as possible.

If your child is born on or before your due date, you are in any event entitled to 16 
weeks’ leave. You may extend the leave by a period equal to the interval between 
your due date and the actual date on which your child is born.

Pay during leave
While you are on leave, you will receive sickness benefit and a supplement to 
bring the total up to 100% of your salary. All of your employment benefits will 
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continue to apply, with the exception of allowances for expenses you do not 
incur while you are on leave.

Applying
You must give your line manager at least three months' advance notice of the 
intended start date of your prenatal maternity leave. 

Rules relating to sick leave
The rules relating to sick leave also apply while you are on leave. If you are sick or 
partially unfit for work when your prenatal maternity leave starts, the days of sick 
leave prior to your prenatal maternity leave will count as prenatal maternity leave. 
The cause of your sickness is not relevant. The period of prenatal maternity leave 
never exceeds six weeks. If you become sick while on leave, the days of sick 
leave will be counted as days' leave, irrespective of the cause of your sickness.

7.5.2 Childbirth leave for partners
If your partner gives birth to a child, you are entitled to childbirth leave for 
partners. 

Applying
You must inform your line manager of your intention to take leave no later than 
three months before your partner's due date.

Duration
You are entitled to a period of leave equal to six times your average weekly 
working hours. Your leave starts on the day following the day on which your 
partner gives birth. You may take this leave within six months following the birth 
of your child. The first week is taken immediately after your child is born. You are 
then able to take the remaining five weeks’ leave at any time during the 
six-month period following the birth of your child. You must apply for this leave in 
blocks of one week, and may take part-time leave provided your line manager 
agrees to this. You will continue to be paid in full while you take childbirth leave 
for partners.

Rules relating to sick leave
The rules relating to sick leave also apply while you are on leave. If you become 
sick while on leave, the end date of your leave will not be affected and you 
should make arrangements with your line manager regarding the hours of leave 
you have missed.

This leave replaces the statutory leave entitlement.
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7.5.3 Parental leave
You may take a period of leave for each child aged 12 or under. You may take 
either full or partial leave.

Conditions
You may take leave for your own child or an adopted child. If you have two or 
more children (including any adopted children), you may take multiple periods of 
leave. In that case, you can also take these periods of leave consecutively. If you 
marry or cohabit with someone who has their own children (or adopted children), 
you may take parental leave for one of these children.

Following your period of leave, you will return to work in your existing role and 
have the same working hours as before your period of leave. In the case of 
reorganisations, the rules of the reorganisation will apply as though you had not 
taken leave.

Duration
You may take parental leave for each of your children. The period of leave may not 
exceed 26 times your average weekly working hours. If you take partial leave, the 
period of leave can last for a maximum of 52 consecutive weeks and may not 
exceed 50% of your average weekly working hours.

If you take full leave in combination with other forms of leave, the combined 
leave period must not exceed six months. If your parental leave is interrupted by 
a period of prenatal or postnatal maternity leave or adoption leave, you may take 
the parental leave owing at a later time, in consultation with your line manager.

Applying
You must apply to your line manager no later than two months before you want 
the period of leave to start. You can specify a precise start date, or decide that 
this depends on when the child is born. You will receive a written confirmation of 
the arrangements from your line manager within a month of submitting your 
application.

Employment benefits 
You will not receive any pay while you are on leave unless you take the leave 
during the first year following the birth of the child. In that case, with effect from 
1 August 2022 you will be entitled to paid leave for nine weeks: you will receive 
your full salary for four weeks and 70% of your capped social insurance 
reference salary for the remaining five weeks. It is also possible to take part-time 
paid parental leave.
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If you take parental leave on a full-time basis, you will cease to accrue holiday 
entitlement at the end of the month following the month in which your leave 
starts. Your pension accruals, any travel budget and the agreed arrangements 
applying to courses will continue for a period of five months following the month 
in which your leave starts. You will retain any entitlement to services on 
preferential terms.

If you take partial leave, these provisions apply on a pro rata basis.

Rules relating to sick leave
The rules relating to sick leave also apply while you are on leave. If you become 
sick while on leave, the agreed end date of your leave will not be affected and 
you should make arrangements with your line manager regarding the hours of 
leave you have missed. Your leave will end after you have been sick for six 
months.

7.5.4 Adoption leave
If you adopt a child, you are entitled to adoption leave.

Period and duration
You may take adoption leave at any time in the period from four weeks before 
the adoption until 22 weeks after the adoption. You may also take adoption leave 
if you are a foster parent. In that case, your foster child must be placed in your 
family's care for an extended period in the context of a fostering contract.

You are entitled to adoption leave not exceeding six times your weekly working 
hours.

Employment benefits
Your salary and all employment benefits continue while you are on leave.

Applying
Leave must always be taken in consultation with your line manager.
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7.6 Care leave

7.6.1 Short-term care leave
You will be given short-term care leave if your partner, child, parent, or another 
relative or personal acquaintance, is sick and needs to be cared for by you. For 
the purposes of this scheme, a child is defined as a biological child, foster child, 
stepchild or adopted child.

Period and duration
The short-term care leave you take in any year must not exceed twice your 
average weekly working hours. If you fulfil the criteria, you may take long-term 
care leave immediately afterwards.

Payment
Your employment benefits will continue while you are on leave.

Rules
If you want to take short-term care leave, you can submit an application to your 
line manager. Your line manager will allow you to take leave unless serious 
business interests may reasonably be regarded as taking precedence over your 
interests. 
Your line manager is always entitled to ask you to demonstrate the need for care.

7.6.2 Long-term care leave
You can take long-term care leave if someone in your immediate circle is 
seriously ill and requires your care.

Conditions
You can take care leave if a person such as your partner, child, parent, or another 
relative or personal acquaintance, requires your care. This person must be in 
need of care and be dependent on you for this care. You can also take long-term 
care leave to care for your dying partner, child or parent, or to help a child with a 
life-threatening illness. For the purposes of this scheme, a child is defined as a 
biological child, foster child, stepchild or adopted child.

Period and duration
You can take long-term care leave on each occasion that meets the conditions. 
You can take full or partial leave or a combination of the two. You must always 
take the leave in a continuous period.
You may take a maximum of 11 times your average weekly working hours as 
long-term care leave. If you take partial leave, the leave may last for a maximum 
period of 26 weeks. Any short-term care leave you took prior to this leave counts 
towards this maximum period. If you take partial leave, you must continue to 
work at least 50% of your average weekly working hours. If you take full leave, 
the entire period of leave taken (including any other types of leave) must not 
exceed six months.
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Employment benefits
You will receive 50% of your hourly pay for the hours of leave. 

If you take full leave, you will cease to accrue holiday entitlement at the end of 
the month following the month in which your leave starts. Your home-work travel 
allowance will also end at that time. Your pension accruals, any travel budget and 
the agreed arrangements applying to courses will continue for a period of five 
months following the month in which your leave starts. Your entitlement to 
preferential terms will continue to apply. If you take partial leave, these provisions 
apply on a pro rata basis.

If your employment agreement ends during your leave or within three months 
following the end of your leave, you must repay the allowance to the bank.

Rules
If you want to take long-term care leave, you can submit an application to your 
line manager. You must indicate the period in which you wish to take leave and 
whether you wish to take full or partial leave. If possible, you should also enclose 
a doctor’s note with your application. Your line manager will allow you to take 
leave unless serious business interests may reasonably be regarded as taking 
precedence over your interests. Your line manager must respond in writing within 
one month of your application. If there is a change in the circumstances 

regarding the provision of care, you can alter, interrupt or end your leave in 
consultation with your line manager.

Following your period of leave, you will return to work in your existing role and 
have the same working hours as immediately before your period of leave. In the 
case of reorganisations, the rules of the reorganisation will apply as though you 
had not taken leave.

The rules relating to sick leave also apply while you are on leave. If you become 
sick while on leave, the agreed end date of your leave will not be affected. You 
must make arrangements with your line manager regarding the hours of leave 
you have missed. Your leave will end after you have been sick for six months.

7.7 Other leave

7.7.1 Special leave
In certain situations you are entitled to special leave. Your employment benefits 
will be unaffected.

Special leave in the event of the death of a relative
In the event of the death of your partner, child, parent (or foster parent, step 
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parent, mother-in-law or father-in-law), grandparent, daughter-in-law, son-in-law, 
brother, sister, brother-in-law, sister-in-law or grandchild, you are entitled take 
special leave amounting to no more than twice your average weekly working 
hours. For the purposes of this scheme, a child is defined as a biological child, 
foster child, stepchild or adopted child. You must apply to your line manager for 
special leave, indicating how much leave you require. The period of leave is taken 
following the death.

Special leave in an emergency
If an unexpected emergency of a personal nature occurs that requires prompt 
action and your presence, you are entitled to take special leave. The period of 
leave lasts as long as necessary, but no more than two days. You must let your 
line manager know how long you will be on special leave at the earliest possible 
opportunity.

7.7.2 Medical appointments
If you have to see a doctor or receive medical treatment, you must, wherever 
possible, schedule your appointments outside your working times or alternatively 
towards the beginning or end of your working times. If you cannot, within 
reason, schedule your medical appointments at such times, you may schedule 
them during your normal working times.

7.7.3 Transitional time savings scheme
Prior to 1 January 2007, you could save hours in a personal time savings account. 

Withdrawal of hours
If you withdraw hours from your time savings account, all employment terms and 
conditions will continue to apply, with the exception of the accrual of holiday 
entitlement and the reimbursement of costs that are no longer incurred.

The balance accrued in your time savings account since 1 January 2001 plus the 
balance of your holiday entitlement must not exceed 50 times your average 
weekly working hours.

Payment of hours
If your employment ends or in the event of your death, the hours will be paid out 
directly on the basis of your last hourly pay.

7.7.4 Transitional arrangement for ICS employees
As an ICS employee, in 2022 you will continue to be entitled to the ICS special 
leave scheme introduced in 2020.
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Term Definition

Bank ABN AMRO Bank N.V. If you are employed by a subsidiary of ABN AMRO Bank N.V. and this 
CLA has been declared to be applicable, references to the bank must be understood to refer 
to the relevant subsidiary.  
This only applies with respect to your employment benefits.

Remuneration 
supplement

The annual supplement actually payable to you on the basis of the agreed working hours.

Benefit 
Budget

The part of the monthly income that may be used for transactions in the Benefit Shop or 
may alternatively be paid to you.

Official public 
holidays

New Year’s Day, Easter Sunday, Easter Monday, King’s Day, Liberation Day (with effect from 
2023), Ascension Day, Whit Sunday, Whit Monday, Christmas Day and Boxing Day.

Disputes 
Committee

The committee that handles disputes between an individual employee and the bank 
regarding the CLA, the job profile and/or related Hay level assigned to the employee's role, 
or a decision taken by the bank that affects the employee personally.

ICS International Card Services B.V.

ICS 
employees

ICS employees who were transferred to the bank on 1 January 2021 pursuant to an agree-
ment between the bank and ICS.

Line manager The manager who exercises the authority of the employer over the employee and conducts 
the employee's appraisal. Where the work situation requires this, the formal line manager 
may delegate his/her duties to a colleague who has a good picture of you and your work.

Employee A person who has an employment contract with the bank, whose place of work is in the 
Netherlands and who has been placed on a salary scale between 2 and 15.

Term Definition

Overtime Work occasionally performed outside agreed working times on the instructions of the line 
manager.

Partner Unless otherwise indicated, this is:
 ▶ The employee’s husband or wife;
 ▶ The person with whom the employee has entered into a registered civil partnership;
 ▶ a single person, not being a relative by blood or marriage in the direct line, with whom 

the employee has concluded a notarised cohabitation contract or with whom the 
employee cohabits.

Roster 
allowance

The allowance for work performed according to a roster outside the usual working times.

Salary The amount you actually earn in a year determined on the basis of the salary system used 
within the bank and your agreed working hours. Your salary includes 8% holiday allowance.

Salary scale A salary range, from a scale minimum to a scale maximum.

Salary 
supplement

The annual supplement actually payable to you on the basis of the agreed working hours.

Hourly pay The sum of your salary, Benefit Budget, salary supplement and remuneration supplement, 
divided by the agreed number of working hours per year. 

Trade unions The employees’ organisations with which this CLA has been agreed: De Unie,  
CNV Vakmensen.nl and Our NEXT Move.

Employee 
representa-
tion bodies

General term for all bodies through which employees are represented, such as the 
Employee Council.
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Thus agreed in Amsterdam on 06 October 2022

ABN AMRO Bank N.V., 
established in Amsterdam

S.M. Schenk  
Global Head of Reward, ABN AMRO

De Unie, 
established in Culemborg

R. Castelein,  
Chair
H.M.G. Pethke  
Representative

CNV Vakmensen.nl, 
established in Utrecht

Our NEXT Move

P.S. Fortuin, 
Chair
A. Bulsink
Director

B.H.C. Bisschops, Director 
T. van der Grinten, Director
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Appendix I Rules relating to sick leave

If you sick and unable to work, you must observe certain rules.

Rules
• On the first day of that you are unfit for work, you must report sick to your line 

manager or the designated person (such as a people manager) before 9.30 a.m.
• You must do everything possible to expedite your recovery.
• You must in any event ensure that you can be contacted between 11 a.m. and 

4.30 p.m. This is not necessary if you are away receiving medical treatment or 
receive different instructions from the company doctor. If you are being cared 
for at a location other than your home address, you must provide the address 
of the location where you are being cared for.

• You must undertake suitable work which the bank instructs you to perform, 
even if that suitable work is with another employer.

• If you wish to take a holiday in the Netherlands, you must request permission 
from your line manager. Permission will not be refused if it is certain that the 
holiday will not hamper your recovery. If you wish to take a holiday abroad, you 
must also obtain permission from the company doctor.

• When you have recovered, you must notify your line manager and report back 
for work in the system. You must resume work immediately.

• If you become sick during your holiday, your line manager may also ask you to 
provide the company doctor with a declaration from the doctor who treated you, 
specifying the nature and duration of your sickness and the treatment you 
received, so that the hours of holiday entitlement you lost can be credited to you.

If you do not comply with these rules, this may affect the payment of your salary, 
statutory benefits and supplements. It may also affect your employment 
agreement with the bank.

You are obliged to cooperate in any attempt the bank may make to claim 
damages from a third party for your disability.
If your sickness is caused or aggravated by your own intentional acts or your 
gross negligence, you will not receive any supplements from the bank.

Expert opinion
If you do not agree with the company doctor's recommendation, you can ask 
UWV for an expert opinion. The following rules apply:
• You must request the expert opinion no later than one week after the return-

to-work recommendation is issued.
• You must notify your line manager and the company doctor immediately.
• You must be available for examination by a doctor from UWV.
• If UWV agrees with you, you must make an appointment with the company 

doctor immediately.
• If UWV disagrees with you, you must return to work immediately that same 

day. Any working hours that you miss between being found fit to return to 
work and actually returning to work are treated as holiday. If the balance of 
your holiday entitlement is insufficient to cover the working hours, the cash 
value of the holiday entitlement value will be deducted from your salary.
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Under the Financial Supervision Act (Wft), you are required to swear the Bankers' 
Oath. In this context, disciplinary law applies. When you take this oath, you 
swear or promise that you will perform your work ethically and with due care. 
The bank will ensure that the Banker's Oath remains relevant and promotes 
awareness of desired behaviour, which puts clients' interests first, and will 
continue to do so after you have taken the Banker's Oath.

Rules
To ensure you perform your work ethically and with due care, the following rules 
apply:

1. The Banking Sector Code of Conduct and the associated Banking Sector 
Disciplinary Regulations, as may be amended from time to time, are applicable 
to you. These form part of your employment agreement.

2. As an employee, you are required to take the Banker's Oath. You sign a form 
to confirm that you have taken the Banker's Oath. You also agree to be bound 
by the Banking Sector Code of Conduct and Disciplinary Regulations. The bank 
adopts this form.

3. You must take the Banker's Oath no later than three months after you join the 
bank. The bank will give you the opportunity to comply with the requirement 
set out in point 2, above, in the manner specified in the Financial Supervision 
Act.

4. If you refuse to comply with the requirement set out in point 2, above, you will 
not be able to continue working for the bank.

Dilemmas
The bank devotes attention to dilemmas that you may face as a consequence of 
the Banker's Oath and the instructions issued by the bank in that context. There 
is also a toolkit that contains all necessary information and various tools. In 
addition, the bank has an Ethics Committee. Any issues you face for which no 
clear-cut answer can be found, either in legislation or regulations or by means of 
internal consultation, can be submitted to this committee.

Contact point
Once you have taken the Banker's Oath, you may be called to account by third 
parties if you fail to act in accordance with the rules of conduct. Third parties may 
call you to account through an independent disciplinary committee of the 
Foundation for Banking Ethics Enforcement (FBEE). The bank has established a 
contact point that serves as a channel for communication between the FBEE and 
employees. This contact point:
• acts as a point of contact for the FBEE and the disciplinary committee;
• keeps records of reports filed by third parties;
• in the event of complaints or reports, establishes within the bank whether any 

previous complaints have been made, any matters are currently under 
investigation and any sanctions have been imposed against employees;
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• assesses requests on their merits. The contact point decides whether a 
complaint requires further action within the bank, coordinates necessary 
action and informs the employee and/or departments involved about any 
further action to be taken;

• acts as your point of contact if you require representation.

Cost of legal assistance
If a complaint, as provided for in the Disciplinary Regulations, is made against 
you, the bank will give you the opportunity to defend yourself. You will be given 
time to do this, following consultation with your line manager. If you are the 
subject of a disciplinary complaint procedure covered by the Disciplinary 
Regulations, the bank will pay the cost of the legal assistance you require. This 
does not apply, however, if the bank has good grounds to believe at the outset 
that you acted in a seriously culpable manner.

You can obtain legal assistance from a person designated by the bank. If you opt 
for legal assistance from another service provider, the bank will make a one-off 
payment to you of up to EUR 5,000, including VAT, towards the cost of this legal 
assistance. If the complaint is upheld by the Disciplinary Committee or a higher 
authority to which an appeal is made, the bank may require you to repay the cost 
of the legal assistance provided.
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   Appendix III Policy on consequences relating to 
compulsory training courses

The bank has a policy on consequences that apply if you fail to satisfy 
competence requirements that apply under national or international legislation or 
regulations, such as the Dutch Financial Supervision Act (Wet op het financieel 
toezicht). 

The policy on consequences also applies in cases where the legislator specifies 
requirements in legislation or regulations and the bank is free to decide how 
these requirements are to be satisfied. 

If you fail to obtain the qualifications/certificates for the aforementioned 
compulsory training courses on time, or fail to satisfy the compulsory periodical 
permanent education requirements on an ongoing basis, you will no longer be 
allowed to provide information and/or advice to clients. In that case, you will be 
relieved of your role. You will then be temporarily assigned to other work until 
another role is found for you. You and the bank will then make efforts to find you 
a different role. This may lead to a reduction in your salary. 
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Scope of application

a. Advisory Committee

The role of the Disputes Committee ("committee") is to arbitrate in disputes 
between you and the bank regarding the application of the CLA. If this does not 
lead to the desired outcome, the committee provides a solution to the dispute. 
The committee acts as an intermediary and also issues a decision in cases where 
you believe the bank has acted unreasonably with regard to your terms of 
employment and/or working conditions by making, or failing to make, a specific 
decision with implications for your legal position. As a consequence of making or 
failing to make that decision, you believe that your legitimate interests have been 
harmed.

As an employee, you may also lodge an objection with the committee regarding 
the job profile and/or related Hay level assigned to your role.

You may also lodge an objection if the bank fails to investigate a complaint 
concerning undesirable behaviour, as referred to in the Protocol on undesirable 
behaviour, that you have suffered, such as harassment or discrimination (sexual 
or otherwise). If the bank has carried out an investigation and has issued a 
response or decision concerning your grievance, you can no longer bring 
proceedings before the committee.

b. Arbitration Committee (Section 1.3 of Social Plan)

The parties to the CLA may stipulate by contract that the committee is 
authorised to act as arbiter (to the exclusion of the civil court) in any dispute 
between you and the bank regarding the application of another collective 
agreement, such as the Social Plan and the "Opstapregeling". In such cases, the 
committee will reach binding arbitration decisions. The committee will comply 
with these rules insofar as possible.

c. Contract Termination Advisory Committee (Section 1.3 of Social Plan)

The parties to the CLA may also stipulate by contract that the committee will 
perform the role referred to in Section 761a (2), Book 7, of the Dutch Civil Code. 
This is the case if the bank requests permission to terminate your employment 
agreement under Section 699 (3a), Book 7, of the Dutch Civil Code.

Lodging of objection not possible
Sometimes the bank makes a decision affecting a group of employees that is 
based on statutory decisions or was the subject of discussion with the trade 
unions or Employee Council. In such situations, you cannot lodge an objection 
against the decision, although you can lodge an objection against the way that 
decision was implemented in your specific case. In addition, you cannot lodge an 
objection against a decision that was taken by a body, association or fund that 
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was set up for employees of the bank. Moreover, proceedings cannot be brought 
if the bank has decided to terminate your employment agreement following 
consultation with you. Finally, you cannot lodge an objection if you are suspended 
and your suspension is not a disciplinary measure.

Composition of the committee

a. Advisory Committee

The committee is headed by an independent chair. This chair is appointed by the 
parties to the CLA. The committee also consists of two ordinary members. One 
of these members is appointed by the bank, and the other member is appointed 
by the trade unions. The chair and the members each have one or more deputies. 
These deputies are appointed in the same manner. The committee arrives at its 
decisions by majority
voting.

If your objection relates to the job profile and/or related Hay level assigned to 
your role, the committee consists of the chair or his/her deputy and at least two 
members or deputy members. The bank and the trade unions will be represented 
equally.

b. Arbitration Committee

The committee is headed by an independent chair. This chair is appointed by the 
parties to the CLA. The committee also consists of four ordinary members. Two 
of these members are appointed by the bank, and two are appointed by the trade 
unions.
The chair and the members each have one or more deputies. These deputies are 
appointed in the same manner. The committee arrives at its decisions by majority 
voting. In cases where the committee is asked to take a provisional measure, it 
consists of an independent chair, who is appointed by the parties to the CLA, and 
two ordinary members. One of these members is appointed by the bank, and 
the other member is appointed by the trade unions.

c. Contract Termination Advisory Committee

The committee is headed by an independent chair. This chair is appointed by the 
parties to the CLA. The committee also consists of two ordinary members. One 
of these members is appointed by the bank, and the other member is appointed 
by the trade unions. The chair and the members each have one or more deputies. 
These deputies are appointed in the same manner. The committee arrives at its 
decisions by majority
voting.
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Members of the Disputes Committee
The chair, the members and their deputies are appointed for the term of the CLA. 
Once the term of the CLA comes to an end, the committee will remain 
competent to deal with disputes referred to it before the end of the term of the 
CLA. If a vacancy arises on the committee before the end of the term of the 
CLA, it will be filled within one month. The new member will be appointed in the 
same manner as the member he/she replaces. The committee's expenses are 
covered by the bank.

The chair, the members and their deputies do not participate in the resolution of 
any dispute in which they have a personal involvement or personal interest.

The chair, the members and their deputies of the Contract Termination Advisory 
Committee and the Arbitration Committee may not mediate or arbitrate in a case 
if they served on either of these committees on a previous occasion when the 
same complaint from the same complainant was considered.

Secretariat
The committee has a secretariat. Its expenses are covered by the bank. The 
secretary has deputies. The secretary and deputy secretaries are not members 
of the committee and are appointed by the bank. The committee determines the 
duties and working methods of the secretariat.

The secretariat is accommodated within the HR Labour Affairs department, PAC 
HQ1107, P.O. Box 283, 1000 EA  Amsterdam, telephone +31 (0)20 628 12 80,  
Email: geschillencommissie@nl.abnamro.com.

Procedure

a. Procedure of Advisory and Arbitration Committees

Deadline for objections
You must submit your notice of objection no later than six weeks after the 
decision to which the objection relates was made or was deemed not to have 
been made. This deadline for objections will in any event be specified in the letter 
that is sent to you if you are not assigned a role in a reorganisation.

Language and assistance
Proceedings are conducted in Dutch. You may choose to be assisted during 
proceedings by a confidential adviser. This may be a trade union official, a 
colleague, a lawyer or an employee of a legal assistance insurer, for example.  
The cost of any such assistance is payable by you.

mailto:geschillencommissie%40nl.abnamro.com?subject=
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Content of notice of objection
If you want to initiate proceedings, you must submit a notice of objection to the 
secretariat. The notice of objection must include your name and address. You 
must also indicate the nature of the decision that was made or not made.  
You must provide a clear description of the facts leading to the dispute and a 
conclusion. If the notice of objection does not satisfy these requirements, the 
committee will give you an opportunity to add information.

Lack of suspensory effect, and taking of provisional measures
If you lodge a notice of objection, this does not result in the suspension of the 
decision you are disputing. Once the notice of objection has been submitted and 
supplemented as required, the committee may take provisional measures. This 
can be done immediately if necessary.

You will receive confirmation that the secretariat has received your notice of 
objection. The secretariat forwards copies of your notice of objection to the 
committee and the bank. If your objection concerns the job profile and/or related 
Hay level assigned to your role, the secretariat will send a copy of your notice of 
objection to the Organisational & People Development department. The 
secretariat will ask this department for an expert opinion in writing.

Statement of defence
The bank may submit a statement of defence to the secretariat no later than four 
weeks after the secretariat forwarded the notice of objection to the bank. If the 
objection concerns the job profile and/or related Hay level assigned to your role, 
the bank may submit this defence no later than four weeks after the expert 
opinion is received. The secretariat forwards copies of this statement of defence 
to you and the committee. The chair may then give you an opportunity to respond 
in writing to the bank's statement of defence. The bank will be given the 
opportunity to respond in writing to your written response. In both cases, the 
written response must be submitted within two weeks. The secretariat will send 
copies of these responses to the committee and to the other party.

Hearing
Within four weeks of the completion of the written preparations, the chair 
specifies a time, date and place for a hearing. The committee may also ask other 
parties to appear before it, if it deems this necessary. You can also bring expert or 
other witnesses to give evidence at the hearing. The bank is also entitled to do 
this. The secretariat must be notified of this at least two weeks before the 
hearing. The secretariat will immediately notify the committee and the other 
party to the dispute that an expert or other witness is to attend the hearing.
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Hearings are not held in public unless the committee decides otherwise and 
neither you nor the bank objects.

During the hearing, the committee attempts to reach a settlement between you 
and the bank. In connection with this, the committee may adjourn the hearing so 
that you and the bank can consider matters.

Binding recommendation/arbitration
If no settlement can be reached between you and the bank, the committee will 
give its oral decision to you and the bank no later than three working days after 
the hearing concludes. You and the bank may ask the secretariat for details of the 
decision and request written confirmation.

Where possible, the committee gives written reasons for its oral decision within 
six weeks. The Advisory Committee's written decision is a non-binding 
recommendation. The Arbitration Committee's decision is an arbitration award. 
Minority views within the committee are not communicated. The decision is 
written in Dutch. The decision may be published. In that case, your name will be 
omitted. The secretariat will ensure that you and the bank receive a copy of the 
written recommendation. A copy of the decision will be sent to the Reward 
department.

b. Procedure of Contract Termination Advisory Committee (Section 1.3 of  
Social Plan)

Language and assistance
Proceedings are conducted in Dutch. You may choose to be assisted during 
proceedings by a confidential adviser. This may be a trade union official, a 
colleague, a lawyer or an employee of a legal assistance insurer, for example.
The cost of any such assistance is payable by you.

Request to terminate employment agreement
The bank must initiate the proceedings by submitting a request to the secretariat 
in which it requests permission to terminate your employment agreement under 
Article 7:669 (3a) of the Dutch Civil Code. This request must state the bank's 
reasons for terminating the employment agreement and the legal basis for the 
request. If the request does not include sufficient information for the bank's 
request to be assessed, the bank will be given the opportunity to provide 
additional information. The bank must do this no later than one week after the 
secretariat asks it to do so.

The secretariat provides the bank with confirmation that it has received the 
request. The secretariat forwards copies of the request to the committee and 
you.
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Statement of defence
Once the secretariat has forwarded the request to you, you have two weeks in 
which to submit a statement of defence to the secretariat. The secretariat 
forwards copies of any statement of defence to the committee and the bank.

All exchanged documents are treated confidentially by the secretariat and the 
committee. The documents are shared exclusively with the parties to the dispute.

Hearing
Within four weeks of the completion of the written preparations, the chair 
specifies a time, date and place for a hearing. The committee may also ask other 
parties to appear before it, if it deems this necessary. You can also bring expert or 
other witnesses to give evidence at the hearing. The bank is also entitled to do 
this. The secretariat must be notified of this at least two weeks before the 
hearing. The nature of the witness's expertise must also be stated. The 
secretariat will immediately inform the committee and the other party to the 
dispute that an expert or other witness is to attend the hearing.

Hearings are not held in public unless the committee decides otherwise and 
neither you nor the bank objects.

Committee's decision
No later than three working days after the hearing concludes, the committee 
announces whether the bank will be given permission to terminate your 
employment agreement. You and the bank may ask the secretariat for details of 
the committee's decision. The committee provides written reasons for its 
decision no later than six weeks after giving its oral judgement. Minority views 
within the committee are not communicated. The decision is written in Dutch. 
The decision may be published. In that case, your name will be omitted.

The secretariat will ensure that you and the bank receive a copy of the decision 
immediately. A copy of the decision will be sent to the Reward department.
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General rules
• If you submit a notice of objection to the committee, this will in no way 

adversely affect either your position within the bank or that of any other 
employee involved in the proceedings in any other way.

• The committee and the staff of the secretariat are bound by a duty of 
confidentiality. This does not apply if you give publicity to matters covered by 
that duty of confidentiality yourself.

• You may choose to be assisted during proceedings of the Disputes Committee 
by a confidential adviser from the bank. You may also choose to be assisted by 
a confidential adviser from the bank with a view to avoiding the need for a 
case to be referred to the Disputes Committee.

• The committee may deviate from the deadlines specified in these rules. In 
addition, the committee may allow parties to a dispute to deviate from those 
deadlines.

• If circumstances arise that are not provided for by these rules, matters will be 
decided by the committee.

Allowance for union representatives
A union representative at a hearing of the Disputes Committee receives an 
allowance. This allowance amounts to EUR 500 per half day, and is capped at 
EUR 1,000 per hearing day. No payment will be made in respect of the time that 
a union representative spends preparing for hearings.
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