
                              
 

   

Final offer by employers’ organisations for CAO Glastuinbouw 
 
This document sets out the final offer by the employers’ organisations involved in the 
Collective Labour Agreement for the greenhouse horticulture sector (further: CAO 
Glastuinbouw), namely Glastuinbouw Nederland, Plantum and LTO Nederland, to the 
employee organisations involved in the CAO Glastuinbouw, namely CNV Vakmensen and 
FNV, for a CAO for the period from 1 January 2020 to 1 January 2023.  
 
The final offer is for the following wage increases for employees: 
 
From 1 January 2022 3% 
From 1 October 2022 2.5% 
A one-off payment of €500 will be granted on 1 January 2022 to full-time employees 
continuously employed between 1 January 2021 and 1 January 2022. Part-time employees 
and employees with a varying work pattern will be paid pro-rata. Payment will be made on 
the first pay date following agreement of a CAO. 
 
1) Annual Hours Model 

a) The CAO should explicitly state that the Annual Hours Model [jaarurenmodel, JUM] 
can also be applied to temporary workers, provided that all the preconditions of 
the Annual Hours Model referred to in this CAO are met.  

b) Application of the Annual Hours Model can start on the first of the month and must 
be communicated in writing to the employee by the employer no later than one 
month in advance.  

c) New employees can start on the Annual Hours Model as soon as they join, provided 
that this has been agreed in writing in their contract.  

d) The name of the Annual Hours Model is being changed to ‘Plus/Minus Roster’ 
[plus/min rooster]. 

2) The bonuses described in articles 31 and 32 are amended as described in the model 
appended hereto as Appendix 1. These bonuses apply to the Annual Hours Model and 
the standard roster. Article 22 is deleted. 

3) Article 19 paragraphs 9, 10 and 11 remain unchanged. An option for employees to 
request to work zero hours for longer than a period of four weeks is added. 

4) Expiry period 
a) The expiry period for statutory annual leave is reduced to two years on the 

following conditions: that the five-year expiry period continues to apply to existing 
holiday credit balances; that a holiday management system is in place that is easily 
understood by employees and clearly shows the different types of leave; and that 
the holiday management system clearly shows that those leave days that expire 
first are taken first. 

b) If requests for leave are turned down by the employer, the expiry deadline of two 
years does not apply to the leave days applied for.  

c) In the event of disputes concerning the expiry of annual leave and any 
consequences for the expiry period, the burden of proof lies with the employer.  

5) The chain provision remains in force as described in the CAO for the period 1 July 2018 
to 1 January 2020. This is not a change, but it is important to mention this here.  



                              
 

   

6) The start time of a shift can be moved to a later time on the same working day without 
additional compensation. Employees cannot be required to continue working after the 
end time of their originally assigned shift. This must be communicated to the employee 
in advance and therefore does not apply if the employee has already travelled to work.  

7) There is no obligation to offer pupils, students and holiday workers as defined in CAO 
2018/2019 a permanent contract nor to pay these workers for assigned shifts that have 
been cancelled; however, these workers can themselves cancel an assigned shift that 
they previously accepted without consequences.  

8) Once an employee has completed 12 months of employment, the employer must offer a 
contract with a fixed number of hours per year based on the hours worked over the 
past 12 calendar months and with a maximum of 38 hours per week.  

9) Wording on weather conditions in which it is not possible to work (‘unworkable 
weather’) is being added. The details of what constitutes unworkable weather are 
being worked out and will be included in the CAO.  

10) Failure by an employee leaving their job at their own request to adhere to their notice 
period may result in minus hours under the Annual Hours Model, which are then offset 
against annual leave hours or salary that is to be paid out. Any plus hours will be paid 
out in full. 

11) The age limit to which an overtime obligation applies will change to 58 on 31 December 
2022.  

12) Special provision for job-related wage rate: 
In Article 34 paragraph 3, ‘at least 900 hours’ is changed to ‘at least 1,000 hours’. 

13) Anniversary bonus: 
In Article 38, the phrase ‘calculated from the age of 21’ is deleted. The following is 
added: ‘Years worked by pupils and students do not count towards the number of 
years of service.’ 

14) Commuting allowance 
Article 36 paragraphs 1, 2 and 5 are deleted and replaced with the following provision: 
‘If the distance between an employee’s place of residence and workplace is between 
10 and 26 kilometres, the employee receives a tax-free commuting allowance of €0.19 
per kilometre travelled. If the commuting distance is more than 26 kilometres, the 
employee receives the maximum allowance that applies to a commuting distance of 26 
kilometres’  

15) Pay structure: 
Pay structure A (Article 34 paragraph 2b) will be abolished on 1 July 2022. Employees 
in pay structure A will be classified in the applicable job category in pay structure B 
(Article 34 paragraph 2a). The applicable wage step for an employee classified in a job 
category in pay structure B will be the same as, or one grade higher than, their pay in 
pay structure A. 
If the maximum pay for the relevant job category in pay structure B is lower than the 
employee’s current pay in pay structure A, the employee will be paid the difference 
between their current pay in pay structure A and their new pay in pay structure B in 
the form of a personal supplement [persoonlijke toeslag, PT]. This personal 
supplement is not taken into account in any pay increases. 
If in the future the employee is classified in a job-related category with higher pay, the 
difference between the new job-related wage rate in the new job category and the old 
job-related wage rate will be deducted from the personal supplement. 



                              
 

   

16) Employees in the sector will be consulted on whether they want the CAO PAWW 
(Private Supplement WW (Unemployment Benefit Scheme) and WGA (Return to Work 
[Partially or Temporarily Disabled Persons] Scheme) to continue. The outcome of this 
consultation will be shared between and, if necessary, discussed by the tripartite social 
partners. 

 
17) The following protocol agreements form part of this final offer: 

 
The first protocol agreement reads: ‘If the government offers flexibility to the sectors 
in applying the reduced-rate contribution towards unemployment benefit via the 
relevant CAO tables, then CNV Vakmensen and FNV will cooperate constructively to 
ensure that the CAO specifies what form of seasonal work is eligible for the reduced 
rate WW contribution. However, the creation by the government of flexibility 
regarding the reduced-rate WW contribution for seasonal work is not something we 
are asking the trade unions to commit to going along with in advance.  
 
The second protocol agreement reads: 
‘It will be investigated whether a longer term can be agreed between the parties for 
some of the articles of the CAO.’ 
 
The third protocol agreement reads:  
‘The parties are committed to making the wording of the CAO easy for both employers 
and employees to read and understand. The possibility of splitting the CAO into two 
parts, A and B, is being investigated. Part A would cover the subjects that are 
important for day-to-day operations in the workplace and Part B would cover the in-
depth, formal/legal and non-day-to-day subjects.’ 
 
The fourth protocol agreement reads: 
‘The parties will investigate opportunities for helping disabled employees to return to 
work as soon as possible.’ 
 
The fifth protocol agreement reads: 
‘The parties will await the outcome of the sector analysis that is currently taking 
place and will include it in the discussions on the social partners’ future policy on the 
sustainable employability of employees. The senior staff scheme and an early 
retirement scheme will also be discussed.’ 
 

The above final offer is valid until 1 February. 
  



                              
 

   

 

Appendix 1  

Overtime hours, additional hours, irregular hours 
a. Additional hours are hours over and above the contracted hours. 

b. Overtime hours are additional hours that qualify for an overtime bonus. 

c. When do additional hours qualify as overtime hours with an overtime bonus? 

i. Standard roster: 

Additional hours qualify as overtime hours if they are over and above the 
contracted hours and, at the very least, exceed the hours of a full-time 
contract based on full-time employment of 38 hours per week. 

ii. Plus/Minus Roster: 

Additional hours are plus hours in the Plus/Minus Roster for which a bonus is 

not in principle payable. At the end of an agreed period, any hours that 

have not been offset against minus hours are regarded at that point in time 

as overtime hours for which a bonus is paid. This only applies to employees 

in full-time employment. For part-time employees, the additional hours only 

qualify as overtime hours with an overtime bonus when the additional hours 

exceed a full-time employment contract based on 38 hours per week (or 

1983.6 hours per full year). 

d. Irregular hours are hours on: 

i. Mondays to Saturdays from 00:00 to 6:00, and from 00:00 to 5:00 during a 

13-week period to be designated by the employer. 

ii. Mondays to Fridays from 20:00 to 00:00, 

iii. Saturdays from 15:00 to 00:00,  

iv. Sundays from 00:00 to 00:00. 

 

Pay bonuses and other provisions  

There are five types of bonus: 

1. A bonus for overtime hours worked by employees on a full-time contract who 

work more than the agreed number of hours per week and more than a 

minimum of 38 hours per week (135%: hourly payment = 100% + 35% bonus for 

that hour) 

2. A bonus for overtime hours for more than 10 hours per day and/or more than 48 

hours per week (150%: hourly payment = 100% + 50% bonus for that hour) 

3. A bonus for working irregular hours (50%) 

4. A bonus for working on public holidays (50%) in addition to the regular pay for 

those hours worked. Employees who work on a paid public holiday are paid for 

the hours worked plus the 50% bonus in addition to their regular pay. 



                              
 

   

5. A bonus for Sunday working (100%) 

Employees who work routinely on a Sunday may work no more than 5 hours 

between the hours of 06:00 and 15:00 on that day without receiving a bonus, 

provided that they do not also work on a Saturday on the same weekend 

(formerly known as the Greenhouse Horticulture Scheme+ 

[glastuinbouwregeling+], Article 23).  

Other provisions: 

6. Article 25: The weekly shift system remains in place. 
 

7. No holiday pay is payable on the pay and bonus for hours worked as described in 

1 and 2 above. 

8. No holiday pay is payable on the bonus for hours worked as described in 3, 4 and 

5 above. However, holiday pay is payable on the regular pay for these hours.  

9. Overtime hours that are also irregular hours attract a 50% bonus, but no holiday 

pay is payable on either the pay or the bonus. 

 

Bonus model (see overleaf) 

  



                              
 

   

 

New bonus model for irregular hours 

       
Times Monday Tuesday Wednesday Thursday Friday Saturday Sunday* 

00:00              
01:00              

02:00              

03:00              

04:00              
05:00              

06:00              

07:00              

08:00              
09:00              

10:00              

11:00              

12:00              
13:00              

14:00             

15:00              

16:00              
17:00              

18:00              

19:00              

20:00              
21:00              

22:00              

23:00              

 

The blue hours in the above diagram are irregular hours. These hours attract a 50% bonus 

(except Sundays). 

All green hours are bonus-free on Saturdays. 

The brown hours in the above diagram are the irregular hours on Sundays. These hours 

attract a 100% bonus unless they are worked routinely on Sundays or the weekly shift 

system applies. 


