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Introduction

In this descriptive paper we discuss the main developments in the Dutch disability, vocational
rehabilitation and activation policies in the Netherlands. The reconstruction of relevant schemes is
described, as well as regulations on working circumstances, equal treatment, activation policies and
administration. Special attention is paid to some relations  between national Dutch and European
policies. We will summarise the main developments and draw some conclusions. The annex contains a
detailed overview of the main characteristics of the actual disability and unemployment benefit
schemes

We tried to follow the framework offered by Helen, but did not (yet) succeed in giving a full
account on all topics raised by it. On the other hand, the paper expands what has been asked for
regarding some of the issues. There is still some work to do in a later stage.

1. The reconstruction of schemes

We will discuss the main changes regarding long-term and short-term disability schemes and their
effects. Furthermore, we will shortly describe some changes in the unemployment and social assistance
schemes, as they are important for the partly disabled. Finally the scheme of general services is
described.

Long-term disability
Together with unemployment insurance the post-war, national disability insurance scheme for workers
(the WAO-act of 1967) was revised in 1987, after a reduction of the earnings-replacement ratio from
80% to 70% in 1985. In 1987 a most important change was the abolition of the provision by which
disability benefit could compensate for the bad labour market chances of partly disabled workers.
Before the revision partly disabled people without a job received a full wage-related disability benefit
for as long as their disability lasted, on the basis that their chances on the labour market were nearly
zero. It was this system, combined with the unlimited duration of the WAO benefit, which made the
WAO much more attractive than the unemployment scheme WW. From 1987 on, partially disabled
workers without a job are entitled to a partial, instead of a full, wage-related disability benefit, and for
their unemployment part they are entitled to an unemployment benefit WW. For many partly disabled
workers this meant a strong reduction of their income.

The measures taken could not prevent a further increase in the number of disability beneficiaries.
In order to reduce this volume two major laws were implemented in the early 1990s. The first one in
1992, known as the TAV, the ‘act on reducing the disability volume’, aimed at creating greater
incentives for employers to prevent claims for disability benefits. It introduced a ‘bonus-malus-system’
under which employers receive a subsidy if they employ a disabled worker for at least a year. In
addition to this once-off subsidy, a 20 per cent wage subsidy is also provided. On the other hand,
employers have to pay a fine or ‘malus’ if one of their employees gets disabled at work and has to be
fired as a result. The fine turned out to be very unpopular among employers and the administrative
boards had large practical difficulties in implementing the system. As a result it has been abolished in
1995.

In 1993 a second ‘act on reducing disability claims’, the TBA, was implemented, reducing again the
difference in attractiveness between disability and unemployment insurance.

First, the concept of disability is narrowed in a medical way. Before the TBA disability concerned a
loss of earning capacity as a consequence of illness or physical defects. In the TBA is determined that
this relation must be established directly and medical objectively . In daily practice this new concept
should take form.
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Second, the reference standard for the assessment of the degree of disability is changed. This
standard used to be the degree to which incapacitated workers could continue to earn a living with
‘suitable work’, which was defined as work suiting one’s educational level and former type and level of
job. The standard was redefined into ‘generally accepted work’, which is a broader standard, not
connected with educational and former job level. As a result more jobs are regarded as in principle
being available for the disabled, thus making it more difficult for any worker to be assessed as
incapacitated for work. In other words, according to the TBA the decision on the degree of disability
should not be determined by the lost earning capacities but by the remaining possibilities to work. This
means that only the persons who are disabled to work for long hours can get a full disablement benefit
(SN 1999, 60).

Third, every existing beneficiary of the WAO benefit younger than fifty years of age had to be re-
assessed according to the new standard. In the first two years after its implementation this rule resulted
in a withdrawal of the full WAO benefit in 50 per cent of all reassessed cases. People concerned were
declared to be fully unemployed, instead of being (partly) disabled, and had to claim unemployment
benefit, with its limited duration. Fourth, age was introduced as a criterion for level and duration of the
benefit. The WAO benefit is no longer 70 per cent of previous earnings for as long as the incapacity to
work lasts, but maximally six years if people are older than 58 years (after which they become entitled
to the state pension AOW). For younger people the period in which the WAO-benefit is wage-related
is shorter than six years. When the wage-related benefit expires people receive a lower age and wage
related ‘follow-up benefit’ for as long as disability lasts (see section 2). The difference between the old
level of 70% and the age-related ‘follow-up benefit’ is-called the WAO-gap. For about 80% of the
employees under collective agreements pension funds or private insurance companies have re-insured
this financial gap.

These ‘volume’ policies of the early 1990s did not result in a clearly long term decreasing number of
beneficiaries. At the beginning the decrease of the number of beneficiaries has been rather successful.
However, since 1996 the flow into disablement is larger than the outflow and the total of benefit-years
has increased in 1997 and 1998. Relatively spoken, there still is a small decrease. The number of
disabled beneficiaries as a percentage of the working population has decreased from 11 per cent in
1993 to 9,7 % in 1997(Ctsv 1998).

The change in the definitions of disability and suitable labour and its application in daily practice
mainly caused the decrease in the number of benefits since TBA. In the meantime some measures
were taken to remove some unintentional effects. For example, very rare functions were removed
from the so-called Function Information System (FIS) and the provisional Act Governing the
Restriction of Consequences from Disablement Criteria on Income (BIA; see section 2) is introduced
in 1996. In this way the consequences for a number of beneficiaries are eased. The BIA prevents that
some beneficiaries are confronted with social assistance and means tests.

In a further attempt to get control on the WAO inflow, the PEMBA law took effect in 1998. It aims at
influencing behaviour of employers in such a way that they feel an individual responsibility for the
prevention of disability as well as for the (re-)insertion of disabled workers. The law introduced two
measures, contribution differentiation and opting out or privatisation. Before PEMBA contributions for
the WAO scheme were not differentiated according to risk, i.e. to the number of disability claims
coming from individual firms and sectors of industry. All paid an uniform percentage of wages. Under
PEMBA such percentages, and thus the amount of contributions, is differentiated according to risk
(within certain limits) and have to be paid by the employers. As a result, firms and sectors of industry
that generate more disability claims have higher costs. They can cut costs by preventing disability
claims. This can be done either by an improvement of working circumstances, or by adapting
workplaces for disabled employees. PEMBA also offers individual firms the option to leave the
collective system for the first five years of disablement and assume responsibility for the disability and



4

subsequent benefits that it generates. (Some large companies and branches have already chosen to
‘opt out’, but the first signs are that only few will follow).

With the PEMBA-act employees derive all their disablement rights from the WAO-act. As a result
the AAW loses the character of a people’s insurance. For that reason and for efficiency reasons the
AAW-act is replaced by two new arrangements, namely the Self-employed Persons Disablement
Benefits Act (WAZ) and the Disablement Assistance Act for Handicapped Young Persons (Wajong).
The WAZ is financed by contributions of the self-employed. The Wajong is state financed. Both
benefits are related to the minimum wage (SCP 1998; Benden 1999). For more details, see section 2.

The government expects that in the first years after the introduction of the PEMBA the number of new
WAO-benefits will decrease by 10 to 15 per cent. However, recent research under employers learns,
that it is not expected that PEMBA will contribute to a more positive reintegration policy. Just 8 per
cent of the employers say to expect that disabled persons will have more changes to be appointed,
thanks to PEMBA. Only about  50% of them say that, as a consequence of the differentiation in
contributions, they will increase their investments in prevention of illness and disability. 60% of the
employers say that PEMBA is a reason to pay even more attention to the risk of disablement of new
personnel during the process of appointment. Even after the Act on Medical Examinations (WMK)1

came into effect in 1998, companies often indicate that a medical examination is carried out before new
employees are appointed and/or that they ask questions about the health of new employees (44% of all
companies). Thus, it is concluded, the negative effects of risk selection will overshadow the possibly
positive reintegration effects of PEMBA (Ctsv 1998).

Short-term disability: sickness
As with the WAO the earnings-replacement ratio for the sickness benefit scheme ZW was reduced
from 80% to 70% in 1985. However, the main revision of the ZW started in 1994. Before that benefits
for workers who were ill (for less than a year after which period the disability scheme comes into
force) were paid from the collective sickness fund for the full period. The fund was financed by
contributions from employers and employees. The relation between degree of sickness absenteeism
and costs of insurance was not strong, since contributions were only differentiated between branches
of industry. Thus, at the level of individual firms and workers, incentives to prevent sickness were
lacking. This changed with the ‘act on reducing sickness absence’ TZ of 1994. Under this law,
employers were obliged to pay sick employees at least 70 per cent of their wage for the first six weeks
of absence (two weeks for companies with less than 15 employees). Thus, the first weeks of sickness
were privatised and did not burden the national sickness fund anymore. Either employers now paid
wages for sick employees directly, or like most of them did, reinsured the risk with private insurance
companies. Reducing sickness absenteeism was further promoted by a second obligation, which held
that every firm has to develop and implement a sickness absence prevention and control policy. In
1994, another revision took place as a result of the earlier mentioned TAV law. This law introduced a
further differentiation of contributions for sickness benefit within industry sectors. Firms with higher
absenteeism than their sector’s average pay higher contributions.

The TZ, especially the part concerning privatisation of the first weeks of sickness benefit, had an
immediate and large effect on the national sickness fund. In 1993, 345,000 sickness beneficiaries were
paid compared to only 175,000 in 1994. (One should not forget that these figures do not contain the
sickness benefits paid by the private sector; in total it concerns 290,000 sickness beneficiaries)
Nevertheless, in 1994 the overall percentage of reported absenteeism (exclusive maternity benefits)
dropped from 6.2 per cent in 1993 to 4.9 per cent of total labour time in 1995 and has stayed at that
                                                                
1  In the WMK is regulated that medical examinations in case of appointments are only allowed if the function
requires special demands for medical fitness.
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lower level since then (Ctsv, 1997, 24). Although there is a natural floor to this percentage, central
government hoped that further privatisation would result in a further decrease and extended the period
in which employers had to pay wages to sick personnel to one year. This measure is known as the
WULBZ law and came into effect in March 1996. In that year absenteeism decreased with 0,3 per
cent to 4.6 per cent. In 1997 the absence because of illness was still the same as in 1996 (Ctsv 1998).
It is not sure or this decrease is caused by WULBZ. Differences may be caused by a flu epidemic in
one year or another. Nevertheless, it can be concluded that the aim ‘to drive back absenteeism’ is
realised. By far the greatest effect was caused by the TZ-act (Ctsv, 1997, 24).

WULBZ practically implies the abolition of the ZW. ZW still exists at present, since it still covers
the sickness risk of specified categories (estimated at 15 per cent of the previously covered population),
like pregnant women, (partly) disabled workers, people on temporary contracts and apprentices. But
for the largest part of the Dutch workers it is replaced by the employer’s obligation under civil law to
keep on paying wages during sickness leave. In this way the ZW is just a safety net for special groups
(see section 2).

Employers try to avoid the financial consequences of TZ and WULBZ. Thus, on a large scale they
have reinsured their obligation to continue paying wages in case of illness. The financial consequences
of the introduction of WULBZ are limited for the employees, as most companies pay 100% of wages
in case of sickness. Evaluation studies (discussed in SCP 1996) have shown that chronically ill people
and (partially) disabled people have more difficulties in (re-)entering jobs, because employers screen
new employees more stringently on their health status, and that the chances of workers with a worse
health status being fired have increased. It was also found that the number of temporary labour
contracts, as a means of prolonging the period of screening employees on their ‘sickness leave
behaviour’, nearly doubled from 1993 to 1995 from 11 per cent to 20 per cent of all labour contracts.
Hiring workers via employment agencies, to reduce the risk of sickness pay, rose in the same period
from 4 per cent to 9 per cent. But also, since WULBZ the employers have intensified absence
guidance and control of their employees in case of sickness. A trend towards a more active absence
policy can be noticed (Ctsv, 1998).

Unemployment
From the mid 1980s work-related benefit criteria and conditions have been introduced and tightened in
the unemployment insurance scheme (WW). Initially they mainly served the purpose of cutting back on
social expenditure, later they are explicitly motivated on the basis of their activating effects. Work-
related criteria and conditions make unemployment less attractive for workers and result in higher
pressures on unemployed to find work. In  1987 and in 1995 the work-relatedness of eligibility and
entitlement criteria have increased significantly. Mainly through linking them (more strongly) to a
person’s work history (for more details see the appendix). On average being unemployed now means
lower benefits, for shorter periods. As a result keeping or finding paid work has become more
important and compelling to workers.
Moreover, this also means that, if re-integration fails, especially younger partly disabled and
unemployed employees will sooner be confronted with social assistance schemes.

Social assistanceThe safety net of the Dutch social security system is the General assistance scheme
(ABW). The ABW benefits are related to the so-called social minimum and are means-tested. Every
citizen lacking sufficient means of subsistence is eligible. In 1996 the social assistance scheme is
restructured and a number of work related elements were introduced, aiming at activating the
assistance beneficiaries. The elements mainly mean that the social assistance clients are ‘activated’ in
various ways, but the possibilities of sanctioning those who do not comply, are limited (see the
appendix).
For the disabled persons two other income tested schemes are relevant, if their benefit  is less than the
minimum guaranteed income level. First, on grounds of the Supplementary Benefits Act (TW) a
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supplementary allowance can be granted to persons of 21 and above, or to persons no longer living in
their parental home. Second, disabled employees and those  younger than 21 years of age still living at
home may claim supplementary benefit on grounds of the Act on Income Provision for Older and
Partially Disabled Unemployed Employees (IOAW). For the disabled self-employed the Older and
Partially Disabled Self-Employed Persons’ Income Scheme (IOAZ)) has the same function.

General services
Since 1994 the Disablement Provisions Act (WVG, Wet voorzieningen gehandicapten) is a  social
provision on the grounds of which a municipality must ensure that handicapped persons have certain
provisions such as additions to their home and provisions for transportation. The general aims are to
encourage elderly and handicapped WVG to live on their own as long as possible, to prevent that
handicapped persons are confronted with a lot of institutions and to make provisions eligible for people
with low incomes (Toet 1997). The WVG is also introduced to stimulate that persons of 65 years and
older can make use of these provisions. Before 1994 these provisions were part of the AAW, but that
former act was meant for disabled persons younger than 65 years (TG 1999). The work provisions,
which were also part of the (former) AAW, are meant for disabled employees and self-employed.

Furthermore the General Act on Exceptional Medical Expenses (AWBZ) insures severe medical
risks and is meant for all inhabitants. The AWBZ offers home care, caring and curing in nursing homes
and hospitals and the care for mental, physical and sensorial handicapped persons (TG 1999). Finally,
since 1997 the Act on allowance for cost of maintenance of multiple and severe physical handicapped
children (TOG) offers a financial support to parents who look after their severely handicapped children
(3 till 18 years) at their home. The allowance is meant for children who otherwise would be cared for
in a nursing home financed by the AWBZ. Generally the AWBZ offers collective services. Since 1996
a new instrument of the individual budget is introduced. This instrument, meant for the sector of home
care and for mentally handicapped persons, offers people a ‘personal account’form which they can pay
services of their choice. It means more flexibility, freedom of choice and ‘tailor-made’ care (VWS
1999).

2. Working circumstances

With the realisation of the TZ in 1994 the Act on Working Circumstances (Arbo-wet) was changed. In
the Arbo-wet of 1994 employers become responsible for prevention and absence-policies in case of
sickness and disability of their employees and for (the improvement of) working circumstances. The
changes mainly mean an execution of the EEC-Directive of 12 June 1989 concerning the
implementation  of measures for stimulating the safety and health of employees at work. The Directive
has a general character and aims at a harmonisation of the general regulations in EU-countries at a
minimum level (TK 1992-1993, 22898, nr. 3)2.
According to the Arbo-wet of 1994 employers are obliged to hire the expertise of ertificated
‘occupational health and safety services (arbo-dienst). In any case the employer is obliged to make use
of these private arbo-diensten for:
                                                                
2 Furthermore the changes concern the implementation of the EEC-Directive of 24 June 1982, concerning
the risks of severe accidents related to certain industrial activities (the so-called Seveso-directive, lately changed
by the directive of 24 November 1988) and the EEC-directive of 25 June 1991 concerning the working
circumstances of atypical labour relations.
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I. support in case of absence of sick employees;
2  support in making a so called ‘inventory and evaluation of risks’ concerning labour
circumstances;
3   organising regular voluntary medical examinations of employees, medical consulting
hours; and
4   medical examination in case of appointment.

The employers’ obligation to design polices for labour circumstances and sickness absence prevention
and control must be realised in consultation with (representatives of) employees.

In 1998 the Arbo-wet is renewed. In this law the responsibility of employers and employees is
strengthened. The starting-point is that policy for working conditions must be ‘tailor made’. Therefore
the regulations are simplified and formulated as general goals. The labour-inspection controls the way
companies fulfil the rules of the Arbo-wet. Since 1998 the inspection can impose a fine on the
employer without the interference of a judge. The employer has a direct economic interest by
improving working circumstances, because of the obligation to continue paying wages to sick
employees and the introduction of differentiation in contributions in case of disablement (SN 1999, 84).
Geers and Popma (1999, 238) argue that in practice it will be rather difficult to realise the main
principles of the Arbo-wet. First, the obligation to inventory and evaluate risks is observed
insufficiently. Furthermore, the quality of the inventories is moderate. Second, the independence of the
arbo-diensten and the quality of their work are disputed. Third, the participation in companies is not
always well organised. In the years to come, the Dutch government wants to intensify its labour
circumstances’ policy. It wants to spend more money: from 25 million guilders in 1999 to 100 million
guilders in 2002. An important part of this money will be used for covenants on labour circumstances
between the government, employers and employees. The covenants aim at decreasing certain risks
within a limited period of time (Geers andma, 1999, 237).

3. Activation

Comprehensive approach
The term of activation encompasses those policy measures that are aimed at reducing the inflow of
people into social security benefits, as well as at promoting their flow out of it. In the Netherlands the
term is used interchangeably with terms like re-integration, re-insertion and participation of unemployed
people. The emphasis on activation originated in the mid 1980s, as a reaction to the then high level of
(long-term) unemployment. It became the core of Dutch socio-economic policy in the early 1990s in
which period a large number of measures were taken. From 1998 onwards concrete measures aimed
specifically at the activation of long-term unemployed and disability benefit claimants. Recently
activation policy was given a boost by the Luxembourg Employment Summit, the Treaty of Amsterdam
and the European Employment Guidelines. A National Employment Action Plan 1999 has been issued
by the Dutch Government, in which it presents (intended) measures for dealing with the Guidelines. A
new policy, the so-called ‘comprehensive approach’, is directly linked to this. According to the
government such an approach means  –above and beyond all the measures already in place for
unemployed people who are difficult to place in jobs – to intensify the policy of preventing long-term
unemployment. A successful comprehensive approach means that unemployed people actually find
work and are not simply better qualified (education, work experience).

Next, we first discuss the re-integration policies for disabled people and some developments concerning
sheltered work. Second we will deal with the more general ‘active measures’ where  also disabled
people may participate.

Reintegration
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WAGW:In relation with the revision of the WAO in 1987 the Act on Work for Disabled Workers
(WAGW 1986) was introduced. The WAGW is the first major re-integration act in the Netherlands. It
acknowledges and starts from the strongly reduced labour-market chances for disabled people due to
the growth of general unemployment in the 1980s and the increased numbers of disabled workers, c.q.
AAW/WAO-beneficiaries. Under the WAGW employers and unions were given the responsibility to
take measures to stimulate the (re-)integration of disabled workers. When after some time it would
show that their measures were insufficient a quotum, of 3% to 7%, could be imposed on a (part of) an
industrial branch.

Like the WAO and AAW, the WAGW is primarily concerned with equity and the interests of
disabled persons. It speaks of the responsibility society as a whole has for the rights and labour market
participation of those disabled people who want and are able to work, and of the solidarity that is
necessary between employers, non-disabled and disabled employees. The WAGW does not contain
much new concrete measures for the (re-)insertion of disabled people. It mainly offers a legal
framework for existing measures and imposes on employers and unions the responsibility to promote
equal chances for disabled workers and to take measures that preserve, recover and promote the
working capacities of disabled workers. For this they can use already existing (but, according to the
government, insufficiently used) possibilities under the WAO and AAW. A quotum of 3% to 7% can
be imposed on (a part of) an industrial branch if after three years results are lacking. The WAGW has
never been seriously implemented, since the proportion of disabled workers in companies has not
increased, and a quotum has not been imposed on any branch. It is generally felt that the act was used
as a ‘sweetener’ for the reforms of the WAO-in the 1980s. Yet, the WAGW is not without
significance. It is the first act in which a general concern for the growing number of disabled workers,
or claimants of disability benefits, is expressed. The explanatory note explicitly says that, next to aiming
at the self-realisation of and equal chances for disabled persons, the act  ‘…secondarily is directed at
implementing a volume policy, which is generally regarded as being necessary’. Volume policy, i.e.
policy aimed at reducing the inflow in disability schemes, is seen as necessary because too high
numbers of disability claims may have negative social effects, like too high wage costs (as a result of
high contributions) and a threat to the legitimacy and trustworthiness of the schemes. Government
expects that volume policy after some while may result in lower expenditures, lower contributions and
lower wage costs. Although, then, equity and individual interests are expressed as the primary concerns
for the WAGW, efficiency and societal interest are clearly present secondary concerns.

A basic assumption of the WAGW is that it is necessary to intervene in the labour market to
promote the chances of disabled persons. Without intervention people would have no chance of (re-
)integration, and the number of disability benefit claimants would only rise further and further. In one
sense the interventions that are possible under the WAGW are limited, because little is added to the
limited provisions of AAW and WAO and what is added is of little practical relevance. One new
measure, for instance, is that the administration of the disability benefit can claim payments from an
employer equal to the wage a fired disabled employee would have earned if the employer had made
employment possible. (Few, if any, of such payments have ever been requested). Another is that
employers have been given the obligation to adjust (access to) the workplace of any disabled employee
they have in their firm. (Control on this measure has never taken place to any serious degree). On the
other hand, however, WAGW’s intervention on the labour market is quite extensive, in the sense that
for the first time it is expressed that the implementation and administration of (existing and new) (re-
)insertion measures have to be co-ordinated more centrally. The WAGW is presented as a legal
framework for that.

REA:In order to realise a more effective reintegration policy the Occupationally Handicapped
Reintegration Act (REA) replaced the WAGW in 1998. REA replaces WAGW and contains several
new incentives for employers and employees.



9

Like the WAGW, it functions as a comprehensive legal framework for measures aimed at
stimulating employers, employees and administrative bodies to promote the (re-)integration of disabled
people. It has a more general character than TAV, TBA and AMBER, since it stresses the interests of
disabled people (while keeping an eye on the negative social and economic effects of the disability
volume); it stresses more explicitly equity as a reason for (re-)integration (be it that it argues that in
individual cases there has to be a certain balance between the costs of re-integration and the possible
gains); and it imposes on employers and employees unions the general responsibility for promoting the
labour market participation for disabled people.

Like WAGW, REA takes existing measures as a starting point, and adds others to it. Government
expresses as its view that there is not so much a lack of measures, but of results. Government
acknowledges that this might have to do with measures, taken, e.g. with regard to short-term disability,
that induce employers to avoid employing workers with health problems. Therefore, it introduces with
REA that employers get a fixed budget in case a job is offered to a disabled person. From this budget
the employer is expected to pay the necessary workplace adaptations and access improvements. If
costs are less than the budget the surplus does not have to be re-imbursed. If costs exceed the budget,
an extra amount is possible. Furthermore, under REA the sickness pay for an employed disabled
person will be paid from the national sickness fund, in stead of by the employer, so that the possible
extra sickness risk will not burden the wage cost. The employer can get a reduction on his WAO-
contributions if 5% or more of his wages is paid to disabled employees. Furthermore, in the WAO is
regulated that disabled beneficiaries older than 45 years who accept a job and therewith lose their
benefits, regain their old benefit rights, if they get disabled again within five years.

There is also a trend to give the disabled person more responsibilities. For example with the
introduction of REA an experiment started to give the disabled persons an individual budget. They can
use this budget to buy services for their own reintegration. The experiment will be evaluated after two
years (Ctsv 1998). With regard to access government is taking quite an explicit point of view: REA
sets the conditions, it is up to employers and disabled persons to make use of it.

During the first year the employer, supported by the ’arbo-dienst’ of his choice (see section on
’working circumstances’), is primarily responsible for the reintegration of his disabled employees. After
that the UVI takes over this responsibility. Especially if it concerns the reintegration by the former
employer. If that reintegration is not successful, the public Employment Service becomes involved in
the reintegration process

The UVI’s do not have much power to influence the process of reintegration during the first year
of illness. Even after the first year they do not have many possibilities as they have to contract out that
task to the Employment Services. Since 1998 80 per cent of the reintegration is done by these Services.
Furthermore, the UVI’s and the Employment Services have proved to be slow starters as far as
reintegration is concerned (Ctsv 1998). However, when the phase of disability starts, there are other
possibilities to influence the number of disabled people. For example, it shows that stronger control on
medical advisors and labour experts (if they declare claimants totally disabled) influence their decisions.
It seems that such control of the ’gatekeepers’ leads to less employees being declared disabled (Ctsv
1998).

In 1997 just one out of twenty companies have succeeded in reaching the quotum of 5% which
was imposed in the WAGW (1986). It is not expected that the new REA act will bring much change.
In 1997 the augmented yearly number of 15,000 re-integrated persons by employment finding is already
reached. It is not sure that REA will enlarge that number. Furthermore, reinsertion does not always
mean that the number of disabled beneficiaries decreases, as it is possible that partially disabled only
work for the part that they are not disabled but unemployed (their remaining earning capacity) (Ctsv
1998).
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Sheltered work
As far as sheltered work is concerned, the 1969 and 1998 Acts on Sheltered Workplaces will be
discussed here.

In 1969 the Act on Sheltered Workplaces (WSW) provides working places for those disabled
persons who can carry out certain types of activities and are thus capable of work, but for whom, due
to personal circumstances, employment under normal conditions and at a normal pace is not possible.
Municipalities have to organise sheltered workplaces in which the working capabilities of the persons
involved can be preserved, recovered or stimulated. The WSW is not primarily aiming at re-integrating
people back into regular paid labour.

The WSW sees training of disabled persons as a means of preserving, recovering and stimulating
their capabilities, aimed at promoting their social inclusion. Training is thus seen as an investment in
inclusion. Like the WAO it is based on the two principles of right to self-realisation and equality of
chances, implying that equity and the interests of the individuals involved are the main concern. The
WSW offers workplaces and a wage, in stead of benefits. The wage level is at or just above the
minimum wage, implying that most disabled persons would gain from being employed at a WSW place.
The wage is not being used as an instrument to stimulate people to look for a job at the regular paid
labour market. Participation at this market is not the ultimate goal of the WSW. Access to the WSW is
possible for all disabled persons within the boundaries of a certain municipality who are registered as
looking for a job at a labour office, but who, according to this office, have no real chance on the regular
market. Participation in a WSW-job or not has no relation with level and duration of the AAW/WAO
benefit.

The WSW creates a separate labour market for a specific group of disabled workers. The creation
of sheltered workplaces would be based on a perceived limited economic productivity of disabled
persons and on a wish for preventing distortions on the normal labour market. However, the sheltered
workplace can also been seen as one among other instruments that are offered to make work possible
for those disabled persons that want to work.

In 1998 a new act on sheltered labour (WSW 1998) has come into effect. In the WSW 1998 the
responsibilities of the municipalities are defined more strictly. Placing or detaching in a regular
workplace is now possible, as well as a normalisation of the labour relation. In this way the chances for
flowing into the regular labour market increases. The possibility of offering a workplace in an especially
established sheltered workshop remains. But it can be concluded that in the WSW 1998  re-integrating
people back into regular paid labour has become more important. Furthermore the definition of the
personal scope is sharpened. To be eligible for the WSW 1998 there must be a question of medical
indicated limitations of a physical, rational or mental kind. Thus, it does not concern the handicap itself
but the limitations in relation to the work to do. In this way the Netherlands harmonize with the
approach in other European countries (Belgium, Germany, Spain, France and Great Britain). In
December 1997 there were about 85.000 WSW-employees.
General activation measures
Besides the actvation policies strictly meant for disabled people, there are a number of active measures
primarily meant for the unemployed, and thus also of importance for partly disabled persons.

The problem of long-term and youth unemployment is the subject of special measures since 1989
(Banenpool, JWG, Melkert jobs) and the core of the WIW, which integrated a number of such
measures.
In 1989 the Experiment Additional Labour (Experiment Additionele Arbeid- EAA) was introduced for
long-term (i.e. >three years) unemployed. Around 600 additional jobs were created by the government.
In 1990 the EAA was replaced by the Banenpool, which also offered additional jobs for long-term (i.e.
> three years) unemployed, to approximately 23.000 people, who could thereby gain working
experience. In contrast to EAA, which only gave temporary (1.5 years) jobs, the Banenpool was a
semi-permanent appointment. One main problem of the Banenpool was the reward, which was only
minimum wage, thereby not offering a big incentive to accept the additional jobs (SCP 1992). The main
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goal of the Banenpool was to lead people to the ‘normal’ labour market by giving them working
experience. This was another problem. Figures from the Ministry of Social Affairs (1998) show that
only around 8 percent of Banenpool participants were able to leave the Banenpool and got a regular
job. In 1998 the Banenpool was taken into the WIW, the Jobseekers Re-employement Act (Wet
inschakeling werkzoekenden - WIW).

For tackling the problem of young unemployed the Temporary Provision on Local Employment
Initiatives for Youth (Tijdelijke Voorziening Gemeentelijke Werkgelegenheidsinitiatieven voor
jongeren - TV-GWJ) was introduced in 1989. It offered additional jobs for  unemployed under 21
years. Around 7.000 youngsters joined this temporary experiment (Van Oorschot, Engelfriet, 1999).
Since 1992 this idea was more fully taken over by the Youth Work Guarantee Scheme
(Jeugdwerkgarantieplan - JWG), which offered a comprehensive approach to all young unemployed.
This means that the state guarantees that for every young (<21 years and school leavers <27 years)
unemployed person a job is being offered. Around 25,000 people had a job in the JWG. In contrast to
the Banenpool, JWG-jobs were not permanent, but lasted for a maximum of two years. The outflow to
regular jobs was larger in the JWG than was in the Banenpool (SCP, 1996): around 30 percent of the
participants found a regular job after participating in the JWG. In 1998 the JWG was also taken into the
WIW.

In 1994 the new Dutch government put a big focus on creating labour by stating that their main goal
would be ‘work, work, work’. One of the results of this ‘approach’ was the creation of thousands of
additional jobs, called ‘Melkert-jobs’, after the Minister of Social Affairs, Ad Melkert. In 1996 more
than 65,000 unemployed were employed in one of the four Melkert-projects (Van Oorschot, Engelfriet,
1999).
Melkert I-jobs were created in the public sector (safety, supervision, child care, etc.) as 40,000
permanent jobs. Melkert II-jobs were created (20,000 in total) in the private sector and offered
additional jobs. Melkert III-jobs (around 7,500) were used as experiments for ‘social activation’. This
means that the outflow to regular work was not the main goal. The idea was that for people without
good prospects for a paid job experiments were introduced to stimulate them to take part in social and
cultural activities, mainly in the form of voluntary work. Melkert IV-jobs (4,000) were jobs in the
cleaning business. To drive back ‘moonlight-work’ in this sector, cheap legal jobs were offered to
individual households. Melkert II and III jobs were taken into the WIW in 1998.

In 1998 the WIW was introduced as a more integrated measure of activation policies. The problem
for local authorities was that there were so many different policies with so many different goals. The
WIW tries to facilitate the combination of the use of different activation measures at once, thereby
enlarging the possibilities of finding a job. The WIW is no longer restricted to long-term or young
unemployed, but meant for all unemployed who need a ‘hand’ by finding a job (TK 1996-1997, 25122).

The number of measures of the WIW is on principle unlimited. Although the law mentions several
measures, the municipality is free to take other actions that aim at re-integration of unemployed. The
idea is that local authorities have a better view on local possibilities and restraints, and therefore they
should be given the opportunity to form their own policies.

Condition for the obtainment of government subsidy is that all WIW based projects lead to the
entrance to the labour market or, if that seems impossible at first, to activities that are socially
desirable. The local communities have much freedom in filling in this aim, but there is an obligation to
co-operate with regional Centers of Work and Income.

WIW-Employment
The main part of the WIW is WIW-employment. These are additional jobs which create a
employer-employee relationship between the municipality and the unemployed person. The main goal is
finally the outflow to regular work. If this cannot be done, then activities that give the unemployed
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person and society useful extras, in terms of participation and useful services, are seen to be fulfilling
the goals of the WIW. A job that is seen as WIW-employment is a 32-hours-a-week-job. Payment is at
the minimum wage.  The maximum duration is four years. After this period, the unemployed person will
qualify for social activation. To ensure that all the created jobs are additional, some criteria are
mentioned in the new act. For example, WIW-employment should not replace positions of former
employees that have recently been fired.

One element of the WIW-employment is JWG. The difference with the JWG before 1998 is that
there is a simplification of rules and more budget. Every JWG-job comes with a ‘contract’ that states
the duties and rights of both parties (unemployed and municipality). Also, there is more focus on
schooling and outflow to regular jobs. Only young unemployed up to the age of 23 are allowed to JWG
under WIW.
It gives youngsters a ‘comprehensive approach’ (see further on), which has to be fulfilled within six
months, according to Pillar I of the Dutch 1999 Employment Guidelines. A joint plan is drawn up, at the
time of registration, with every young person, with the aim of guiding that person towards the labour
market. If this goal has not been fulfilled, even after 12 months, the person is offered employment in
return of the minimum wage by the government.
The National Employment Action Plan 1999 of the Netherlands stresses the success of the approach in
the WIW towards youngsters in the ‘best practices’-section. This is, among other reasons, due to the
fact that the focus is on local determinants, strict plan-making between the two parties and
opportunities to tailor the path that has to be taken especially for an individual.

Another part of WIW-employment is the Banenpool (Jobs-pool). The difference with the
Banenpool before 1998 is that it is no longer necessary to be unemployed for at least 3 years. If it is
felt that Banenpool is the best way to find a new job, any unemployed can get into this program. The
number of Banenpool-jobs has been extended since 1998, to shorten the long waiting lists. There is also
introduced a possibility to gain a salary up to 120% of the minimum wage, which makes the
employment more attractive. Finally, just as in the JWG, there is a bigger focus on schooling and
outflow.
Melkert-II and Melkert-III are now also seen as WIW-employment. There are no big policy changes,
except for the name: WIW-employment.

The second part of the WIW is the Work experience-jobs. The difference with WIW-employment
is that there is no employer-employee relationship between the unemployed person and the municipality,
but between the unemployed person and a private employer. There is a minimum duration of six
months, after which the intention is to keep the job at the same employer as a regular job. The private
employer receives subsidy for the WIW Work experience-job.

The third part of the WIW is schooling. Several already existing schooling programs can be
financed by WIW-subsidy. This is the first goal. If there is no adequate schooling or training available,
then a new program might be set up, but this is not seen as very desirable, since the number of
schooling possibilities is already very large. Another possibility is the combination of work and learning,
or vocational training of young people.

The fourth part contains several other possibilities, such as day care subsidies for unemployed
persons to facilitate the combination of work and raising children. Municipalities can design their own
policies in this field.

A final part of the WIW is the incentive-budget. This is meant as a positive (‘carrot’) incentive
which can be received by an unemployed person if one accepts a job, or if one finishes schooling. The
maximum of this one-off-subsidy is Dfl. 2100,=. Besides that, the newly employed worker might get an
bonus of max. Dfl. 3240,= a year in order to prevent poverty trap-effects.
Melkert-I has not been incorporated  in the WIW,  because Melkert-I jobs do not have a direct aim at
getting a paid, regular job, which is necessary under WIW. The success of the Melkert-I jobs is,
however, big enough to continue the program. In 1999, the Dutch government decided to enlarge the
number of participant from 40,000 to 60,000 and to rename the program into I/D-jobs, which stands for
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Inflow/Outflow (Instroom/Doorstroom)-jobs. This indicates that there is a final aim at outflow to
regular jobs under Melkert-I too, but  only after five years of being in Melkert-I it is possible to qualify
for an ‘outflow’-job. Until the year 2000 the I/D-jobs will continue to exist as a separate means of
activation besides WIW.
The I/D-jobs  are permanent jobs for long-term (>1 year) unemployed persons in the non-profit sector.
The jobs are fully subsidised. Examples are city-guards, supervisors in public areas (museums,
playgrounds, etc.) and several other useful jobs that provide in a public demand for more safety and
supervision in everyday life.

Taxes
A great success in terms of participation seems to be the Special Tax Reduction (WVA-SPAK),

which offers a tax and social security contribution reduction for employers on the wages of those of
their employees with a salary below 115% of the minimum wage. This measure aims to stimulate
employment at lower job levels for which low-skilled unemployed could qualify. First evaluations of the
scheme shown that it is also a success in terms of enhancing the labour participation of unemployed
people (SN1999).

In 1998 the government agreed on a far-reaching reform of the tax system with, as its major aims,
the promotion of employment and reducing the tax burden on labour. It is expected that the new system
will come into force in 2001. Among others, in the area of the labour market, the following
threeproposals are formulated: (a) reduction of all rates of taxes on wages;(b)  a work incentive in the
form of an tax credit (up to 690 euro a year) for every worker with an income exceeding half the
minimum wage. This will give the unemployed an additional incentive to seek and accept work; and (c)
the system of personal tax allowances is to be replaced by a system of tax credits. Tax credits will give
everyone an equal financial benefit, unlike personal tax allowances, which benefit tax-payers in the
higher tax brackets. The new system of tax credits will encourage lower-paid partners to work. In the
current system a breadwinner is allowed to cash in his partner's personal tax allowance, often
producing a higher gain than if the partner were to use the allowance. This will not be the case under
the tax credits system (NAP 1999).

4. Equal treatment

Member states of the EC identify prejudices against disabled people or the reservations of some non-
disabled people with regard to the capabilities of disabled people as an obstacle to their entering the
labour market. Difficulties in accessing public buildings, transportation and the workplace are equally
mentioned as impeding the full participation of disabled people in society and particularly in employment
(SEC 1998 1550).
A proposal for legislative procedures for equal treatment of disabled and chronically sick people is
currently being prepared in the Netherlands (TK 1997-1998, 24170 nr. 36). This legislation relates to
recruitment and selection, sport and access to buildings and entitles disabled people and chronic sick
persons to equal treatment in law. However, the legislation process is delayed, due to the complexity of
the legislation route and the insufficient insights in the social effects of the new act.

For the new act on ‘equal treatment of disabled and chronic sick persons’ the government has
chosen for an ‘extension act’, as it fills up other acts on equal treatment (e.g. acts against age
discrimination, equal treatment of men and women, WSW and REA). Government explicitly declares
that besides national developments this choice is also inspired by the start of the implementation of
article 13 of the Amsterdam Treaty  (TK 1999-2000 24170, nr. 46).

5. Administration

Public and private
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The developments in sickness and disability schemes are accompanied by changes in the social security
administration. Since 1952 industrial insurance boards administered the workers’ insurances.
Representatives of employers and employees managed these boards. In 1993 a research commission
of Parliament concluded that the way in which the boards administered the workers disability-insurance
(WAO), had contributed to the large number of beneficiaries (see before). In 1995 the boards were
forbidden to administer the workers’ insurances. They were separated from their administrations,
which were reorganised into so called ’social security executive institutions’ (uitvoeringsinstellingen:
UVI’s). Two years later, in 1997, the boards were abolished. Since then the National Social Security
Institute (LISV) administers the workers insurances. The LISV is assigned the task of administering
workers insurances schemes through contracts with the UVI’s. The LISV is charged with the co-
ordination of the administrative tasks. This co-ordination is notably important as far as the medico-
ergonomic assessment of incapacity for work is concerned. Among other things, the LISV is also
responsible for the improvement of the co-operation between the agencies and other actors in the field
of social legislation, such as social services in the municipalities and Employment Services (Pieters,
1997).
For this co-operation Centers for Work and Income (CWI) are established. At the moment about fifty
Centers are operational. In the nearby future more than 200 Centers must function in the field of job
brokerage and reintegration.

Until a few months ago the Dutch government wanted to privatise the five existing
UVI’s completely. However, since October this year she intends to unite them in one public
organisation, called the Executive Institution Workers Insurances (Uitvoeringsorgaan
Werknemersverzekeringen: UWV). Furthermore the re-integration of unemployed and disabled
persons will be executed by private reintegration services. Employers will become the principles for the
reintegration of sick and disabled employees, in line with the activities of the existing arbo-diensten. For
the unemployed the UWV will  contract the private reintegration services. These reintegrations will be
publicly financed. Furthermore  the UWV collects the public contributions, decides on benefit claims
and distributes the benefits. In this new concept the CWI offer the public services for mediation,
executes the administrative and qualifying intake of unemployed persons and determine their ‘distance’
to the labour market (four phases are distinguished). CWI also give a reintegration-advice for each
client and collect the information which is necessary for a benefit. For optimal services regional
coordination between CWI, municipalities and UWV is required. On a national level the new National
Institute for Work and Income (Landelijk Instituut voor Werk en Inkomen: LIWI) is responsible for the
functioning of the CWI and for some other legal tasks, which are now executed by the public
Employment Services. Finally the existing Council of Supervising Social Insurances (College toezicht
sociale verzekeringen: Ctsv) remains the supervisor.
Among other tings, the government expects that this mix of public execution and private integration
changes contributes to better management, a more efficient administration and supervision. However,
these changes will not take place before the year 2001 (SZW 1999) and are opposed in their present
form strongly by social partners.

Implementation in 1999
For the moment the implementation of the comprehensive approach in 1999 fits in with the division of
responsibilities as this applies in the Netherlands for reintegration. This means that implementation is
undertaken by three bodies, specifically LISV, the municipalities and the Employment Services (Nap
1999):
1-  The LISV is responsible for the reintegration of those entitled to unemployment
benefit. These are people who have worked in the past and who have therefore accumulated an
entitlement to benefit under the Unemployment Insurance Act (WW). The LISV assigns
implementation to  the four UVI’s, i.e. the Industrial Insurance Administration Office (GAK), the
Social Fund for the Building Industry (SFB), the Municipal Executive Body (GUO) and Cadans.
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2  The municipalities are responsible for the reintegration of people who only receive a
social security benefit (benefit pursuant to the ABW, IOAW or IOAZ). The comprehensive approach
among the municipalities is beginning in 1999 with the 25 large cities, in other words those with which a
city agreement is being concluded within the framework of the Large Towns Policy.
3  The Employment Services have a general reintegration responsibility both for those
entitled to benefit and those not entitled to benefit.

6. National and European policies

This section contains a general description of the main actors in the field of disability and
unemployment policy on the national level. We pay attention to some interrelations between Dutch and
European policies.

Actors
In the Netherlands, the policy field for disabled and handicapped persons is rather complex. Five
ministries are involved. First, the Ministry of Social Affairs and Employment (SZW) has a special
concern for disabled employees and self-employed, prevention, reintegration and income protection.
Second, the Ministry of Health, Well-being and Sport (VWS) is specifically focussed on care and cure
policies, among others especially for the severe handicapped persons, and it is also responsible for
policies aiming at societal participation of the handicapped.  Furthermore the three Ministries of
Education, Transport and Public housing participate in the interdepartmental commission for
handicapped policies .

Policy making is primarily the responsibility of government and parliament and within that process
political parties play their role. If we concentrate on the policies for disabled employees and self-
employed than, besides SZW, the social partners (organisations of employers, unions) branch-
organisations, social security institutions and municipalities  play an important role too. The same goes
for the Labour foundation (Stichting van de Arbeid), a consultation institute of employers and unions,
and the Social Economic Council (SER). Employers, employees and independent members  are part of
the SER. Finally  interest groups of beneficiaries can be mentioned.
If we look at the general policies for the handicapped all kind of institutions concerned with care and
cure activities are more or less intensively concerned with this policy field. We limit ourselves to
mention the  care-insurers, the National Health council (Ziekfondsraad), The Dutch Institute for Care
and Well being (Nederlands Instituut voor Zorg en Welzijn: NIZW) and interest groups of handicapped
persons (e.g, the Federation of the Dutch Handicapped council (Federatie Nederlandse
Gehandicaptenraad: GR; and the Society of Handicap care the Netherlands (Vereniging
Gehandicaptenzorg Nederland: VGN).
It can be assumed that the Dutch political parties, social partners, interest and others groups have
connections with comparable institutions at an European level. However, it takes to far for this paper to
fully elaborate these networks of national and European institutions.

Interrelations
In the foregoing sections it is indicated that the European directives have a clear influence on Dutch
policies concerning disability and unemployment. Furthermore, it is obvious that there are relations
between these two policy levels. First, were the European level refers to Dutch policy examples (e.g.
the occupational health and safety services: arbo-diensten. in: SEC 1998). Second, were Dutch policy
makers refer to European regulations and intentions, such as directives, treaties and European
guidelines. Before, we have mentioned  the directives concerning working circumstances and equal
treatment, the implementation of the Amsterdam treaty (art. 13), the European guidelines and the NAP
1999. According to the Dutch government, with the implementation of  WIW and REA a
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comprehensive approach exists for respectively the unemployed and the occupationally handicapped. In
this way Dutch policies come towards the requirements of the guidelines concerning the unemployed
and  reintegration for (occupationally) handicapped people (pillar 1 ‘Improving employability’,  NAP
1999).

Furthermore,  it is not always easy to say if Europan policies precede Dutch policies or the other
way around. For example, in 1999 the European council declares that employment is the top priority of
the European Union (EC 1999). A few years earlier, in  1994, the Dutch government has already
stated that their main goal is ‘work, work, work’(see before). Furthermore she writes that he first

employment Guideline has already formed part of Dutch labour market policy since 1992 (NAP 1999). It can even
be concluded that in the Netherlands ‘the shift from passive income to active labour market measures
(...) has gone beyond the policy design’ (SEC 19998) and implemented in Dutch daily policy-practice
and in general more employment is realised 3. Thus, Dutch policies precede European policies. On the
other hand, the resolution of the European council of 17 June 1999 concerning equal chances for work
for handicapped people refers among others to: the Foundation treaty of the European Community, an
ILO- treaty of 20 June 1983, a Resolution of the United Nations (20 December 1993) and European
recommendations (24 juli 1986 and 9 April 1992) concerning occupational rehabilitation, reintegration,
employment and equal chances for handicapped persons (ER 1999). If we take these documents into
account, than Dutch policies follow European (and other international) policies.

Two conclusions can be drawn. First,  that interrelations exist between Dutch and European
policies, but that it is rather difficult to indicate to which degree they are influenced by each other.
Second, a thorough analysis of national and European policies  is required, before it can be concluded
that national policies precede and influence European policies or vice versa. An analysis which goes
beyond the scope of this paper.

7. Summary and conclusions

Over the years, but mainly in the beginning of the 1990s, government took a series of legislative and
incentives measures directed at stimulating employers to hire and not to fire disabled workers, and at
stimulating claimants of disability benefits to accept jobs. The Dutch government’s ‘battle against
disability numbers’ has only been partly successful. The growth in numbers of claimants has been put
to a halt, but there is no sign yet of a substantial decrease. It seems that the stop in the growth of
claimant numbers is more the ’passive’ result of re-labelling disabled workers to unemployed workers
(e.g. as a result of the re-assessment of those under 50 years of age and the broadening of the
assessment standard from ‘unfit for suitable work’ to ‘unfit for generally accepted work’), than that it
is the ’active’ result of a successful implementation of all the measures taken. The sheer number of
claimants in relation to the limited number of jobs that are available and the limited capacities of
administrative bodies justify a sceptical view on the actual and possible effects of the stimulus
measures. For the future it is not to be expected that the number of disability claimants will drop
strongly. There is the ‘greying’ of the Dutch labour force, but as important seems to be the conclusion
that the policy shift, including policies with regard to short-term disability, has resulted in a tension
between, on the one hand, extended measures to (re-)integrate people with working disabilities and, on
the other hand, the fact that incentives for employers have been constructed such that they profit from
hiring employers with a minimal disability and sickness risk. Moreover, although the financial incentives
in the short term and long term disability acts aim at more prevention by employers and companies
most of them choose for more absence control, risk selection and medical examinations (ZARA 1997,

                                                                
3 In this perspective, it may be noted that using a percentage of GDP as an indicator for the attention paid
to active labour market policies (SEC 1998), in our opinion, does not imply that more expenditures mean more
effective policies.



16

111. In: Geerts and Popma 1999, 240). Presumably the financial incentives are greatly neutralised by
private reinsurance of  the risks of sickness and disablement .

A second conclusion is that Dutch government from time to time feels a need of formulating a
more general law on the (re-)integration of disabled persons that functions as a legal framework
encompassing the variety of existing measures, and which is based on more general concerns regarding
equity for all, equality of chances and the right to self-realisation. Acknowledging the limited success of
the separate legislative and stimulus measures it seems as if government from time to time wants to
remind society and all actors involved (administrative bodies, employers, unions, workers) of the
importance of the rehabilitation and (re-)integration of disabled citizens and asks for a stronger
commitment in return for more extended and far-reaching legislation. The Ctsv, the national supervisor
of the social insurances, says in 1998 that the reintegration of disabled persons into the labour market is
far from successful. Perhaps one of the causes is the separation between the (reintegration-
)responsibilities for short term disabled (employer and arbo-dienst) and long term disabled (UVI’s,
labour mediation services and employers). Another reason may be that, according to others, the effect
of the working circumstances policies is uncertain.

A third conclusion is that one of the effects of the privatisation of the sickness and disablement
schemes is that more measures are necessary to protect different groups against the unintentional
outcomes of the policies (for example, the safety net ZW, BIA, WMK). All together the system has
become much more complicated.

In short, the final conclusion is that the reconstruction’s aim of reducing the inflow in the disability
schemes has prevailed over the vocational rehabilitation of disabled people.

Finally, in the Netherlands and on the European level many actors are involved in policies on
disablement and unemployment. However, the connections between these actors are not fully
elaborated in this paper. As far as the interrelations between the Dutch and European policies are
concerned, it is clear tat European directives have a straightforward influence on Dutch social policies
(e.g. working circumstances and equal treatment). Although, there exists some time lag between the
European decision making and the national implementation. As the NAP 1999 shows, it is clear that the
Dutch policies on disablement and unemployment rather easily fit in the broad framework of the
European guidelines. However, it is rather difficult to conclude to what extent European policies
precede and influence national policies or the other way around. A thorough analyse of national an
international policies is required to answer that question. An analyse that goes beyond the scope of this
paper. Nevertheless, our analyse of Dutch policies and the comparison with European policies makes
us conclude that national developments and motives are dominant for the developments in Dutch
policies concerning disabled and  unemployed persons. However, these policies are not in conflict with
European policies.
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Appendix

Disability and unemployment schemes: an overview
This annex contains a more dertailed overview on access, level and duration only for the long and short
term disablement benefit schemes and the unemployment schemes that are in operation at present.

WAO (1998) Disablement Benefits Act
The WAO entitles disabled employees under the age of 65 to a benefit if they are still at least 15%
unfit for accepted employment after 52 weeks of disability. WAO benefit can be claimed for a period
of five years. Application to prolong this benefit must be made at least three months before the
termination of this five-year period.
The WAO benefit consists of two phases:
Benefit to recompense for loss of income on the basis of the daily wage. The duration of this benefit
depends on the employee’s age on the date of commencement of WAO benefit.

Age Duration Age Duration
up to 32 0 years 48-52 2 years
33-37 0.5 years 53-57 3 years
38-42 1 year 58 6 years
43-47 1.5 years 59 or older up to 65th birthday

Follow-up benefit which is based on the follow-up daily wage. In principle, follow-up benefit can be
drawn until the age of 65.

The amount of benefit depends on:
1. the degree of disablement, and
2  the employee’s last earned wage (daily pay) as well as his age on the date on which
the benefit commences.

The degree of disablement is determined on the basis of what a person can still earn from accepted
employment. Accepted employment is any employment a person is able to do considering his or her
health and abilities. These earnings are compared against the original earning capacity of the person
concerned.

There are seven classes of disablement:
For a disablement
 percentage of:

the benefit is:

15 to 25 %
25 to 35 %
35 to 45 %
45 to 55 %
55 to 65 %
65 to 80 %
80 % or more

14% of 100/108 times the daily wage or follow-up daily wage
21% of 100/108 times the daily wage or follow-up daily wage
28% of 100/108 times the daily wage or follow-up daily wage
35% of 100/108 times the daily wage or follow-up daily wage
42% of 100/108 times the daily wage or follow-up daily wage
50.75% of 100/108 times the daily wage or follow-up daily wage
70% of 100/108 times the daily wage or follow-up daily wage

Follow-up daily wage is calculated as follows: For each year that a person is over 15 on the date on
which his WAO benefit takes effect, 2% of the difference between his previous wage (a maximum of
Dfl. 310.95 per day as of 1 January 1999) and the minimum wage is added to the minimum wage. For
example, if a person is 45 on the date on which his WAO benefit starts he is 30 years over the age of
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15, this is then (30 * 2% =) 60% of that difference. The amount thus obtained is used as the basis in
calculating the benefit rate.
The maximum daily wage as established under the WAO (per 1 January 1999) is Dfl. 310.95. 8% of
the benefit is reserved each month for holiday allowance, which is paid out each year in May.
If the WAO benefit, together with any other family income, is less than the minimum guaranteed
income, a supplementary benefit may be applied for under the Supplementary Benefits Act (TW).
Upon the decease of an WAO benefit recipient, his next of kin are entitled to a death grant.

WAZ (1998) Self-employed Persons Disablement Benefits Act
The WAZ insures loss of earnings resulting from long-term disability. All self-employed persons and
their spouses who help in the business, as well as professionals are insured under the WAZ as long as
they are below the age of 65. Professionals are for instance: managing director-major shareholders,
alpha, domestic help-workers, clergymen, domestic staff employed on a basis of less than three days a
week. Participation is compulsory.
The amount of benefit paid out depends on the degree of invalidity and the basic rate (the amount of
lost earnings). The insured person must actually have had an income. The sum in question here is taken
to be the income over the financial or calendar year prior to disablement. However, since self-
employed persons often have an income that fluctuates, the average income over the previous five
financial or calendar years may be taken for all insured persons if that sum is more favourable. The
maximum basic rate is the minimum (youth) wage.

As of 1 January 1999 the
maximum basic rate per day is

If the percentage of
disability is:

then the benefit is

Age 23 and above Dfl. 107.83 less than 25% Nil
Age 22 Dfl.  91.65 Between 25 and 35% 21% of the basic rate
Age 21 Dfl. 78.17 Between 35 and 45% 28% of the basic rate
Age 20 Dfl. 66.31 Between 45 and 55% 35% of the basic rate
Age 19 Dfl. 56.61 Between 55 and 65% 42% of the basic rate
Age 18 Dfl. 49.06 Between 65 and 80% 50.75% of the basic rate

80% upwards 70% of the basic rate

Holiday allowance is paid out in May of each year (8% of the WAZ benefit).

If WAZ benefit, together with any other family income, is less than the minimum guaranteed income
level an additional payment may be claimed on the basis of the Supplementary Benefit Act (TW).
To become entitled to WAZ benefit one must also:
a. have worked with the objective of realising profit or other income over the 52 weeks
immediately prior to the day on which you become incapacitated for work. This need not only have
been work as a WAZ insured party;
2  have been incapacitated for work for at least 25% over an uninterrupted period of 52
weeks;
3  after which you were incapacitated for your current work for at least 25%;
4  report your incapacity for work to the social security agency within a period of 13
weeks after the onset of that incapacity.
5  apply for WAZ benefit at the social security agency within a period of 9 months after
your incapacity for work first started.

WAZ benefit can be claimed for a period of five years. A new application for benefit must be made at
least three months before termination of this five-year period. If the WAZ claimant comes to decease,
the surviving relatives are entitled to a death grant.
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Females insured under the WAZ are entitled to maternity benefit over a period of 16 weeks at least
(100% of the minimum wage – at least if that was earned – or less). This benefit can also be used for
replacement staff. Should this be the case, the benefit (gross) is paid out to the organisation that
provides the replacement.

Wajong (1998) Disablement Assistance Act for Handicapped Young Persons
The Wajong makes provision for a minimum benefit for young handicapped people. The persons
concerned are residents of the Netherlands who:
1• upon reaching their 17th birthday are incapacitated for work, or
2  have become disabled since that date and who were students for at least a period of
six months in the year immediately prior to that date. A student is a person who receives a study grant
by virtue of the Student Finance Act or the Study Cost Allowance Act.
In the category of student are also those persons whose parents receive child allowance in connection
with their study and also those persons who do not belong to these groups but who are under the age of
30 and follow lessons or practical training for at least 213 hours per three months. However,
apprentices or trainees are always regarded as students, whatever their age.
Wajong benefit depends on the degree of disability and the benefit basis. The basic rate for this benefit
is the minimum (youth) wage and is the same as for the WAZ- beneficiaries (see before).

If the young handicapped person needs help to such an extent that regular minding and care is
essential, benefit may be increased up to a maximum of 100% of the basic rate. This does not apply if
the person in question is cared for in an institution and the costs thereof are paid for by an insurer.

A young handicapped person is entitled to Wajong benefit:
1• after his 17th birthday, or
2  after the day on which, as a student, he became incapacitated for work
3  was declared unfit for work, at least 25%, for an uninterrupted period of 52
weeks; and
4   since then has been incapacitated for 25% or more.
The young handicapped person must report to the social security agency within the first 13 weeks of
the qualifying period. Benefit must have been applied for three months before the qualifying period
terminates. Wajong benefit may not be granted prior to the applicant’s 18th birthday.
Wajong benefit is granted for a period of five years. A new application for benefit must be made at
least three months before termination of this five-year period. Entitlement to Wajong benefits ceases if
the person concerned takes up residence in a foreign country; entitlement can be continued upon that
person’s return to the Netherlands. Upon the decease of a Wajong claimant, his surviving relatives are
entitled to a death allowance.
The Wajong replaced the AAW for young handicapped persons on 1 January 1998. There is no change
for those persons who were claiming AAW benefit on that date, apart from the fact that their benefit is
now called Wajong. Persons in the qualifying period on that date will receive Wajong benefit in
accordance with the former AAW regulations.
Wajong is usually implemented by the social security agency GAK Nederland bv.

ZW (1996) Sickness benefit act
The Dutch Civil Code stipulates that employers must continue to pay out the salary of sick employees
for the first year of sickness (70% of the salary or more, if so agreed under the terms of the collective
labour agreement, yet always at least the minimum wage). Employers are also responsible for the
payment of death benefit in the event of the decease of any of his staff. The first two days of sick
leave may be at expense of the employee himself but this must be stipulated in the employee’s contract
of employment, in the company’s regulations or in the collective labour agreement. Salary is paid out
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until the employee has been on sick leave for 52 weeks but never longer than the duration of his or her
contract.
The Sickness Benefits Act (ZW) will continue to exist as a ‘safety net’ for employees who do not, or
no longer have an employer, and in a few special circumstances. This relates to employees who have
lost their job in the first year of their sickness, temporary workers whose contract has been legally
terminated, those who are voluntary insured, individual cases and those placed on the same footing
(workers in cottage industries, apprentices) and unemployed persons who are sick. Sick pay is also
possible in the event of:

sickness resulting from pregnancy and childbirth;
bankruptcy of the employer responsible for paying out the salary;
sickness in the first five years of having taken on a person who is incapacitated for work; and
in the event of sickness due to organ donation.

For the safety net groups the first two days of sick leave are sometimes at the expense of the
employee. Sick pay is 70% of the daily pay (maximum daily pay is Dfl. 310.95) and is paid out until the
employee has been sick for a maximum of 52 weeks. After 52 weeks of sick leave it will be reviewed
whether the employee in question is entitled to receive benefit under the Disablement Benefit Act
(WAO).
Female employees are entitled to sick pay in connection with childbirth (100% of the daily pay) over a
period of at least 16 weeks.

WW (1987-1995) Unemployment Insurance Act
Employees and partly disabled employees are entitled to unemployment insurance if they become
involuntarily unemployed for at least 5 hours a week or lose at least half their working hours and if they
are available for re-insertion on the labour market and among others actively try to find work
The latter implies a number of specific conditions that have to be met:
1) registration as jobseeker at the labour office;  2) acceptation of ‘suitable’ work; 3) co-operation in
assessments, training and scholing;  4) actively trying to find work.

These criteria are traditionally attached to unemployment benefits, and have not changed in the last
two decades. What did change was the rigidity they are applied with. Sanctioning those who did not
comply used to be a ‘competence’ of the administrative bodies. However, with the Law on Penalties
and Measures (Wet Boeten en Maatregelen) of 1996 it became an obligation. This law, from 1997
covering social assistance too, aims at intensifying the sanctioning policies of social security
administrations in order to activate unwilling unemployed more strongly. Penalties are nationally
prescribed per type of misbehaviour and administrations are policed on their implementation.

The most important change, however, is that in the 1980s and 1990s the work-relatedness of
eligibility and entitlement criteria have increased significantly. Mainly through linking them (more
strongly) to a person’s work history.  Scheme 2 offers an overview.

Regarding benefit eligibility the 1987 reform of the WW scheme implied a higher threshold: from
130 days work history in the year previous to unemployment, to 26 weeks. The prolonged benefit after
the half year of standard benefit became dependent on a further requirement of having worked at least
3 years in the previous 5 years. After expiration of the prolonged benefit a follow-up benefit was paid
for a period depending on age. In 1995 eligibility criteria for the standard benefit were tightened again.
Now one has to have been working 26 weeks in the previous 39 in stead of 52 weeks, and 4 years in
stead of 3 years in the last 5 year period. Most significant is, however, that both conditions are now
combined, which implies that nowadays it is rather difficult to be entitled to even the standard benefit. It
is estimated that only about 45% to 50% of the present workers would meet the combination of
criteria. Those who only meet the criterion of 26 weeks out of 39 are entitled only to short-term benefit
of 70% of the minimum wage. Those unemployed who do not meet any of the criteria have to rely on
means-tested social assistance.
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Regarding benefit level the schema shows that traditionally the WW insurance benefit is fully
wage related.  In 1987, however, benefits for long-term unemployed, who expired their rights to the
standard and prolonged benefit, were converted into flat rate payments of 70% of the minimum wage.
In 1995 the flat rate was introduced further for those who expired their standard benefit only.  So,
benefit levels are increasingly linked to work history through their relation with the various types of
benefit within the WW scheme.

Regarding benefit duration we see that the maximum duration of WW-benefit has extended from
2,5 year (for those under 60 years of age), to maximally 7,5 years. However, the work history
requirements for entitlement to prolonged or follow-up benefit, i.e. the benefits following after standard
benefit has expired, have been tightened strongly. So, for those unemployed with extended work
records duration has increased, for those with smaller work records it has become more difficult to get
(wage related) benefit for more than half a year.

Scheme  2
The role of work history requirements in the level and duration of unemployment insurance

Period Benefit
 type

Work history criteria Benefit
level

Benefit
duration

Till 1987 standard 130 days in last 12 months 80% of previous
wage

max. 0,5 year

prolonged 130 days in last 12 month 80% of previous
wage

age dependent:
0,5 – 2 years
(max. 5,5 for 60+)

From
 1987

standard 26 weeks in last 12 months 70% of previous
wage

0,5 year

prolonged 26 weeks in last 12 months
3 years of last 5 years

70% of previous
wage

work history
dependent:
max. 4,5 year
(0,5 year per 5 years
history)

follow-up after expiration of prolonged benefit 70% of minimum
wage

age dependent:
1 year if <57,5
till age of 65 if > 57,5

From
 1995

standard 26 weeks in last 39 weeks
4 years of last 5 years

70% of previous
wage

work history
dependent:
max. 5 years
(0,5 year per year work
history)

follow-up after expiration of standard benefit 70% of minimum
wage

age dependent:
2 years if < 57,5
till age of 65 if > 57,5

short-term 26 weeks in last 39 weeks 70% of minimum
wage

0,5 year

Source: Oorschot, Engelfriet 1999

ABW (1995) General Social Assistance Act
Being the safety net of the Dutch social security system the means-tested social assistance scheme

(Abw) has no work-related requirements regarding benefit eligibility. Every citizen lacking sufficient
means of subsistence is eligible. Benefit level and duration are independent of work history criteria too,
but in practice they may vary according to whether clients conform to work related obligations or not,
which obligations are imposed upon them as soon as the benefit is paid. Not conforming to them may
result in penalties (of 5% to 20% of the amount of benefit) or a withdraw of the full benefit. Penalties
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and withdraw may only last for a maximum of one month to prevent people from falling under
subsistence level structurally. The work related obligations have not changed in the last decades, but as
in case of unemployment insurance the previously mentioned Law on Penalties and Measures of 1997
has resulted in a more rigid and systematic implementation. The obligations are: 1) to try and find work
actively; 2) to register as jobseeker at the labour office; 3) to accept suitable work; 4) to co-operate
with assessments, training and schooling; 5) to refrain from activities that hinder labour market
participation.

In the 1996 restructuring of the social assistance scheme a number of work related elements were
introduced, aimed at activating the assistance clientele. First, for young people under 21 entitlement to
benefit was replaced by an entitlement to a job in the framework of the Youth Work Guarantee
scheme (JWG). Young people are expected to work for their subsistence. Secondly, single parents
with children over 5 years in stead of 12 years of age became subjected to the work related conditions.
Third, the standard of ‘suitable work’ has been broadened, implying that beneficiaries are expected to
accept work well below their educational and former job level. Fourth, for each client with a reasonable
labour market chance the administration has to design and implement an individual re-insertion plan, in
close collaboration with the labour office. Fifth, municipalities, which administer social assistance, are
obliged to design and implement a system of  bonuses for clients that either participate in training and
schooling, or accept an additional or regular job. And finally, it has been recognised that nearly half of
the social assistance beneficiaries have very little real chances of finding a job. To prevent social
isolation and apathy municipalities have the possibility of implementing ‘social activation’ policies: that
is, to stimulate clients to do voluntary or community work in exchange of exempting them for the work
related obligations.


