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Foreword

This is your Collective Labour Agreement for Energy Grid Operators (NWb CLA)
covering the period from 1 January 2024 to 1 July 2025.

Energy grid operators are facilitating the energy of tomorrow. This will require
the energy grid operators sector to be, and remain, an attractive sector for
employees, even in the current scarce job market. Employers and unions are
working together to achieve this. In order to strengthen this partnership, the
parties to the CLA have jointly drawn up their vision for the future.

Joint vision of employers and unions

To be an attractive sector where people want to work and have the drive to
contribute to bringing about the energy transition. The sector would like those
working at energy grid operators to describe their experiences as follows:

doing work that is relevant to society, having many personal development
opportunities and contributing to the energy transition in a safe, energetic and
skilled manner. There are four themes underlying this vision of employers and
unions: attractive sector, sustainable employability, together and alliances in the
chain.

The energy transition is a major social task that will require extensive work by
the energy grid operators over the coming vears. This is only possible with
professionals who are dedicated to this transition on a daily basis. This requires
a quality collective labour agreement for the sector that reflects appreciation
for the work that is being done.

Employers and unions have agreed to form a vision together in 2024 about
which topics should be discussed at the sectoral level and which topics should
be discussed at the company level.

The undersigned

Employers’ association WENB, with its registered office in Arnhem,
as the party on the one side

FNV Overheid, with its registered office in Utrecht

CNV Publieke Diensten, part of CNV Connectief, with its registered office in
Utrecht or any legal successors

each as the other party

DECLARE

To have entered into this Collective Labour Agreement for Energy Grid
Operators (NWb CLA), effective 1 January 2024 to 1 July 2025.

Thus agreed in Arnhem on 7 December 2023.

Employers’ association WENB FNV Overheid

J. Gbkemeijer 0. Colak
CNV Publieke Diensten,
part of CNV Connectief

A. Zwaagstra
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Definitions

Occupational accident
An accident that occurs during the working process. The accident must not
have been caused by intentional or reckless acts of the employee.

Calculation basis
The income (not limited to the statutory maximum daily wage) on which the
UWV determines the amount of statutory unemployment benefit.

CLA and other parties

Employees’ associations FNV Overheid and CNV Publieke Diensten and
employers’ association WENB for the sectors energy, resources, energy and
environment (GEO), cable and telecommunications, and consultancy.

Pay

Your wages are calculated using the daily wage definition of the UWV. To

do this, the salary on which social security contributions have been paid, is
divided by 261 daily wage days per year. Both the salary on which social security
contributions have been paid and the daily wage are subject to a maximum.

Pubilic holidays

¢ New Year’s Day;

«  Easter Sunday and Easter Monday;

«  Ascension Day;

«  Pentecost Sunday and Whit Monday;

e Christmas Day and Boxing Day;

« the day on which the head of state’s birthday is celebrated;

« 5May (National Liberation Day - once every 5 years). The next Liberation
Day national holiday will be on 5 May 2025.

Actual annual salarys

The full-time or part-time salary that you would actually receive/have actually
received in a calendar year.

When entering/leaving employment during a calendar month, this is the salary
in proportion to the total number of days in that month plus the salary for the
months in which you are or have been fully employed.

Merger
A merger as referred to in the Merger Code 2015 of the Social and Economic
Council (SER).

Standard working hours
The 8 hours normally worked in a standard working day, unless more hours per
day apply by virtue of a schedule or individual schedule.

Overtime

The hours that you worked at the express request of your employer for at least
half an hour longer than you would normally have worked that day or shift
(according to the schedule).

Partner
The person with whom the employee permanently cohabits in a joint household
at the residential address known to employer.

Pension

Collective term for the ABP old-age and surviving dependants’ pension (OAP/
SDP) and the AAOP (occupational disability payments as part of the ABP
pension scheme).

Shift work
An arrangement of working hours according to a schedule established at
company level, in which employees take turns performing the same job.

Reorganisation
Reorganisation pursuant Article 25, paragraph 1 under ¢, d, e and f of the Works
Councils Act.

Salary

The full-time or part-time salary according to the salary scale per month or year
plus (if applicable):

a a.any fixed personal allowance(s)

b 8% holiday allowance;
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¢ the monetary allowance for on-call and breakdown shifts, averaged per
month over the previous 12-month period;
d shift work allowance.

Salary per hour (Article 4.6: Employee Benefits Budget and purchasing leave)

e« 0.6% of your salary according to salary scale including, if applicable,
fixed personal allowance(s) and shift work allowance in the case of an
employment contract with an average of 38 hours per week.

« + 0.58% of your salary according to salary scale including, if applicable,
fixed personal allowance(s) in the case of a performance-based contract
with a standard working week of 40 hours.

Salary per hour (Article 4.7: Overtime and changed working hours, Article 6.4:

Travelling for work, Article 6.5: Working hours when working from home, Article

6.7: Scheduling of compensation in time)

- 1/165% of your salary according to salary scale including, if applicable,
fixed personal allowance(s) in the case of an employment contract with an
average of 38 hours per week.

«  1/173% of your salary according to salary scale including, if applicable, fixed
personal allowance(s) in the case of a performance-based contract with a
standard working week of 40 hours.

Salary scheme
A system for setting salaries according to salary scales and it establishes a link
between job classifications and salary scales.

Salary scale
The range between the minimum and maximum salary. By awarding an
individual increment, the salary can increase up to the maximum of the scale.

Salary according to salary scale
The monthly or annual salary based on the classification of your work in the
salary scheme at company level.

Place of work
The place(s) designated by your employer where you will generally work or from
which you will generally begin your work.

Fixed personal allowance(s)

One or more permanent allowances in addition to the salary according to the
salary scale that is/are granted for an indefinite period:

a a.because you are doing an excellent job;

b  as aguarantee because you were put in a lower position;

Cc because exceptional demands are made on you.

Any allowances granted for other reasons will not qualify as a fixed personal
allowance.

Changed working hours

The hours that you worked, at the request of your supervisor, outside or
partially outside your schedule or the working hours that you normally work,
without it being overtime.

Continuous shift work
A type of shift work in which shifts follow each other consecutively so that the
work process continues every day of the week and 24 hours a day.

On-call and breakdown shift
Being available and on-call according to schedule to perform unscheduled work
outside of your standard working hours.

Employer

An undertaking with its own legal entity that primarily carries out activities that
fall within the scope of this CLA and is a member of WENB. An undertaking'’s
primary activities fall within the scope of this CLA if and when more than 50%
of the number of agreed working hours of its employees are spent on these
activities.

Employee

The person employed by employer, with the exception of:

«  Board members and other senior management, including business unit
managers, staff managers and deputy managers;

« interns and holiday workers;

« those employed under social legislation or as part of an unemployment
project subsidised by third parties;

+ trainees;

« those employed temporarily as part of a practical learning project.
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1. General

11

Scope

The scope of this CLA covers employers in the Netherlands,with the exception
of the national energy grid operators TenneT TSO BV and N.V. Nederlandse
Gasunie, that:

a transport and distribute electricity, gas, heating and/or cooling through the
public electricity, gas and/or heating or cooling transport network;

b install, manage and maintain the public electricity, gas and heating and/or
cooling transport network;

¢ install, manage and maintain public lighting;

d provide products and services related to these activities, such as meter
services and energy consultancy services.

1.2 Term

This CLA covers the period from 1 January 2024 to 1 July 2025.

1.3 Structure

1

This CLA applies to the employment contract between the employer and
its employees.

In addition to the NWb CLA, employers have their own company-specific
CLA, which includes agreements between the CLA parties at company
level on the salary scheme, the Employee Benefits Budget, the on-call and
breakdown shift and the overtime limit.

The company-specific CLAs are part of this CLA.

1.4 Compliance

1

2

The employer will use this collective labour agreement and the company-
specific CLA for all its employees.
Different arrangements may be made for performance-based contracts.

1.5 Dispensation

In principle, the scope determines the applicability of this CLA to an employer
and its employees. The parties to this CLA may make an exception to this

at the request of an employer. If that employer belongs to a group that also
includes one or more employers falling within the scope of the CLA for energy
production and supply companies (PLb), the parties may grant the employer
dispensation. Then this CLA will no longer apply to that employer and its
employees, but the consequences for the employer and its employees will be
regulated by an agreement to be concluded between that employer and the
unions.

1.6 Exemption

1

An employer that intends to become a member of WENB may request
exemption from what is provided in this collective labour agreement
regarding pension and social security.

The dispensation committee will evaluate the request for exemption.
The dispensation committee will consist of three members on behalf of
WENB and three members on behalf of the unions. A Secretary to the
committee will be provided by WENB.
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2.

Employment Contract

21

2.2

1

2.3

1

General

On commencing employment you will be provided with a written
employment contract that sets out all arrangements made.

The employment contract will in any case include the information that
employers are required to provide by law’ .

If you and your employer agree to amendments to the employment
contract, you will receive written confirmation of these changes.

End of employment contract

Termination of an employment contract for an indefinite period is subject
to the statutory provisions and notice periods.

You can end your employment contract yourself by giving notice in writing
in accordance with the statutory notice period of one month. If a different
notice period has been agreed with you in writing, that notice period will
apply. In that case, the term of notice for your employer will be twice that
agreed upon term of notice. Upon termination, your employment contract
will end on the last day of the month, unless otherwise agreed.

A fixed-term employment contract can only be terminated early if you and
your employer have agreed to this in writing.

When reaching state pension age and continuing to
work after state pension age

Your employment contract will end on the day that you reach state pension
age. Your employer does not have to terminate your employment contract
prior to this day.

If the start date of your employment contract was after you reached

your state pension age, your employment contract will be subject to the
Working after the state pension age Act. The provisions of this Act take
precedence over the provision of this CLA.

Section 655, paragraph 1, of Book 7 of the Dutch Civil Code.

2.4 Provisions on succession of fixed-term employment

contracts

A fixed-term employment contract is subject to the statutory provision on
succession of fixed-term employment contracts (Section 668a of Book 7 of
the Dutch Civil Code).

If, immediately prior to your employment contract, you worked for your
employer for more than six months on the basis of one or more temporary
employment and/or secondment contracts, these temporary employment
and/or secondment contracts count as one fixed-term employment
contract of six months for the purposes of the provisions on succession of
fixed-term employment contracts.

2.5 Performance-based contracts

1

1. Agreements on terms and conditions of employment that deviate from

this CLA and the company-specific CLA can be made in a performance-

based contract. Your employer may agree on a performance-based contract

with you if:

e youreceive a minimum gross salary per month of €5,572 as of 1 January
2024, or a minimum of €5,739 as of 1 January 2025; or

» you hold a commercial, specialist or specialist staff position for
which it has been agreed with the union at the company level that a
performance-based contract can be concluded for this position; or

« you work in a position where you report directly to the board of
directors.

A performance-based contract may deviate from the terms and conditions

of employment in this CLA in a number of respects, if and insofar as they

are replaced by specific agreements. No deviations may be made from the

following sections of this CLA:

21 General

2.2 End of employment contract

2.3 End of employment contract when you reach state pension age and

continuing to work after state pension age

2.4 Provisions on succession of fixed-term employment contracts

2.6 Obligation to relocate

27 Secondment
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2.6 Obligation to relocate

If your work requires you to live near your place(s) of employment, your work
location(s) or your work area, your employer may require you to relocate.
General rules will be established at company level for this purpose. Employees
aged 55 or older will not be required to relocate.

2.7 Secondment

1 You can be seconded to another company by your employer.

2 Theterms and conditions of employment will remain unchanged during the
secondment. The regulations of the company to which you are seconded
will apply for taking special or other leave, reporting sick, safety instructions
to be followed, etc.

3 The company to which you have been seconded will determine your
workplace and your working hours during the secondment. If your working
hours change as a result, this will be considered a temporary transfer to
another schedule.

4 Your employer will agree on implementing regulations for secondment with
the works council.

2.8 Medical examination

1 When starting employment or on a change of position, a medical
examination will only take place if performing your work makes severe
demands on your medical fitness.

2 The examination will be performed by a medical examiner appointed by the
employer and will be at the expense of the employer.

3 Theresults of the examination will only be shared with the employer with
your consent. If you do not give your consent, this may have consequences
for your appointment or change of position.

29 Pension

The pension scheme of the General Pension Fund for Public Employees (ABP)
applies.

The pension accrual, the premium to be paid and the division of the premium
between employer and employee are regulated in the pension regulations of
the General Pension Fund for Public Employees (ABP).
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3. Conduct and Obligations

31 Being a good employee

You must fulfil the requirements of your employment contract in a good and
careful manner and act with integrity and professionalism when performing
your duties. You may not adversely affect the interests of your employer in any
way. You must comply with your employer’s code of conduct and behavioural
regulations.

3.2 Other tasks

1 Your employer may, in the interest of the company, require you to perform
or temporarily perform a different job or to perform work other than your
usual work.

2 Inthe event of a strike at another employer or an employer prohibiting its
employees from performing their work due to non-eligibility, you cannot
be required to do the work of the strikers or excluded employees. However,
an exception may be made if your employer considers it necessary for
public safety, health or an undisrupted supply of energy. Your employer will
consult the works council in this regard as soon as possible.

3.3 Ancillary activities

1 If at the start of your employment or at a later date you perform or intend
to perform other paid or unpaid work in addition to your work for your
employer under this CLA, you must notify your employer in writing of this
work in advance.

2 Your employer will grant permission to perform ancillary activities, provided
that there is no objective justification for prohibiting this. There is an
objective justification if, for example, the activities:

a pose arisk to your health and safety and/or that of others; and/or

b pose arisk with regard to the protection of confidentiality of company
information; and/or

c lead to conflicts of interest or otherwise harm your employer’s interests
or good name; and/or

d result in the violation of a legal requirement, such as violating the
Working Hours Act.

3.4 Privacy and confidentiality

1 You must not pass on confidential knowledge and information in any form
about your employer, business relations and/or customers to third parties
during your employment contract and after it terminates. This applies to all
knowledge and information that you could understand to be confidential.

2 Your employer will treat all personal data in its possession about you
confidentially in accordance with the General Data Protection Regulation
(GDPR).

3 Only by law may you or your employer be required to share confidential
knowledge, information and/or data.

3.5 Liability insuranceg

Your employer is required to have insurance against the risks of legal liability. In
doing so, your employer must also be insured against the risk of legal liability
for any damage you may cause to others, including your colleagues, while

at work. If the damage is not covered by the insurance, your employer can
recover the damage from you if the damage was caused intentionally or due to
recklessness.

3.6 Compensation for damage

1 Damage that you sustain in the course of your work, with the exception of
damage to a vehicle within the meaning of the Motor Insurance Liability
Act, will be compensated by your employer. Your employer does not have
to compensate this damage if they can prove that they have fulfilled their
legal obligations to prevent you from suffering damage in the course of
your work. Damage that you have caused intentionally or recklessly and
damage due to normal wear and tear are also not eligible for compensation.

2 You are not entitled to compensation from your employer if you are
entitled to compensation from another party. In that case, it is possible
to transfer your right to compensation to your employer. You will then
receive an advance payment from your employer equal to the amount of
the damages. Any legal costs incurred by your employer to recover the
damages from the other party will be covered by the employer.
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3.7 Damage as aresult of performing duties

You are not liable for damage that you cause to your employer’s or another
party’s property in the performance of duties that are part of your job
description, unless you caused the damage intentionally or you were reckless.
In determining whether intent or recklessness occurred, the circumstances in
which the damage occurred will be considered.

3.8 Investigation in event of suspicion of offence

If your employer has a serious suspicion of an offence, you must allow your
clothing, luggage, company equipment and/or means of transport to be
searched by or on behalf of your employer. Measures will be adopted at
company level to ensure that you are not treated unreasonably and/or
improperly during this investigation.

3.9 Disciplinary measures

1 Your employer may impose a disciplinary measure on you if you fail to fulfil
your obligations as an employee or fail to fulfil them properly.

2 Depending on the severity of the incident and the circumstances under
which it occurred, the employer may impose one of the following
disciplinary measures:

a awritten reprimand;

b not granting a periodic salary increase for up to two consecutive
calendar years;

¢ demotion to alower position temporarily for up to two years or for an
indefinite period, in either case with or without a reduction in salary;
transfer;

e suspension for a fixed period, with or without continued full or partial
payment of salary.

3 With the exception of the written warning, your employer may decide to
impose the disciplinary measure on you conditionally. If your employer sees
reason to impose a disciplinary measure on you again within three years,
the conditional measure will be carried out retroactively.

3.0 Accountability

1  Before a disciplinary measure is imposed, you will be given the opportunity
to account orally or in writing for your actions to your employer or a
representative designated by your employer. You may call in the assistance
of a third party to do this. Accountability will take place within twelve
working days of the incident, but at your request this term may be
changed.

2 Your employer will draw up a written report of an oral account as soon as
possible. After reading the report, both you and the other persons present
will sign the report.

3 If yourefuse to sign the report, this will be noted in the report together
with your reason(s). You will receive a copy of the signed report.

4 You may request to see documents relating to the incident. Your employer
may refuse this request if the documents are confidential and access
cannot reasonably be expected of the employer.

5 The above also applies if a conditionally imposed measure is carried out
retrospectively.

311 Notification and implementation

1 If your employer decides to impose a disciplinary measure on you, they
will notify you in writing as soon as possible, stating the reason(s). This also
applies if a conditionally imposed measure is carried out retrospectively.

2 Adisciplinary measure will not be carried out until it is final and cannot be
revoked, unless it has been stipulated at the time of imposition that it will
be carried out immediately.
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3.2 Suspension as an order measure

1

Your employer may suspend you if:
a criminal action has been taken against you for a crime and your

employer cannot reasonably be expected to retain you in your position;
b itis undesirable to retain you in your position for a specific reason, after

the date of the termination of your employment contract has been
finalised;
c itis deemed necessary in the company’s interests;
A suspension will not be for more than a month. If necessary, this period
may be extended by one month at a time.
During the period of suspension, your employer may deny you access to
company offices, company systems, including the intranet and your email
account.
Before a suspension is imposed, the arguments of both parties will be

heard. Your employer will draw up a written report of this and send it to you

within three working days.

If your employer decides to suspend you, they will inform you verbally as
soon as possible. You will then receive confirmation in writing stating the
reason, the starting date and the duration of the suspension.

If you are suspended, the rights under your employment contract will

be maintained in full. Only if you are suspended because criminal action
has been taken against you may your employer decide to withhold up to
a third of your salary (salary according to salary scale plus fixed personal
allowances). This deduction will be paid to you retrospectively if the
criminal action does not result in a conviction.

If it turns out that your suspension was unjustified, you have the right to
written, and at your request also public, rectification and apology. .

313 Advocacy

You have the right to bring your interests to the attention of your employer. To
do this you may be assisted or represented by a third party, such as a lawyer or

union representative.
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4.  Income and Allowances

41 Salary scheme

Your salary is established using to the salary scheme of the company-specific
CLA.

4.2 Salary increase

« Asof1January 2024, the salaries of employees who were employed as of
31 December 2023 will be raised by 7%. This structural salary rise totals a
minimum of €275 gross per month on a full-time basis.

« Asof1January 2024, the minimum salary in each salary scale will be raised
by 7%. The maximum salary in each salary scale will be raised by 7%, unless
the base amount of €275 is higher. In the latter case, the maximum salary
will be raised by the base amount.

* Asof1January 2025, the salaries of employees who were employed as of 31
December 2024 will be raised by 3%.

« Asof1January 2025, salary scales will be raised by 3%.

4.3 Starting scale

1 If you will be taking up a position but you do not yet meet all the job
requirements, your employer may place you in a lower salary scale
(preliminary salary scale) than the salary scale corresponding to the
position for no more than one year.

2 Theduration and your salary progression while you are classified in the
preliminary salary scale will be agreed with you in writing.

3 If you were classified in a preliminary salary scale prior to 1 January 2024 for
a maximum period of three years, that agreement remains in full force.

4.4 Holiday allowance

1 You will receive a holiday allowance in addition to your salary.

2 Theholiday allowance amounts to 8% of your salary per calendar month
(excluding holiday allowance) and is part of your Employee Benefits
Budget.

3 If youare 21 or older, as of 1 January 2024 you will receive a holiday

allowance of at least 8% of €2,830 gross per year, and as of 1 January 2025,
at least 8% of €2,915 gross per year. If you work part-time, this entitlement
will be pro rated.

4  If your employment contract ends during the year, and you have set aside
the holiday allowance in your Employee Benefits Budget, the amount set
aside will be paid out at that time.

5  You will not receive holiday allowance on overtime compensation unless
your salary plus overtime allowance is less than 108% of the statutory
minimum wage.

45 Year-end bonus

1 Youare eligible for a fixed year-end bonus.

2 Theyear-end bonus is 3.7% of the salary that you actually received in that
calendar year, excluding holiday allowance and the year-end bonus itself.

3 Theyear-end bonus counts towards pension accrual.

4.6 Employee Benefits Budget

1 Inaddition to your salary, you will receive a monthly Employee Benefits
Budget equal to 18% of your salary according to salary scale, and if
applicable, increased by fixed personal allowance(s) and shift work
allowance. Terms and conditions of employment that are part of your salary
therefore affect the amount of your Employee Benefits Budget.

2 Your Employee Benefits Budget consists of the following components?

Holiday allowance 8,0%°
Reduction in working hours (ADV) 52%
Other budget 4,8%
Total 18,0%

2 If you have an employment contract without ADV (reduction in working hours) or the ADV
has been included in your standard or shift work schedule, then you will only receive the
holiday allowance and other budget components in your Employee Benefits Budget and your
Employee Benefits Budget will therefore be 12.8%.

3 Or the minimum mentioned in Article 4.4, paragraph 2 if that is higher.
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4  Adifferent accrual and/or application of the Employee Benefits Budget may 1 The compensation for overtime consists of compensation in time for the
be determined at company level for performance-based contracts. overtime hours worked as well as a monetary overtime allowance. The

5 You can choose to spend your Employee Benefits Budget on a number overtime allowance is a percentage of your hourly salary and amounts to:
of employment conditions, such as purchasing extra leave, you can set it a 50% for overtime hours worked on Mondays to Fridays;
aside for a lump sum payment later in the year or you can have it paid out b 100% for overtime hours worked on Saturdays, Sundays and public
monthly. If you have your Employee Benefits Budget or set aside Employee holidays.
Benefits Budget paid out, it counts as salary for social security purposes. 2 Thefirst half hour of overtime work is also considered when determining

6 At company level, it may be possible to set aside the holiday allowance the amount of monetary overtime allowance. Any additional travel time
component. You will then be setting aside the holiday allowance for the resulting from overtime will also be compensated as overtime.
period 1 June through 31 May of the following calendar year for lump 3 If you work part-time and work overtime within the standard working
sum payment in May. You can only set aside the holiday allowance if you hours, you will receive 125% of your hourly salary for each additional hour
made this choice by 1 June. The date by which this choice must be made is worked. For extra hours worked outside the standard working hours, the
determined at company level. compensation for overtime in paragraph 1 of this article will apply.

7  You can purchase a maximum of 284 hours of leave (including ADV) per 4  The company-specific CLA states which salary scales qualify for overtime
calendar year with your Employee Benefits Budget. This is based on compensation.
full-time employment.® For part-time employment the number of hours is 5 You will not be obliged to work overtime if your health prevents you from
calculated pro rata. If you have a performance-based contract, a different doing so.
maximum may apply. Purchased leave can be taken in the calendar year 6  If your working hours are shifted by more than half an hour, you will receive
that you purchased it. Once purchased, leave cannot be returned to your the monetary overtime allowance for the shifted working hours.
Employee Benefits Budget.

8 Oneextra hour of leave will cost 0.60% of your salary according to salary 4.8 Compensation for deputizing
scale, and if applicable, increased by fixed personal allowance(s) and shift
work allowance. If you have a performance-based contract based on 40 1 You will be compensated if, at the request of your employer, you fully
hours (without ADV), one extra hour of leave will cost 0.58% of your salary deputized for a colleague in a different and higher graded position.
according to salary scale, and if applicable, increased with fixed personal 2 The substitution allowance will be equal to the difference between your
allowance(s) and shift work allowance. salary and the salary you would have received if you had been appointed

9 Employee Benefits Budget that you have not set aside as holiday allowance to the position of the person you deputized for. The allowance will take
and have not used is settled at the end of the calendar year. If you leave effect retroactively from the moment that you continuously filled the other
employment during the calendar year, payment will be made with your final position for more than one month and will lapse as soon as your role ends.

pay as part of your termination of employment.

4  The other budget is not part of the pension basis because the original regulations that make
up this component (employer’s contribution to life-course savings scheme, 6 days of leave
over and above the statutory entitlement, anniversary bonus and severance pay) were not
pensionable.

5 If you have a full-time employment contract without ADV (reduction in working hours) or the
ADV has been included in your standard or shift work schedule, then the maximum number of
hours leave that you can purchase is 284 — 104 ADV (13 days) =180 hours leave. For part-time
employment the number is calculated pro rata.
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51 Shift work allowance

1 You will receive monetary compensation for working shifts. This will be
in the form of a supplement to your salary according to salary scale and,
if applicable, compensation in time. The monetary compensation will
depend on how demanding the shift work schedule is. The demands of the
schedule (inconvenience) are expressed in hourly value points.

2 The number of hourly value points of the shift work schedule will be
calculated by allocating schedule hourly points over a working period of 52
weeks as follows:

e 0.0 hourly value point (no allowance) per shift work hour on Mondays
to Fridays between 7 am and 6 pm;

« 0.5 hourly value point (50% allowance) per shift work hour on Mondays
to Fridays between midnight and 7 am and between 6 pm and
midnight;

« 1.0 hourly value point (100% allowance) per shift work hour on
Saturdays and Sundays from midnight to midnight;

« 1.0 hourly point value (100% allowance) per shift work hour on public
holidays, less the number of hourly value points determined above
for shift hours on the days concerned. Instead, the overtime or other
allowance for public holidays (Article 4.8) may also be paid in arrears,
based on the number of hours actually worked on public holidays. The
overtime allowance will then be reduced by the allowance percentage
for the shift work hours on the days concerned.

3 For a continuous shift work schedule, the number of hourly value points per
year calculated above is multiplied by a factor 0.9574. For non-continuous
shift work schedule, this factor is 0.805. The result is then divided by the
number of shifts in the schedule and will give the number of hourly value
points of the schedule.

4  Any compensation in time will, over a 52-week period, be the difference
between the working time of the schedule and the average working hours
of 38 hours a week.

5 Monetary compensation, in the form of a supplement to your salary
according to salary scale, is the difference between the number of hourly
value points of the schedule (paragraph 2) and any hours of compensation
in time (paragraph 4), divided by the average working hours of 38 hours
over a period of 52 weeks (1,976 hours).

6 The shift work allowance set out in this article will be considered full
compensation for shift work, including the time required for a shift
handover.

7  The compensation for overtime and changed working hours (Article 4.7)
also applies for shift work, but if different rules apply to shift work, those
rules will take precedence.

Calculating shift work allowance
Example of calculation of hourly value for five shift continuous shift work where
all employees in one shift work the same shift at the same time:
»  Mondays to Fridays:
From midnight — 7 am =7 hours and from 6 pm — midnight = 6 hours,
total of 13 hours
13 hours x 0.5 points x 5 days = 32.5 points
»  Saturdays:
From midnight — midnight = 24 hours
24 hours x 1.0 point = 24 points
»  Sundays:
From midnight — midnight = 24 hours
24 hours x 1.0 point = 24 points
»  Total per week: 32.5 + 24 + 24 = 80.5 points
« Total per 52 weeks: 52 x 80.5 points = 4,186 points
»  Total per 52 weeks plus 105 points as compensation for public holidays:
4186 + 105 points = 4,291 points

The total value of the schedule, after multiplying by factor 0.9574 and dividing
by the number of shifts in the schedule, is: (4,291 points x factor 0.9574):5 =
821.6 points.

The hourly value is the total compensation per shift. This is split into time
compensation and a monetary compensation.

Compensation in time

Compensation in time is the difference between a 38-hour work week and
the actual work time per week in the schedule. In this example, the actual
work time per week in the schedule is 33.6 hours. Over a 52-week period, the
compensation in timeis:

52 x (38 hours - 33.6 hours) =52 x 4.4 hours = 228.8 hours
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Monetary compensation

Monetary compensation is the difference between the hourly value points of
the schedule and the hours of compensation in time, divided by the average
working hours of 38 hours per 52 weeks (1,976 hours).

821.6 points schedule value - 228.8 hours compensation in time = 592.8 points

Shift work allowance per hour for a working time of 33.6 hours:
592.8 points : 1,976 hours = 30%

5.2 Working hours in shift work

1

In principle, the average working hours for shift work, with the exception of
continuous shift work, is 38 hours per week. The working hours per cycle (7
x 24 hours) for continuous shift work is 168 hours.

Your employer may set a maximum of 64 hours of attendance per year for
training or professional development, for instance. These hours fall outside
the continuous shift work schedule but must be included in the schedule.
For each 8-hour attendance day, you will receive an additional 0.4% shift
work allowance or a compensation day. Each employer may make further
agreements about the number and details of the attendance days in
consultation with the works council.

Your work will not end until your colleague has arrived to take over from
you.

5.3 Compensation for substituting on standby shifts

1

Standby shifts are intended to cover unexpected absences in the schedule,
for example in the event of illness or incidents. If you have been scheduled
for a standby shift and an unexpected absence occurs, you will cover that
shift.

If you cover another shift from a standby shift, the compensation for
changed working hours (Article 4.8) applies to substitute hours before 7am
and after 6 pm.

5.4 Compensation for temporary transfer to other shift

work schedule

Your employer can temporarily transfer you to another shift work schedule

in the company’s interests. A temporary transfer lasts for a period agreed in

advance or until a certain situation or event occurs. In all other cases, it is a

permanent transfer.

For temporary transfers to a different shift work schedule (not day shift

or overtime), compensation will depend on how long in advance you were

notified of the transfer:

a 28 calendar days or longer in advance: no compensation

b atleast seven calendar days in advance: changed working hours
allowance for a maximum of the first two shifts worked.

c fewer than seven calendar days in advance: changed working hours
allowance for a maximum of the first four shifts worked.

If you work more or fewer hours during the temporary transfer than in

your original schedule, the additional or fewer hours worked will be settled.

Or you will receive a customised shift work allowance in keeping with the

demands of the temporary schedule during the period of the temporary

transfer.

For temporary transfers to the day shift you will retain the shift work

allowance. The compensation in time will cease to apply. If you work shifts

during this period, you will not receive additional compensation for this.

The additional or fewer hours worked compared to the average 38-hour

working week will be settled against this.

If you return to your original schedule after the temporary transfer, you

will not receive any compensation for this and you will not qualify for the

phasing-out arrangement.

In the event of temporary transfer to another shift work schedule due to

iliness or occupational disability, Chapter 11 will apply.
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ZA W 5.5 Special leave during night shifts 5 If, as aresult of a reorganisation, your shift work allowance is reduced or
2024-2025 cancelled, and you have worked shifts for your employer continuously from

If you are entitled to special leave during a night shift, the leave will start the 30 October 2005 through 30 October 2015, and you were 45 years of age
night before the leave. In specific cases, the leave will continue until the night or older on1 November 2015, then your personal guaranteed percentage
after. will be determined on the basis of the transitional guarantee arrangement

5.6 Phasing-out arrangement when permanently stopping

shift work

A phasing-out arrangement applies to the shift work allowance if you
permanently stop shift work. The phasing-out arrangement also applies
if you are permanently transferred to a shift work schedule with a lower
allowance.

Your shift work allowance or the difference between the higher and lower
shift work allowance will then be phased out in accordance with the table
shown below. The phasing out will be determined on the basis of the
number of full years that you have worked shifts for your employer.

NUMBER OF YEARS IN SHIFT WORK

1-4 years 5-9 years 10-14 years 15 years or more Payment
4 months 8 months 12 months 18 months 80%
4 months 8 months 12 months 18 months 60%
4 months 8 months 12 months 18 months 40%
4 months 8 months 12 months 18 months 20%

From your 1t year of shift work, you will accrue a guaranteed 4% for
each full year of shift work. During the phase-out period, the phase-out
percentage will not fall below the guaranteed percentage that you have
accrued. After 35 years of shift work, the guaranteed percentage will be
100% and, if you leave shift work permanently, you will retain the full shift
work allowance during the phasing-out period.

If you have been permanently placed in a schedule with a lower shift work
allowance, the phase-out applies to the difference between the old and
the new shift work allowance. You will not be eligible for this phase-out
arrangement if you temporarily received a higher shift work allowance
because you temporarily worked in a more demanding schedule, and then
returned to your original schedule.

below, with 1 November 2015 as the reference date. If this personal
transitional guaranteed percentage is higher than the guarantee based on
paragraph 2 of this article, the higher percentage will apply for the duration
of the phasing out.

The transitional guaranteed percentage is determined by multiplying

the number of continuous shift work years up to 1 November 2015 by the
guaranteed percentage based on your age on that date:

e 2% for 45 to 50-year-olds

3% for 50 to 55-year-olds

o 4% for 55 to 59-year-olds

For employees who were 59 or older on 1 November 2015, the transitional
guaranteed percentage is 100%. For employees aged between 45 and 59
this percentage will be up to 100%.

Salary increases, with the exception of general salary increases under this
CLA, will be deducted from the phase-out.

You will not or no longer be eligible for the phasing-out arrangement if you
stop shift work on medical grounds and you receive invalidity benefit that
compensates for the cancellation of shift work allowance.
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6. Working Hours, Work Times and Travel Time

6.1 Working hours

1  If you are employed on a full-time basis, the average working week will be
38 hours on an annual basis. However, if you actually work 40 hours a week,
you will receive the monetary value of two ADV hours (reduction in working
hours that is 5.2%) in your Employee Benefits Budget or the average of 38
hours will be attained by scheduling 2 ADV hours per week in your schedule.

2 Part-time employment averages less than 38 hours a week on an annual
basis. In this case, you are entitled to the terms and conditions of
employment regulated in the CLA on a pro rata basis.

3 If you decide on your own working hours, you must ensure that you work
the agreed upon average number of hours per week on an annual basis.

6.2 Standard working hours and schedule

1  The standard working days are Monday to Friday and the standard working
hours are between 7 am and 9 pm.

2 You will only work on Saturdays, Sundays and public holidays if this is in the
company’s interests.

3 If your position involves alternating working hours, your employer will draw
up a schedule for this with the approval of the works council and you will
work according to the schedule.

4 You may be eligible for an allowance for working hours outside standard
working hours. You will only receive an allowance for working hours during
standard working hours in the event of shift work, overtime and changed
working hours.

5 If your position allows you to decide on your own working hours, you are
not eligible for an allowance if you choose to work outside standard working
hours or on Saturdays, Sundays and public holidays.

6  Your employer may change your working hours or assign you to another
schedule. If you incur costs as a result, these costs will be reimbursed by
your employer, insofar as they are reasonable and demonstrable.

7  For call centres (including work that involves handling email and/or social
media messages) and shops, standard working hours also include working
on Saturdays between 8 am and 5 pm. You are therefore not eligible for an
allowance for these hours, provided that you work no more than 5 hours in
a call centre on Saturdays and a maximum of 8 hours per day in a shop for
no more than twelve Saturdays a year. If you have come to an agreement to
work more than twelve Saturdays, you will receive the allowance for those
additional Saturdays.

6.3 Flexible working arrangements

In consultation with your employer it is possible to work independently of time
and/or place, allowing you to determine your own working hours and/or place of
work. If this applies to you, you will agree to specific terms with your manager
and, if necessary, other members of your team, taking the nature of your

work and the company’s interests into consideration. In this case, a number of
provisions in this CLA may not apply to you or may apply differently to you. Your
employer can agree on an implementing rule for this with the works council that
specifies how employees are facilitated to work independently of time and/or
place.

6.4 Travelling for work

1 If your work requires you to travel, other than commuting, the travel time
will fall within your standard work time.

2 If you occasionally work at a location other than your place of work and
your commuting time per day by going there directly from home is more
than half an hour longer than usual, your employer will reimburse you for
the total additional travel time based on your hourly salary. The latter only
applies if you work in a position that makes you eligible for compensation of
overtime.
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6.5 Working hours when working from home

1

If you work from home and you have to travel directly from home to
constantly changing workplaces to do your work, your standard working
time will start when you arrive at your first workplace and will end when you
leave your last workplace. To determine your actual working hours, subtract
the time of your break(s) from the time between the start and end of your
working time.

If your total travel time from home to your first place of work and from your
last place of work back home exceeds one hour per day, your employer

will reimburse you for the travel time in excess of one hour based on your
hourly salary.

6.6 On-call and breakdown shiftt

Your employer can instruct you to work on-call and breakdown shifts.

You will not be required to work on-call and breakdown shifts if your health
prevents you from doing so.

You must be accessible and available on call at all times during this shift. You
may also be required to be available at home or at another place designated
by your employer during this shift.

An on-call and breakdown shift can last no longer than seven consecutive
days. It may occasionally be possible to deviate from this but only if
company interests require this.

You will receive an allowance for on-call and breakdown shifts based on

the regulations in your employer’'s company-specific CLA. You will receive
compensation for overtime for the hours that you worked during the on-call
and breakdown shift.

Your employer may require you to take the overtime compensationin

the form of time, for the hours worked after a call during your on-call and
breakdown shift, before the start of your next on-call and breakdown shift.
If you are assigned an on-call and breakdown shift and you are 55 years of
age or older, you will be offered a preventive medical examination at least
once every two years.

6.7 Scheduling compensation in the form of time

1

If you are entitled to compensation in time for overtime, your wishes will be
taken into account as much as possible when scheduling this time.

You can also ask your employer to pay out the compensation in time for
overtime. Your employer can require you to take the hours to prevent
violation of the Working Hours Act.

If at the end of a calendar year the compensation in time for overtime has
not been fully taken up, a maximum of 80 compensation hours can be
carried over to the next calendar year. The remainder will be paid out or
added to your Employee Benefits Budget based on the hourly salary.

If your overtime immediately follows your standard working hours, then it
may be necessary under the Working Hours Act for you to take an extra rest
break. This extra break will then in its entirety be considered overtime.

20/42



.
)

“
CLANWb

2024-2025

/. Holidays and Leave

71 Statutory holiday leave

Based on a 38-hour work week, you are entitled to 152 hours of statutory leave
per calendar year. If you actually work 40 hours a week, you are entitled to 160
hours of statutory leave per calendar year.

7.2  Accumulated leave

1 Inaddition to your statutory leave, you are entitled to 36 hours of
accumulated leave per calendar year.

2 You can choose to take this leave in time or save it for a maximum of 10
years. If you do hot make a choice in the year of allocation, the leave will
automatically be saved.

3 You can save the accumulated leave up to a total of 360 hours for a
maximum of ten years. Leave accumulated in the first year will expire at the
start of the 11th year if it has not been taken up before the 11th year. You can
save up to 36 hours of leave again in the 11th year.

4 If you leave employment, any remaining accumulated leave will be paid to
you as salary.

7.3 Age-related leave from the age of 50

1 If you were born after 31 December 1964 but before 1 January 1970
and were employed on 31 December 2019, you will receive 36 hours of
age-related leave per calendar year.

2 If you were born before 1 January 1965 and were employed on 31 December
2019, you are entitled to age-related leave from the year in which you turn
55. The entitlement amounts to:
« 55-56 years of age 24 hours per calendar year
« 57-58 years of age 48 hours per calendar year
« 59andolder 96 hours per calendar year

3 Age-related leave is intended for recovery and must be taken in the
calendar year that it was allocated. Age-related leave hours not taken by the
end of the calendar year will expire and will not be paid out.

7.4 Requesting and cancelling holiday leave

1 Asarule, you must take at least three consecutive calendar weeks of
holiday leave each calendar year.

2 Your employer will only reject a request for holiday leave if it clashes with
company interests.

3 You take holiday leave in hours. If you take one or more hours off on days on
which you are scheduled to work, your schedule will determine how many
hours of leave you will need to take.

4 Your employer may revoke an approval for leave if it clashes with company
interests. In that case, the debited leave hours will be credited back to your
remaining leave. If this meant you could only take part of your leave on a
particular day, that entire day will not be deducted as leave.

5 If you suffer financial loss because of the cancellation of previously granted
leave, your employer will compensate you for this loss.

7.5 Holidays if starting or ending employment during
calendar year

Statutory holiday leave and age-related leave from the age of 55 will apply pro
rata to the number of months you have been employed during a calendar year.
If you leave employment during a calendar year, unused holiday leave will be
paid out. Unused age-related leave will expire if you leave employment early. If
you have taken too much holiday leave and/or age-related leave, the leave taken
in excess of your entitlement will be deducted from the final salary payment.

7.6 Holidays during illness and occupational disability

1 If you fallill while on holiday and you can prove that you would not have
been able to work because of your illness if you had not been on holiday,
the hours of leave for the period of illness will be re-credited to your leave
entitlement.

2 If youwant to go on holiday during a period of iliness or incapacity for
work you must request leave in the usual way. During the holiday you will
temporarily be exempt from rehabilitation obligations.
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77 Parental leave and additional childbirth leave for
partners

1  If you take parental leave, then you will receive from your employer an
allowance for those hours of leave equal to 70% of the applicable statutory
minimum wage.

2 If you are entitled to the statutory benefits for parental leave from the
UWV, you will not receive the allowance mentioned in paragraph 1 on top of
the UWV benefits for the same period.

3 You will not accrue holiday leave while on parental leave.

4 If you take additional childbirth leave for partners, your employer will top
up the statutory benefits for childbirth leave from the UWV, up to 100% of
your salary. If your employer continues to pay your full salary for the period
for administrative reasons, then your employer will receive the statutory
benefits from the UWV.

7.8 Special leave and short-term care leave

1 You can take unpaid special leave immediately following the birth of a child
in your family for a maximum period of two months. If you have given birth
yourself, this leave will come immediately after your maternity leave.

2 You will be entitled to paid special leave in addition to statutory provisions
in the following cases:

a onyour wedding day/day of entering into registered partnership and
the following day;
on your child’s wedding day/day of entering registered partnership;

¢ onthe day of your partner’s or child’s death (including foster children
or stepchildren) up to and including the day of the funeral or cremation
(up to five days);

d onthe day your parent, parent-in-law, foster parent, step parent,
brother, brother-in-law, foster brother, step brother, sister, sister-
in-law, foster sister or step sister dies and on the day of their funeral or
cremation;

Guidelines for dealing with bereavement will be established at
company level.
on the day of relocation if the relocation is in the company’s interests;

f  tocomply with a legal obligation unless this has arisen because of your

fault or negligence: the time that you require to deal with this;

g toperform work for and participate in meetings of public bodies to
which you are appointed or elected for a maximum of 15 days per
calendar year. This only applies if you are unable to do this in your own
time and you are not paid for doing it. Attendance fees and suchlike are
not considered income in this sense.

3 Your employer can refuse special paid leave (paragraph 2) if it clashes with
company interests.

4 If you qualify for short-term care leave, your employer will pay your full
salary during your leave. You will make arrangements with your manager,
within the legal frameworks, on the duration and extent of the leave.

79 Informal care

1 Informal care is unpaid and often long-term care provided for a sick family
member or friend.

2 This may be personal care or assistance with daily activities. In order to
enable you to combine your working activities with your informal care
duties as best as possible, you are invited to make a special agreement with
your manager, if so desired
« enlisting the help of an informal care service;

»  rescheduling your working hours so that you can combine them more
easily with your informal care duties;

« using the leave arrangements from the Work and Care Act, such as
short and long-term care leave, and the options offered by this CLA,
such as accumulated leave and purchased leave;

» making a special agreement about the time and place of working
independently, if that is possible for your job function.

3 You have the opportunity of asking HR for a reassessment, if it has not been
possible to make a special agreement with your manager. You will receive a
written confirmation

4  of the outcome of the reassessment. You can object to the outcome on the

5  grounds of the applicable procedures.
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710 Pilot study on flexibilisation of the holiday calendar

1

The Energy Grid sector wants to be an inclusive sector that values diversity
— asector where employees can be themselves, everyone belongs and
everyone has equal opportunities. Such an environment includes space for
different religions and their holidays.

In 2024, pilot studies will be rolled out by all employers in the sector to gain

experience in substituting holidays. Under these pilots, multiple holidays

can be substituted for personal holidays on the grounds of this CLA.

In concrete terms, the pilots should give us the following insights:

« whether substitution can be supported with fitting processes and
systems. We will also collect best practices from companies outside the
sector that already have experience with substituting holidays; and

« what, if any, impact there is on employment conditions, such as
working hours, benefits and overtime, and how to deal with such
impact; and

« what kind of wishes employees have about the substitution possibilities
(e.g. only substituting religious holidays or also substituting other
public holidays, such as Liberation Day); and

« what kind of impact substituting holidays has on the way work is
organised:

- the continuity and security of business operations;
- offering appropriate working activities.

The parties to the CLA will evaluate the pilots in the first quarter of 2025,

and will incorporate their findings into preparations for the NWb CLA as of

1 July 2025.
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8. Allowances, Facilities and Benefits

8.1

Allowance for business trips

Your employer will reimburse expenses related to business travel.

8.2 Study and training costs

1

The costs of business-oriented study programmes or training courses
(hereinafter: professional development training) will be borne entirely by
your employer. If the professional development training falls within the
standard working hours, this time will be fully at your employer’s expense.
Should the professional development training and any exams fall fully or
partially in your own time, this time will be at your own expense.
The costs of professional development training that you require to perform
or continue to perform your job and that your employer is required to offer
by law or by a collective labour agreement, are entirely at the expense of
your employer. Your employer may not make arrangements with you on
the full or partial repayment of the costs for this professional development
training. The time that you will spend on this required professional
development training is considered to be working time. Where possible,
this professional development training will take place during your standard
working hours (Article 6.2 of this CLA).
The previous paragraph does not apply to any training that you must
have completed to start your job on the basis of a legal obligation or an
obligation regulated by the collective labour agreement.
Your employer may make written arrangements with you beforehand for
the professional development training referred to in paragraphs 1and 3.
This can be in the form of a study or other agreement. This agreement may
also include arrangements about the costs of the professional development
training and the time that you may spend on this training within working
hours. You can take leave for the study time that is at your expense.
Your employer can, if arrangements have been made in this respect in an
agreement on the basis of paragraphs 1 and 3, claim or reclaim the costs
paid if:
a it turns out that you do not attend classes regularly or do not study
enough. Already agreed future payments for this study programme
or training course will be withdrawn. This does not apply if you can
demonstrate that this was not your fault;

b  you terminate your study programme or training course early without a
valid reason;

c you terminate your employment contract during your study
programme or training course, or;

d you terminate your employment contract within two years of
completing your study programme or training course. In this case, the
amount that your employer can reclaim is proportional to the part of
the two-year period that has not yet expired.

The above does not apply if you retire within two years of completing your

study programme or training course.

8.3 Relocation expenses

1

f you run your own household and have to move in the business interest,

you are entitled to a relocation allowance.

The relocation allowance includes:

a the costs of the move itself, including packing and unpacking your
household effects;

b  anallowance of 12% of your annual salary for the costs of redecorating
your home, with a minimum allowance of €5,321 as of 1 January 2024
and €5,481 as of 1 January 2025;

c if you have to move again within three years in the business interest,
you will receive an allowance of 14% of your annual salary. As of 1
January 2024, the minimum allowance will come to €6,174, and as of 1
January 2025, €6,359;

If it is not possible to avoid double housing costs (rent or mortgage), you

will receive an allowance for the housing costs of your old home for the

period during which those costs coincide with the housing costs of your
new home. When you join the company, the allowance for your mortgage
in the event of unavoidable double housing costs will be limited to three
months. If you have to relocate during employment (because of a transfer,
for example), your employer will agree on a reasonable period of time with
you in advance.

If you do not run your own household, you will receive an allowance for the

costs of the move itself, including packing and unpacking your household

effects and an allowance of 4% of your annual salary for the costs of
furnishing your home.
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8.4

1

8.5

1

6

If you received a relocation allowance when you joined the company, you
must repay it if you resign within one year of the move or within two years
of joining the company or if you are dismissed for a reason attributable to
you. In any case, the repayment obligation will remain in place for two years
after you joined the company.

Anniversary bonus

You will receive an anniversary bonus if you reach 25 and 40 years of service
with your employer and legal predecessors.

In both cases, the bonus will amount to the salary in the month in which you
reach the anniversary?®.

Employees who will reach their 50th anniversary of service within 5 years

of 1January 2020, will receive a bonus of two gross monthly salaries upon
reaching the 50th anniversary. If you started working fewer hours per

week less than five years before your 50th anniversary, the bonus will be
calculated over the number of hours per week that you worked before you
started working less.

Emergency Response

Your employer may appoint you in writing as an emergency response

officer (BHV-er in Dutch).

An emergency response officer:

a  Will provide first aid in the event of accidents and minimises the after-
effects of accidents;
Restricts and fights fires;

¢ Alerts and evacuates employees and other people in the building in
emergency situations.

If you have been appointed as an emergency response officer, you must

attend the necessary classes and participate in organised drills.

The organisation and allowances related to this post are subject to the

regulations established at company level.

The bonus will be paid out net for the amount permitted for tax purposes and gross for the
remainder.

8.6

1

8.7

1

8.8

1

7

Benefits on termination of employment

This article only applies if you were born before 1 January 1963 and were
employed on 31 December 2019.

You will receive a payment of 1.5 times your monthly salary if your
employment contract ends because you retire with the ABP Multi Option
Pension or you receive IVA or WGA benefits.

You will not receive a payment of 1.5 times your monthly salary if your
employment contract ends and you received more than 1.5 times your
monthly salary in severance pay from your employer. If your severance pay
is less than 1.5 times your monthly salary, it will be supplemented to this
amount on the basis of this article.

If you are retiring but were previously declared partially unfit for work and
did not receive a pro rata payment of 1.5 times your monthly salary at the
time, the benefit will be calculated as if you had not been declared partially
unfit for work. In accordance with paragraph 3, any severance pay received
will be taken into account.

Death benefits

If you die, your salary will be paid up to and including the end of the month
in which you die.

A death benefit equal to three times your salary per month will be paid into
your bank account as soon as possible after your death’.

The benefit referred to in paragraph 2 will be reduced by any death benefit
you are entitled to under the WIA or a comparable statutory death benefit.

Death caused by occupational accident

If you die as a result of a work-related accident that you did not cause
intentionally, the person(s) entitled to the ABP survivor’s pension will
receive a monthly payment equal to 18% of the survivor's pension.

This benefit ends as soon as you would have become entitled to a state
pension.

If the benefit is paid to your partner, it will end on the first day of the month
following the month in which they enter a new partnership.

To the extent permitted by tax regulations, the benefit will be paid out net.
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89 Group health insurance

1

Your employer has a group health insurance scheme in which you and your
family members can participate.

You will receive a gross annual employer’s contribution of €360 or a gross
monthly contribution of €30 if you participate in the group insurance

and have also taken out supplementary insurance or dental insurance.
Both supplementary insurances must have at least one star. If you have a
part-time employment contract and work less than 50%, you will receive
the employer’s contribution in proportion to your part-time percentage.
You and your family members can continue to participate in the scheme
after you retire.

8.10 Group disability insurance

1

You can participate in your employer’s group disability insurance to protect
all or part of your income if you become fully or partially incapacitated for
work.

If you opt for protection of your income in case of partial incapacity for
work or a combination of partial and full incapacity for work, you will receive
a contribution from your employer of 0.25 percentage points of your
pensionable salary towards the premium. Your employer’s contribution will
never exceed the total premium payable jointly by employer and employee.

811 Preventive medical examination

Your employer will provide you with periodic medical examinations.
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9. Professional Career, Development and Sustainable Employability

9.1 Sustainable employability

1  Sustainable employability means that you continue to be happy and
healthy in your current or future work and continue to perform to the
best of your ability. This will require you to continuously have the right
competencies at your disposal and to continue to develop your talents,
so that you remain versatile now and in the future. You and your employer
share responsibility for this. You will be expected to actively work on your
Your employer will support you with various tools and initiatives, including
the facilities detailed in this chapter.

2 Inaddition to mental and physical fithess, your employer can also support
you with your financial fitness by helping you understand your financial
situation, for instance. The sustainable employability budget can be used
for this purpose. This will be drawn up at company level.

3 This chapter is a framework that can be further specified at company level.

9.2 Sustainable employability budget for sustainable
employability, sustainability and greening

1 Your employer will provide you individually with an annual ‘DI budget’ of
€500 for you to spend on sustainable employability. With this budget, your
employer is contributing to the costs of achieving your goals in the area
of sustainable employability. By 1 January 2025 at the latest, you can also
spend the sustainable employability budget on your own goals in the fields
of sustainability and greening.

2 Depending on tax regulations and the type of expenditure, your employer
will deduct the costs you make from your DI budget as either taxed or
untaxed deductions.

3 You can save your sustainable employability budget for up to three years.
Unused sustainable employability budget from the first year expires in the
fourth year. Because your employer will make a sustainable employability
budget of €500 available again in the fourth year, your total budget per
year will amount to a maximum of €1,500.

4  The sustainable employability budget is not pensionable and will not be
paid out at the end of your employment.

5  Your employer may agree on implementing regulations with regard to the
sustainable employability budget.

9.3 Personal development

Continuous personal development is essential if you are to remain attractive
in times of changing labour market requirements, within your own company
or outside. Every year, together with your employer, you will make a personal
development plan. This plan can include agreements on which sustainable
employability goals you want to use your sustainable employability budget for
or which training courses are necessary for your job.

9.4 Career scan

Once every five years, you can put in a request for a career scan with your
employer. Your employer will bear the costs of the career scan.

9.5 Working hours and leave plan for employees aged 55
and older

If you are 55 years of age or older, you can draw up a personal working hours
and leave plan with your manager each year in which your working and leave
days have been scheduled for that year. This working hours and leave plan is
intended to support older employees in being able to continue to function
healthily.

9.6 Unchanged continuation of pension accrual when job
classification changes

You can agree with your employer to move to a less demanding position in a
lower salary scale. You will then receive the salary, which may be lower, that
corresponds with your new position. If you do this less than 10 years before the
at that time standard retirement age® and continue to work the same number
of hours per week, your pension accrual will continue based on the salary that
you earned before taking this step. The pension contributions to be paid by

you and your employer will then continue to be based on your old, most likely
higher, salary. To determine your pensionable income, the ABP pension fund will

8 The pension computation age has been 68 years since 1 January 2018.
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adjust your old salary to the collective salary increases in this collective labour
agreement.

9.7 Vitality scheme

The purpose of the vitality scheme is to enable older employees to continue to
function healthily and with pleasure until their state pension age. The scheme
is open to employees aged 62 and over with an indefinite-term contract. Under
the vitality scheme, these employees can work 80% of their original working
hours while retaining 90% of their last earned salary, with pension accrual
continuing at 100% on the basis of their last earned salary. The vitality scheme
has a standard character and applies for the term of this CLA. The scheme has
been included in Appendix 2.

9.8 Workload clause

The energy transition is a major societal task that will require extensive work by
energy grid operators over the coming years. This may have an influence on
workload and the pressure you experience when performing your working
activities and responsibilities.

If your workload becomes unmanageable, the balance between your work
demands and you work capacity will be disrupted. Based on the joint vision of
sustainable employability, employers and unions believe that healthy workload
is of essential importance.

Employers will monitor workloads within the company by means of periodic
workload measurements, for example an employee satisfaction survey. The
information about workload will be pooled and analysed at the sector level,
and discussed by the CLA parties in a work session. Based on the outcome,
employers and unions will decide whether follow-up steps need to be taken to
safeguard healthy workloads within the sector, and if so, what they will be.
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10. Unions and Participation Bodies

101 Contributions to unions

Employers pay an annual contribution of €18 for each employee to the unions
who are parties to this CLA. The annual contribution amount is determined by
the number of employees employed by the employer on 1 January of that year

10.2 Leave for union activities

If you are a member of a union involved in this CLA and company interests allow

it, you will be granted paid leave on written request from a union to:

a participate as a board member or delegate in courses and meetings of the
bodies regulated by the unions’ charters: for a maximum of 26 days per
calendar year;

b  participate in training courses and continuous professional development
meetings provided by the union, insofar as the previous paragraph or the
Works Councils Act does not provide for this: for a maximum of five days
per calendar year.

10.3 Union announcements

Employers and unions will agree at company level on union communication with
employers and on information from unions to new employees during training
and induction activities.

10.4 Reorganisation

Employers must inform unions in good time of important changes in the
organisation that will affect employees in accordance with Section 25,
paragraph 1 under ¢, d, e and f of the Works Councils Act.
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11.

llIness and Occupational Disability

If you areill and/or incapacitated for work, the statutory provisions of the Dutch
Civil Code, the Sickness Benefits Act and the Work and Income (Capacity for
Work) Act apply unless otherwise provided in this chapter.

1.1 Employee obligations in event of illness

If you are unable to work due to iliness, you must inform your employer as
soon as possible. You must abide by your employer’s sickness regulations.
Your employer may stipulate that you can return to work only after they
have explicitly given you permission to do so.

11.2 First two years of illness

Your salary will be paid in full for the first 26 weeks of iliness.

From the 27th week until the end of the second year of iliness, you will
receive 85% of your salary if you are fully incapacitated for work. If you

are able to perform some of your duties, the 15% salary reduction will only
apply to the part for which you are still incapacitated for work.

If you are entitled to an early IVA benefit or if your incapacity for work was
caused by an occupational accident, you will also receive your full salary
after the first 26 weeks until the end of the second year of illness.

Once you resume your work in full, your salary will again be paid in full.

You can be reassigned to another position within the first two years of
iliness or to your own position at a lower salary. In this case, you will be paid
the same until the end of the second year as you would have if you had not
been reassigned.

Successive periods of illness that are non-consecutive and have an
intervening period of less than four weeks add up to one consecutive
period of iliness. If the intervening period is four weeks or more, a new
period of iliness will start.

Your employer may draw up an implementing regulation for the
implementation of this article.

1.3 After two years of illness

1

Your employer’s obligation to continue paying your salary ends after two

years of illness. If you are still incapacitated for work at that time and can no

longer perform your own job, you will be reassigned to a suitable position. If
reassignment is not possible, your employment will be terminated.

If you are less than 35% incapacitated for work, you will remain employed

by your employer unless this is not possible because of compelling

company interests. Your employment contract and salary will be adjusted
to your actual earning capacity. You will receive a salary supplement of

70% of the difference between your last earned and your new salary. Any

unemployment benefit will be deducted from the supplement if you work

fewer hours.

If your employment contract must be terminated because of compelling

company interests, you are entitled to one of the following additional

benefits:

« If you are reassigned to a suitable position with another employer, you
will receive a supplement to your new salary of up to 90% of your last
earned salary. You will receive this supplement for as long as you would
have received unemployment benefit or post-statutory benefit if you
had been unemployed.

« If youare fully or partially unemployed, you will receive a supplement to
your unemployment benefit or post-statutory benefit or any salary up
to 70% of your last earned salary.

Compelling company interests always exist if the current workplace and

the work cannot in all reasonableness and fairness be adapted in such

a way that the incapacitated employee can continue to perform their

duties properly and if no other suitable work is available in the employer’s

organisation.
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1.4 Occupational disability due to occupational accident

1

You will receive a supplement to your IVA invalidity benefit and any

occupational disability payments as part of the ABP pension scheme if

you have become fully and permanently incapacitated for work as a result

of an occupational accident. The supplement will increase your benefit or

pension to 90% of your last earned salary.

If you have become partially incapacitated for work, you will receive:

a asupplement to your pay-related WGA benefit or post-statutory
pay-related WGA benefit of 90% of the difference between your last
earned and your new salary if you make full use of your residual earning
capacity, or

b asupplement to your pay-related WGA benefit or post-statutory
benefit of 80% of the difference between your last earned and your
new salary if you do not make full use of your residual earning capacity.

c asupplement to your salary supplement WGA benefit of 90% of the
difference between your last earned salary and the salary that you
would earn if you make full use of your residual earning capacity.

d asupplement to your WGA follow-up benefit of 75% of your last earned
salary multiplied by your level of incapacity to work for no more than
ten years after first receiving WGA benefit.

e asupplement to your new salary of up to 90% of your last earned
salary if you became less than 35% incapacitated for work because of
an occupational accident. This supplement ends if your employment
contract is terminated. If there is a loss of hours, any unemployment
benefit will be deducted from the supplement.

Your employer will reimburse the medical or care costs that it deems

necessary but that will remain your responsibility. Your employer may set

further rules for this purpose.

11.5 End of continued payment of or supplement to salary

1

The continued payment or supplementation of your salary on the basis of
Articles 11.2 through 11.4 ends as of:

a The date on which you are reassigned, other than the situations
referred to in Article 11.2, paragraphs 3 and 5 or

The date on which you no longer meet the conditions or

The date on which your employment contract ends or

The date on which you are entitled to receive a state pension or

The first day of the month following the month in which you die.

™ QO O T

The loopholes in the reduction of the duration and delay in accrual of the
pay-related WGA benefit, which took effect on 1 January 2016, will be closed
in accordance with the duration and accrual applicable prior to this date.
This will be in accordance with the closing of loopholes in the WW benefit in
Article 12.2.

1.6 Overlap with other income

1

Income received under this chapter combined with income from statutory

insurance (such as WGA, IVA, WW), any occupational disability payments

as part of the ABP pension scheme and/or from work will never total more

than your last earned salary.

If you have income from work or from your own business, that income will

be deducted from the amount to which you are entitled under this chapter

unless:

a you already had this income before you became incapacitated for work
due toillness; and

b  the scope of that work has not increased.

11.7 Indexation and other provisions

1

The amount of the last earned salary will be adjusted, where appropriate, by
a general salary change.

Your employer will pay for the costs for a second opinion, if required.

In the event of dismissal due to incapacity for work, your employer may
deviate from the statutory notice periods and terminate your employment
contract with a one-month notice period.

If your actions cause the WIA benefit to be reduced or fully or partially
denied, your employer will still notionally assume a full WIA benefit for
determining your supplement to the WIA benefit.

If an obligation or sanction is imposed on you by the UWV in respect of
your WIA benefit, your employer will adjust your supplement to the WIA or
other benefit as much as possible in accordance with the same obligation or
sanction.
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12. Unemployment

In the event of dismissal, the statutory provisions apply, unless otherwise
provided in this chapter.

121 General

When determining the amount of the supplement to the WW and ZW
benefits and the salary supplement pursuant to this chapter, all your
income will be taken into account, including any salary you receive in
addition to your WW or ZW benefits.

If the UWV imposes a temporary or permanent reduction to your WW
benefit because, for example, you fail to meet your obligations, the
supplement to the WW benefit will lapse pro rata and for the duration of
that temporary or permanent reduction by the UWV.

You can agree with your employer to surrender your right to the
supplement for a lump sum. You will then no longer be entitled to the
supplements in this chapter.

12.2 Post-statutory supplement to unemployment benefit

1

The accrual and duration of WW benefits changed in the Act as of 1 January
2016. The change means that you will receive a post-statutory supplement
to your WW benefit. The duration of the WW benefit and the post-
statutory supplement equal the duration of the WW entitlements as they
applied on 31 December 2015. This means that you will remain entitled to
the accrual of one month of WW for each year worked up to a maximum of
38 months.

You and your employer will not pay a contribution for the post-statutory
WW benefit.

12.3 WW supplement exceeding the statutory minimum in

event of reorganisation

You are entitled to a supplement exceeding the statutory minimum to both
your WW benefit and your post-statutory WW benefit if your employer
terminates your employment contract because your position ceases to
exist following a restructuring, company closure, or reduction of work.

This does not apply if other agreements have been made in a social plan

or if your employment is terminated for a specific period. The supplement

exceeding the statutory minimum applies to both the WW benefit and the

post-statutory WW benefit.

During the first half of the period in which you receive WW benefit or post-

statutory WW benefit, your WW benefit will be supplemented above the

statutory entitlement to 90% of the maximised calculation basis and during
the second half to 80%. The calculation basis is capped at the maximum
pensionable wage as applicable from year to year.

After temporary interruption(s) of the WW benefit and the post-statutory

supplement, the supplement exceeding the statutory minimum will also

be resumed. The supplement exceeding the statutory minimum will be

resumed up to the date on which the WW benefit and the post-statutory

supplement would have ended at the latest without interruption(s).

You are not entitled to the supplement exceeding the statutory minimum if

you:

a refuse a reasonable offer of suitable work,
do not cooperate adequately in finding suitable work,

c agree in writing with your employer that you will not lay claim to the
supplement exceeding the statutory minimum to the WW benefit or
the post-statutory WW benefit,
your fixed-term employment contract ends by operation of law,

e youare no longer entitled to WW benefit of post-statutory WW
benefit.

If the reorganisation is subject to a social plan containing provisions on

suitable employment, these will apply in the case of paragraphs 4a and 4b.

If you start working for another employer and this requires you to move,

you will be entitled to a relocation allowance of €2,269. You will only receive

the allowance if this situation occurs during the period in which you receive

WW benefit or post-statutory WW benefit.

12.4 Supplement to sickness benefit (ZW)

1

If you become ill during the period in which you receive WW benefit, the
UWV will pay you ZW benefit instead of the WW benefit. If you receive

a supplement exceeding the statutory minimum to your WW benefit
pursuant Article 12.3 above, your ZW benefit will be supplemented in the
same manner exceeding the statutory minimum.
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2 If theillnessis the result of pregnancy, your ZW benefit will be
supplemented to 100% of the maximised calculation basis for the period
until the start of the maternity allowance.

3 The supplement will end when the supplement to the WW benefit would
also have ended.

12.5 Salary supplement for new employment contract

1 Youare entitled to a salary supplement if, during the period in which
you are entitled to a supplement exceeding the statutory minimum to
the WW benefit pursuant to Article 12.3, you enter employment with
another employer at a salary lower than your last earned salary. The salary
supplement will bring your new salary up to the capped calculation basis.
This basis is based on your last earned salary.

2 If you work fewer hours at your new employer than at your former
employer, you will only receive the salary supplement for the hours that you
work.

3 You must request the salary supplement from your former employer within
four weeks of your first day of work. Your former employer will pay the
salary supplement once you have provided them with all the necessary
documents (employment contract, payslip, WW documents).

4 Your entitlement to salary supplement will end:

a If you work fewer hours at your new employer and do not receive pay
for these reduced working hours. The salary supplement will then only
end for the reduced working hours;

b If you lose the right to payment or continued payment of salary in your

new employment contract, but that employment contract continues to

exist;

c assoon as the salary at your new employer is equal to the calculation
basis;

d assoon as the supplement exceeding the statutory minimum to WW
benefit or post-statutory WW benefit would have ended.

5 The salary supplement will be resumed within the original duration of the
supplement if the reason for termination no longer applies and you meet
the other conditions.

12.6 Unemployment after new employment contract

1 You will again be entitled to the supplement exceeding the statutory
minimum to WW benefit under Article 12.3 if you have entered the
employment of another employer and have become unemployed again
before the original end date of your WW benefit or post-statutory WW
benefit. The same applies if you are incapacitated for work when your new
employment contract ends.

2 The supplement exceeding the statutory minimum is equal to the
supplement exceeding the statutory minimum that you would have
received if you had not joined the other company.

3 Your entitlement to the supplement exceeding the statutory minimum will
end when the original supplement exceeding the statutory minimum to
WW benefit or post-statutory WW benefit would have ended.

4  The other provisions of this chapter also apply in this case.
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Abbreviations used

AAOP

ABP

ATW

BW
CAO/CLA
IVA

0&O0 fonds
uwyv
WGA

WIA

ww

ZW

occupational disability payments as part of the ABP pension

scheme

General Pension Fund for employees in the government
and education

Working Hours Act

The Dutch Civil Code

collective labour agreement

Fully Disabled Persons Income Scheme

Education and Development Fund

Employee Insurance Agency

Return to Work (Partially Disabled Persons) Regulations
Work and Income (Capacity for Work) Act
Unemployment Insurance Act

Sickness Benefits Act
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Appendix 1: Companies participating in the CLA

The following companies participate in the NWb CLA:
Alliander N.V., Arnhem
Cogas Holding N.V., Almelo

Coteq Netbeheer BV.

Cogas Facilitaire Diensten B.V.

Energie Nederland, The Hague

Enexis Holding N.V., Den Bosch
Enexis Personeel BV.

Fudura B.Y., Zwolle
Joulz Diensten B.V., Delft
Joulz Meetbedrijf BV.
Joulz Infradiensten B.V.
N.V. JUVA, Poeldijk
Kenter Employment B.V., Duiven (with effect from 31 January 2024)
Netbeheer Nederland, Den Haag
N.V. RENDO Holding, Meppel
N.V. RENDO
RE-FLEX Beheer B.V.

N-TRA

Stedin Holding N.V., Rotterdam
Stedin Groep Personeels B.V.

Volker Energy Solutions B.V., Rotterdam
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Appendix 2: Vitality Scheme

The purpose of the vitality Scheme is to enable older employees to continue to
function healthily and with pleasure until their state pension age by reducing
the number of working hours. The vitality scheme has a standard character and
took effect on 1 May 2019. The vitality scheme was last amended on 1 January
2023.

Participants in this scheme will reduce their working hours by 20% while
retaining 90% of their last earned salary, with pension accrual continuing at
100% on the basis of their original working hours and their last earned salary.
Participants will receive special leave for the fewer hours worked. The scheme is
open to employees aged 62 and over with an indefinite-term contract.

This vitality scheme is designed within the prevailing fiscal and pension
conditions.

Article 1- Definitions

Employer:
The employer as defined in the NWb collective labour agreement.

Employee:

The employee as defined in the NWb collective labour agreement, with

the exception of employees with whom the employer has entered into a
performance-based contract (Article 2.5 of the N\Wh CLA) or a contract to which
the CLA does not apply.

Participant:
The employee who has agreed in writing with his employer to participate in the
vitality scheme.

Salary:
The salary as defined in the NWb collective labour agreement.

Last earned salary:

The salary that applied immediately prior to participation in the vitality scheme
plus any individual and permanent salary increases since the effective date of
participation.

Actual salary:
That part of the last earned salary that the employee earns while participating
in this scheme.

Original working hours:
The working hours agreed immediately prior to participation in this scheme in
hours per week.

Actual working hour:
The number or average number of hours worked per week agreed on
participating in this scheme.

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

Committee:
The committee for objections and appeals.

Article 2 - Participation

1 Thescheme is open to employees who, at the start of participation, are/
have:

a 62 years of age or older;

b anindefinite-term employment contract;

c been employed by the employer for at least one year, and

d notincreased the number of working hours in the year prior to joining
the scheme.

2 You can only participate as of the 1st day of a calendar month.

3 Arequest to participate in the scheme must be submitted in writing to the
manager at least three months prior to the desired starting date.

4  The manager will consider the request and make a decision no later than
one month before the desired starting date.

5 The manager may postpone participation in the scheme for no more than
six months or reject the request if there are compelling company interests
according to the criteria of the Flexible Work Act. In the event of a rejection,
the employee may submit a new request for participation after six months.
In the event of a second rejection, the committee will review the manager’s
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considerations and determine whether the rejection of the request was
justified.

The employer and employee will agree to participation in the schemein
writing

Article 3 - Duration of participation

1

You can participate until you reach state pension age or until the date on
which you employment contract ends.

The participant may, if the employee’s personal situation gives reason to do
so, submit a one-time request to terminate participation in the scheme and
return to the original working hours. In that case, the criteria of the Flexible
Work Act apply.

If you terminated participation in the scheme early, you cannot re-join at a
later date.

Article 4 — Key principles

A.

If you joined the vitality scheme before 1 January 2023, the following
applies:

Participants in the scheme who had original working hours of 40 hours per
week when joining will work 20% less and will be granted special leave for
those hours. The original working hours will not be adjusted.

The actual working hours for participation in the scheme will be 32 hours
per week.

Participants in the scheme cannot simultaneously make use of saved leave
other than accumulated leave (NWh CLA, Article 7.2).

Employees with original working hours of between 32 and 40 hours per
week may also participate in the scheme. In that case, the actual working
hours will also be 32 hours per week and special leave will be granted for the
difference.

The participant will be paid 50% of their last earned salary for the hours for
which they are granted special leave.

The participant’s pension accrual will be continued based on the last earned
salary.

Participants in this scheme cannot take age-related leave from the age of
50 in hours (Article 7.3 in NWh CLA) in hours. This will be paid in proportion
to their actual working hours when participating in the scheme.

If you joined the vitality scheme after 1 January 2023, the following
applies:

Participants in the scheme will work 20% less than their original working
hours and will be granted special leave for those hours. The original working
hours will not be adjusted.

The actual working hours for participation in the scheme will be 80% of the
original working hours per week, rounded to whole hours (for example, 80%
of 28 will be 23 hours rather than 22.4). The actual salary percentage will

be equal to the percentage corresponding to the actual working plus half
the difference between the actual working hours and the original working
hours. Pension accrual will be continued based on the last earned salary and
original working hours.

Participants in the scheme cannot simultaneously make use of saved leave
other than accumulated leave (NWh CLA, Article 7.2).

The participant will be paid 50% of their last earned salary for the hours for
which they are granted special leave.

Participants in this scheme receive age-related leave from the age of 50
(NWh CLA, Article 7.3) monthly in proportion to their actual working hours
while participating in the scheme.

Article 5 - Terms and conditions of employment

1

The basis for salary-related terms and conditions of employment - such

as the Employee Benefits Budget, anniversary bonus and the benefits on
termination of employment - is the actual salary.

Employment conditions related to working hours - such as statutory leave,
accumulated leave and the maximum number of hours of leave that can be
purchased - are determined on the basis of the actual working hours.

All leave entitlements and entitlements to the Employee Benefits Budget
will be recalculated in proportion to the remaining number of months of the
calendar year from the date of joining this scheme.
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Article 6 - Overtime
Participants who worked full-time before joining the vitality scheme and
who work overtime during hours for which they have special leave under the

scheme, will receive a cash allowance of 25% of the hourly salary for those hours.

Participants who worked part-time before joining the vitality scheme will also
receive a cash allowance of 25% of the hourly salary for overtime during the
standard working hours®. An overtime allowance will apply for overtime above
the standard working hours. This consists of compensation in time for the
duration of the overtime and an overtime allowance of 50% on weekdays or
100% on Saturdays, Sundays and holidays.

Article 7 - On-call and breakdown shift

The employer and the participant will arrange the on-call and breakdown shift
in mutual consultation. The basic principle will be that the hours for which
special leave has been granted under the scheme can be taken at another time.
Participants in the vitality scheme will receive compensation for on-call and
breakdown shifts as regulated in the company-specific CLA. Working during

an on-call and breakdown shift is considered overtime. The compensation for
overtime consists of compensation in time for the duration of the overtime and
an overtime allowance of 50% on weekdays or 100% on Saturdays, Sundays and
holidays.

Article 8 - Pension

1 The participant’s pension accrual will be continued based on the last earned
salary and the original working hours.

2 The pension premium will be paid and will be deducted from the
employee’s salary in accordance with the allocation key laid down in the
ABP pension regulations.

Article 9 - Working hours and work activities
The actual working hours and activities will be determined in consultation
between the participant and the manager.

9 The standard working hours is defined as follows in the NWb CLA: The 8 hours normally
worked in a standard working day, unless more hours per day apply by virtue of a schedule or
individual schedule.

Article 10 - lliness and occupational disability

1 Participants who areill or incapacitated for work for more than 26
consecutive weeks may withhold participation in the vitality scheme.

2 Once the employee has fully recovered on the basis of the original working
hours, participation in the vitality scheme will be resumed.

Article 11 - Redundancy
Participation in the vitality scheme will end if an employee becomes redundant.

Article 12 - Ancillary activities

1  The provisions of the NWb collective labour agreement on ancillary
activities apply in full.

2 For the hours for which special leave has been granted under this scheme,
the employee may not perform any other new paid work.

Article 13 - Unforeseen circumstances
In situations not covered by this scheme, the employer and employee will come
to a mutually agreed suitable solution.

Article 14 - Legislation and regulations
If there are parts of this scheme in conflict with tax, pension or other legislation
and regulations, the latter will prevail.

Article 15 - Evaluation

1  CLA parties conducted two evaluations in 2020. Based on these
evaluations, the vitality scheme has been continued for the term of this CLA
with one adjustment: as of 1 January 2023, part-timers can also participate
in the Vitality Scheme, regardless of the length of their working week
(Article 4).

2 Current participants in the scheme can continue this scheme under existing
conditions if the scheme were to change or cease to exist.

Article 16 - Term
The Vitality Scheme runs from 1 January 2024 until 1 July 2025.
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Article 17 - Hardship clause’®

%54%55 In cases where putting the vitality scheme to full use leads to an unfair or
unreasonable situation for an individual employee, the employer will deviate
from the provisions of the vitality scheme in favour of the employee. People
other than this individual employee cannot derive any rights from such a

deviation.

Article 18 - Objections and appeals
1  Asectoral committee for objections and appeals will be established.
2 The committee will consist of five members: two members and their
deputies (if any) will be appointed by WENB, one member and their deputy
(if any) by each of the unions CNV and FNV. The CLA parties will appoint an
independent chairman in joint consultation.
3 Employees can turn to the committee if:
a they disagree with the way this scheme has been used;
b the manager again refused a second request for participation as
referred to in Article 2, paragraph 5;
¢ the employer and employee disagree on how the hardship clause is
used.
4 The decision of the committee is binding. This does not affect the option of
submitting a dispute to the civil court.
5 The committee shall draw up rules of procedure.

10 The procedure for making use of the hardship clause is as follows:

. The employee makes an appeal based on the hardship clause to the employer;

. Employer makes a decision;

. If the employee disagrees with the employer’s decision, the employee can turn to the
committee for objections and appeals;

. The decision of the committee for objections and appeals is binding.

. f the employee disagrees with the decision of the committee for objections and appeals, the
employee can turn to the court.
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The temporary RVU exemption is a tax measure. It makes it easier for employers
and employees to make agreements about stopping employment earlier.

The exemption applies from three years before pensionable age. The maximum
monthly payment comes to €2,182 gross per month (reference date 1 January
2024).

Employment terminates, which means pension accrual also terminates and
there is no cover for survivor pension during the period from early departure
to the start of pension benefit payments. There is also no entitlement to WW
benefits.

Your employer and you can decide together whether to activate the RVU
exemption as a special instrument for your individual case.
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Appendix 4: General procedure agreements

1 Salary scales for employees with poor job prospects
The company-specific CLAs will include salary scales for employees with poor
job prospects to enable advancement to 120% of the minimum wage.

2 Trade union consultants
Parties have decided to deploy trade union consultants in the sector.

3  Minimum wage

Including the salary rise as of 1 January 2024, the lowest hourly wage in the
company-specific CLAs as of this date is a minimum of €16. This amount
excludes 8% holiday allowance but includes other elements from the Personal
Budget.

4 Employer’s contribution to union dues

For each employee who becomes a member or is a member of FNV or CNV
in the first quarter of 2024, the relevant employer will pay the FNV or CNV
respectively the amount of €120. This amount will be deducted from the
relevant employee’s union dues.

5 Modernisation of the CLA

The parties to the CLA will be setting up a joint working group in 2024 to
examine how to get higher visibility for all the good things the NWb CLA has to
offer. The purpose of the working group is to create a CLA text that is readable,
inclusive and modern. The working group will submit the text and/or proposals
about structuring to the CLA parties. Any potential changes to the content will
be included in the negotiations for the next NWb CLA.
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