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Agreement in principle CAO for Dance 2012 
 

In the CAO meeting on 17 November 2011, the delegations from FNV KIEM and NAPK sector dance 

reached an agreement in principle about the CAO for Dance for the period 1 January 2012 to 31 

December 2012. The agreements concern the following points: 

 
1. Duration 

The CAO has a duration of one year, from 1 January 2012 to 31 December 2012 inclusive. 

 
2. General salary increase 

No general salary increase has been agreed. 

The NAPK will request the dance employers to make the annual accounts for 2010 available to FNV 

KIEM via NAPK. 

 
3. Early retirement funds from 2011 

The NAPK will urge the employers to inform FNV KIEM via NAPK on the allocation of the spending of 

the early retirement funds 2011 and 2012.  

 
4. Termination of employment on account of attaining the legal retirement age 

In accordance with the legal changes concerning the commencement date of the AOW, Article 15, 

section 1f will be changed as of 1 April 2012 as follows:  

 ‘On the day on which the employee attains the legal AOW (retirement) age; a different age limit can be 

determined for dancers per company, with a minimum age of 38;’ 

 
5. Pension contribution 

As of 1 January 2012, the pension contribution will change from 11.6% to 12.6% of the basic pension 

contribution for the employee and from 11.6% to 12.6% of the gross monthly salaries, including holiday 

bonus for the employer.  

N.B. The amount of the contribution will be decided by the board of Pensioenfonds Cultuur. This 

decision does not require the agreement of the social partners. 

 
6. Daily expense allowance 2012 

The per diem amounts in the Netherlands in Appendix III, Article 1 are indexed by the inflation 

percentage as applied to the domestic travel scheme for civil servants and have been set for 2012 as 

follows:  

                                                

Incidental expenses    €  4.14 

Lunch allowance    € 12.53 

Dinner allowance    € 19.82 

Evening allowance technical staff   €  6.01 
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Chapter 1 General 
 
 

Article 1   Definitions 
   

 activities 

  The activities agreed on between employer and employee. 
  
 company locality  

 The locality where the employer is based. 
 
daily contract wage 

The wage for one working day (of 8 hours) is calculated by dividing the gross monthly wage 

plus 8% holiday allowance by the average number of working days per month of 21.74. The 

total amount is then increased by 10.65% to compensate for holiday rights. 
  
 employee 

 That person who as employee has concluded a labour agreement as specified in the Civil 

Code with an employer, with the exception of: 

- employees with a zero-hour contract or on-call contract; 

- trainees on placement; N.B. the conditions in this CAO applicable to trainees are 

exclusively  the article on trainees and traineeship fee and the appendix on standard trainee 

placement agreement for dancers and the mentioned fees in it.  

- holiday staff; 

 - members of staff employed through temporary subsidized employment projects (e.g. 

placements to acquire working experience). 
  
 employees' organization 

 The FNV Artists' Union (FNV KIEM). 
  

 employer 

 Every natural or legal person who is a member of the Nederlandse Associatie voor 

Podiumkunsten (NAPK) sector dance, as well  as every natural or legal person who becomes 

a member of the NAPK, sector dance during the duration of the CAO, as well as that natural 

or legal person who has jointly signed this CAO but is not a member of the NAPK. 

 
 employers organization 

Nederlandse Associatie voor Podiumkunsten (association of performing arts) (NAPK) 
 

labour agreement 

The agreement concluded between employer and employee as specified in art. 7:610 of the 

Civil Code. 
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loan 

A situation in which an employee is temporarily employed by another then his usual 

employer. 
  

partner 

The spouse of the employee, the person with whom the employee has entered into a 

registered partnership, or a person with whom the unmarried employee who has no 

registered partner lives at the same address with the intention of permanently living together 

and engages in joint housekeeping, provided they are not related to one another in the first or 

second degree. 

The employee is obliged to provide the employer with a written statement to this effect, 

signed by himself and his partner, either at the time of taking up employment or at the time of 

the commencement of the relationship. 

If the relationship is terminated, the employee is required to inform the employer of the same 

in writing within a month. 
 
salary 

The gross monthly salary agreed on between employer and employee, excluding the 

allowances mentioned in this CAO and excluding the holiday bonus, but including the bonus 

for structurally longer working hours. 
  

season 

A 12-month period to be determined per company, based on the assumption that the season 

runs from the end of the summer recess until the end of the summer recess of the following 

year. 

 

 working hours 

The hours in which work is performed, agreed upon between employer and employee, with 

due regard for the rules and regulations contained in chapters 4, 5, 6 and 7.  

 

 working week 

The length of the working week is based on a working week of 40 hours. The system of atv 

days means that employees work an average of 38 hours a week. Special schemes for saving 

up days in lieu can be agreed by each company. 
 
Article 2 Scope and character of the CAO 

 1. This CAO is a minimum CAO. The individual employer is free to make agreements that 

deviate from the CAO to the benefit of the (individual) employee. 

 

2. This CAO does not alter rights conferred individually in so far as they exceed the rights laid 

down in this CAO and in so far as they were recorded in writing in the individual labour 

agreement before the date of commencement of this CAO. 

 

3. Appendices I to V are a part of this CAO. 
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Article 3 Masculine/feminine forms 

1. Where the present CAO refers to an `employee' or to `he/him', this should be taken to include 

employees of either sex. 

 

2. Where this CAO refers to the Works Council, this is also understood to mean a staff 

representative body or staff association. 

 
Article 4 Publication 

1. The employer is obliged to issue the employee with a copy of the CAO. 

 

2. The employer is obliged to enable candidates for a job application to consult a copy of this 

CAO during the procedure. 

 

3. An English translation of this CAO will be made available. Only the Dutch-language version 

will be legally binding. 

 
Article 5 Personal details 

The employee consents to his employer providing his personal details to third parties in the 

context of carrying out collective provisions such as the pension scheme, the incapacity for 

work ruling, possible health insurance and so on. The employee can only refuse consent in 

writing. 

 
Article 6 Interim changes 

1. If drastic changes take place in the general socio-economic relations in the Netherlands, the 

parties are entitled to propose changes in the salary regulations and the pension scheme 

within the period covered by the present CAO as well. 

 

2. If the parties disagree on whether there are drastic changes or not, this dispute will be 

referred for a recommendation to the Labour Foundation within four weeks, whose decision 

will be binding on the parties. 

 

3. If no agreement is reached on the proposed changes within two months after they have been 

presented to all the other parties by registered post, the party which has made the proposal 

is entitled to terminate this CAO at one month's notice by means of a registered letter to all 

the other parties. 
 
Article 7 Duration and expiry of the CAO 

1. This CAO came into force on 1 January 2012 until 31 December 2012. 

 

2. Each time none of the parties has stated in writing at least three months before the expiry 

date of this agreement that it wishes to terminate the present agreement, it will be assumed 

to be extended for another year. 

3. Termination by one of the parties must be carried out by registered post or by writ addressed 

to all the other parties. 
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Chapter 2 The labour agreement 
 

Article 8 Entering employment 

1. The labour agreement is concluded in writing in duplicate and signed by the employer and 

the employee. 

 

2. The labour agreement includes at least the following points: 

a. the name, city and address of the employer, as well as the function of the employer's 

representative; 

b. the name, first names, address and date of birth of the employee; 

c. the date of commencement of employment, with due respect for the provisions of 

article 9.2; 

d. the nature of employment (full-time or part-time; the latter to be expressed as a 

percentage and/or full-time equivalent (fte)); 

e. a period of notice in accordance with the provisions contained in art. 15; 

f. the duration of the agreement, if it is for a limited period; 

g. if the agreement is entered into for a limited period, the possibility of termination 

before the expiry of that period, in accordance with the legal regulations, if required; 

h. a trial period in accordance with the following article; 

i. a general description of the function to be carried out by the employee; 

j. the salary, with an indication of the scale or serial number on which it is based, as 

well as the holiday bonus percentage; 

k. the number of days' holiday to which the employee is entitled on an annual basis; 

l. a specification of which deductions will be made from the salary; 

m. if the company has its own labour conditions: a statement that these conditions form a 

part of the agreement, that the employee has received a copy of them, and agrees to 

their substance. 

n. a declaration by the employee that he has taken cognizance of the content of the 

CAO for dance and is in agreement with it. 

 

3. In the case of each labour agreement for a period of longer than one year, an evaluation 

should be held each year to serve as the basis for the determination of position and salary. 

 

4. If requested by the employee, the employer is required to provide the employee with an 

English translation of the labour agreement. Only the Dutch-language version will be legally 

binding. 

 
Article 9 Trial period 

1. Contrary to the provisions contained in art. 7:652 section 4 of the Civil Code, the maximal 

trial period in all cases is two months. The agreement on the trial period must be recorded in 

writing in the individual labour agreement under penalty of nullity. 

 

2. The trial period commences on the first day on which the employee actually commences 

work. 
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Article 10 Labour agreements for a limited period 

1.  Commencing on the day on which:  

a. labour agreements for a limited period between employer and employee exceed a 48-

month period, with intervals of no longer than three months (intervals included), as of 

this day, the last labour agreement is deemed a labour agreement for an unlimited 

period;  

b. more than fifteen labour agreements for a limited period between employer and 

employee have been concluded, with intervals of no longer than three months, the last 

labour agreement is deemed a labour agreement for an unlimited period. 

 

2. A labour agreement for a limited period can be entered into for a maximum of four years. 

This limitation does not apply if it concerns a key director’s and/or artistic function and the 

employer decides in consultation with the employee to agree to a longer duration of the 

agreement. 

 

3. Labour agreements for a limited period of more than nine months and less than twelve 

months may not be agreed upon in two successive seasons. Departures from this ruling can 

be made at the written request of the employee. 

 

4. If an employee is appointed on the basis of one or more labour agreements for a limited 

period, his salary corresponds to the salary to which he would be entitled if he had a labour 

agreement for an unlimited period. 

 
Article 11 Medical examination prior to entering employment 

1. The employer can, with due regard for the provisions contained in sections 2 to 6 of this 

article, oblige employees to cooperate with a functionally orientated examination prior to 

entering employment.  

 

2. a. The labour agreement is not considered to be binding until a declaration has been 

issued by a doctor, chosen by or on behalf of the employer, stating that, on the basis 

of a functionally orientated examination prior to entering employment, the employee 

to be appointed is able to perform the activities in question. 

b. This functionally orientated examination will be held before the date fixed for entering 

employment. The result of the examination will be passed on to those concerned 

within 14 days of the determination of the result. 

 

3. The employer bears the costs of the examination as specified in section 1, including the 

travelling and accommodation expenses of the employee within the Netherlands. These 

expenses are remunerated in accordance with the rules and regulations on travelling and 

accommodation in the Ruling on Daily Expense Allowance. 

 

4. The prospective employee can submit a request for a fresh functionally orientated 

examination within 14 days of receipt of the result of the examination as specified in section 

1. The employer is obliged to comply with this request. The employer bears the costs of the 
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fresh examination. The doctor for this fresh examination is chosen by or on behalf of the 

employer in consultation with the employee, and will not be the same as the doctor who 

performed the first examination prior to entering employment. The result of this fresh 

examination is binding. 

 

5. Contrary to the rules laid down in section 2 of this article, the employer may conclude a 

labour agreement with the employee in special cases, even though the employee has not 

been medically approved. 

 

6. The provisions laid down in the preceding sections are not applicable to the employee who 

engages in a new labour agreement as the result of a merger or alteration in the private law 

status of the employer. 
 

Article 12 Medical examination during employment 

1. The employee is obliged to undergo a medical examination if the employer considers that the 

physical or mental condition of the employee hinders or may hinder him from performing his 

work properly. Those concerned will be informed of the result of this medical examination 

within 14 days of its determination. 

 

2. Without prejudice to the provisions in section 1, those employees in particular who perform 

heavy manual work in the performance of their duties will be examined periodically on the 

initiative of the employer to see whether there are any medical objections to the continuation 

of their activities. 

The employer determines which employees are subject to compulsory examination, on the 

understanding that it will apply at any rate to those employees who are employed as dancers 

or technicians. The frequency of the periodical examination will be determined per company. 

 

3. Article 11 sections 5 and 6 are similarly applicable. 
 

Article 13 Loan 

If an employee agrees to the conditions applicable to this, he can be lent to another 

performing arts company on a temporary basis. If this should lead to extra expenses on the 

part of the employee, he will get at least these extra expenses reimbursed. 
 

Article 14 Trainees and traineeship fee 

Students who carry out work for the institution as part of their studies or course receive a 

traineeship fee of 300 euros gross per month in the case of five full trainee days per week. A pro 

rata fee applies to a part-time traineeship. The traineeship fee is exclusive of any allowance for 

students’ travel and accommodation costs, on agreement with the institution, in accordance with 

the regulations applicable to the institution. 

Trainees must be supernumerary to the existing company, so that there is no displacement of 

employees. Further agreements about the content of the traineeship, supervision, and 

allowances and insurances are set out in a traineeship contract between the institution, the 

school and the trainee. If the trainee is a student at a dance academy, the standard traineeship 

contract included in this CAO is used. 
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In exceptional circumstances, it is possible to deviate from the amount of the traineeship fee. 

This is the case when a traineeship involves activities that do not focus on the profession or that 

are not regular within the branch, such as a research project. 
 
Article 15 Termination of employment 

1. Employment is terminated: 

 a. At the request of the employer or the employee during or at the expiry of the trial 

period; 

b. with mutual accord on the date agreed upon by the employer and employee; 

c. when the period for which the labour agreement is applicable has expired; 

d. by termination by the employer or the employee, with due consideration for the 

provisions on termination contained in the second, third and fourth sections of this 

article; 

e. If the employee retires early; 

f. On the day on which the employee attains the legal AOW (retirement) age; a different 

age limit can be determined for dancers per company, with a minimum age of 38; 

g. at the death of the employee; 

h. by instant dismissal for urgent reasons affecting the employer or employee as 

determined in art. 7: 678 and 7:679 of the Civil Code; 

i. if dissolved in court on the basis of art. 7:685 or 7:686 of the Civil Code for serious 

reasons or failure. 

 

2. After a period in which the employee has been incapacitated for work for at least 24 months, 

the employer can apply for permission to dismiss him on the grounds of incapacity for work. 

 

3. The manner and date of giving notice 

 a. Notice must be given in writing and with a statement of the reasons. 

b. Notice of termination should be given in such a way that termination of employment 

coincides with the end of the calendar month. 

c. Any additional regulations in this matter contained in the individual agreement or the 

company rules and regulations are applicable. 

 

4.  Term of notice 

In the case of contracts for an indefinite period, contrary to Article 7:672 paragraphs 2 and 3 of 

the Civil Code, a period of notice of at least two months must be observed by both the employer 

and the employee.  

If a longer term of notice for the employee has been specified in writing in the individual 

labour agreement, a similar term of notice can be agreed for the employer, contrary to the 

provisions contained in art. 7:672 sections 2 and 6 of the Civil Code. 

In the case of periods of employment exceeding ten years the employer will observe the 

legal term of notice of at least three months; in the case of periods of employment exceeding 

fifteen years the employer will observe the legal term of notice of at least four months. 
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Chapter 3 Salary, holiday bonus and salary during incapacity for work 
 

Article 16 Salary 

1. The salaries of all employees, no matter in which (educational) (part of a) company they 

work, are determined in accordance with: 

- the ruling on dancers' salaries included in appendix II-a. 

- the ruling on technicians’ salaries included in appendix II-c. 

- the ruling on salaries for administrative and auxiliary functions included in appendix II-

d. 

 

2. a.  No general salary increases have been agreed. 

 

b.  The one-off bonus stays on the level of € 400 in 2012.  

The one-off bonus is structural and is given in proportion to the duration and scope of the 

contract of employment. The one-off bonus will be paid along with the December salary 

or, should the contract of employment between employer and employee be terminated 

earlier in the year, along with the last salary payment; 

   

3. The employee is immediately notified in writing of any alteration in the salary or classification. 

 

4. The employee should have received his salary no later than two days before the end of the 

calendar month or salary period, and any salary bonus no later than two months after the 

date when the claim to the bonus arose. 

 

5. Temporary employees who are employed by an employer who is bound by this CAO will be 

paid after a maximum of 3 months in accordance with the CAO for dance and no longer in 

accordance with the CAO for temporary employees. SMU in Badhoevedorp has been notified 

of this provision. 

 
Article 17 Holiday bonus 

1. No later than the month of May the employee receives a holiday bonus amounting to 8% of 

the monthly salary payments received since 1 June of the previous year. 

The holiday bonus includes any holiday payments by virtue of the social insurance 

legislation. 

 

2. The holiday bonus due is paid out on a proportional basis if the period of employment is 

terminated earlier. 

 
Article 18 Salary during incapacity for work 

1. If there are changes in the social security system, the parties will engage in consultations to 

see how this article is to be amended in the period covered by the CAO. 

 

2. If an employee is unable to carry out the work required by contract as a result of illness, 

pregnancy or giving birth, the legal provisions pertaining to disablement currently in force will be 

applicable. 
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3. In accordance with legal obligations, the employer will continue to pay the salary (in part) 

during the first 24 months of incapacity for work, on the basis of the following phasing: 

 a) 100% during the first twelve months and 70% during the second twelve months. If work is 

gradually resumed during the second year of incapacity for work, the hours worked will be 

paid at 100%. 70% of the salary will be paid for the remaining percentage of incapacity for 

work. 

 b) On the agreement of the Works Council, the following phasing can be agreed: 

100% during the first six months, 90% during the seventh through ninth month, 85% during 

the tenth through twelfth month, 80% during the thirteenth through fifteenth month and 75% 

during the sixteenth through twenty fourth month. If work is gradually resumed from the 

seventh month of incapacity for work, the hours worked will be paid at 100%. 

 

  4.  From the moment that the employee is medically declared to be fully occupationally disabled 

in the long term and is entitled to IVA payment (Income Provision (Fully Disabled Employees) 

Regulation), he/she will receive a supplement to 100% of the net salary, for the remaining 

duration of the contract of employment, up to a maximum of two years after the first day of 

incapacity for work.  

 

5. If an employee who is partially incapacitated for work carries out another job, whether by the 

same employer or not, for which he receives an income from work or business, this sum will be 

deducted from the continued payment of the salary, in as far as they exceed the 100% income 

level with the employer. 

 

6. The continued payment of the salary plus the allowance as specified in section 3 is 

terminated when the labour agreement with the employee expires or when the employee has 

reached pensionable age. 

 

  7. With regard to the continued payment of the salary as referred to in this Article, the employer is 

entitled to: 

    -  refuse it to an employee who: 

    a.  has become incapacitated for work deliberately or through gross negligence; 

b.  has become incapacitated for work as a result of an infirmity about which he has 

provided false information and thereby prevented the testing of the functionally 

orientated determination of the work load from being carried out properly; 

       c.  has hindered or delayed his reintegration; 

       d.   does not perform appropriate work without proper reason. 

 

  -  suspend or refuse it to an employee who: 

e.  does not observe the regulations and instructions applicable to him in the event of 

incapacity for work, including supervision regulations. The employee is entitled to 

request a second opinion from the institution responsible for benefits. 

 

     -  to refuse it to the employee who: 

f.  refuses to comply with the employer’s request for a second opinion from the 

institution responsible for benefits; 
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g.  has become incapacitated for work as a result of refusing to use the available 

safety devices or breaks the regulations on safety and health; 

  h.  abuses the system. 

 

8. The salary is adjusted if the salary is changed as a result of: 

 a. application of the salary ruling applicable to the employee if he had not become 

incapacitated for work; 

 b. conjunctural adjustment of the salary to match salary trends. 

 

9. If the employee has resumed his work after the termination of the period of incapacity for 

work and becomes incapacitated again within four weeks, the second period of incapacity for 

work is treated as a continuation of the first. 

 

10. The employer will make every effort to facilitate reintegration also with respect to employees 

who are classed as 35% occupationally disabled. 
 

Article 19 Funeral benefit 

1. If an employee dies, his salary is paid up to the last day of the month of his decease, plus a 

funeral benefit equivalent to two months' salary, to: 

a. the surviving partner if the deceased was not permanently divorced; 

b. if there is no one as specified in a, the lawful or legally recognized natural minors, 

including stepchildren and adopted children; 

c. if there is no one as specified in a and b, the person who shared a household with the 

deceased; 

d. if there is no one as specified in a, b and c, the next of kin or in-laws or the legal heirs 

who are responsible for arranging the funeral or cremation.  

 

2. If there is no one with a legal claim as specified in the previous section, the funeral benefit 

specified in that section can be paid to the person or persons who can establish a 

reasonable claim to it in the opinion of the employer. 

 

3. The sum of the funeral benefit due to next of kin as a result of a health or disability insurance 

is deducted from the funeral benefit as specified in section 1 of this article. 
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Chapter 4 Working hours and rest periods for technical and auxiliary staff 
 

General 

The articles in this chapter are exclusively applicable to the technical and auxiliary staff, in so 

far as the employees belonging to this category fall under the provisions of the Law on 

Working Hours. The Consultative Ruling on the Performing Arts of the Law on Working Hours 

and Rest Periods, and the Decree on Working Hours 2007, are applicable to the labour 

agreement of these employees. 

Article 20 Hours of availability per season 

The employer can ask an employee for 1736 hours of availability per season. This is calculated 

as follows: 365.25 days per year, reduced by 104 weekend days, 25 holiday days, 12 atv days 

and 7 public holiday days. This leaves a total of 216.75 working days of 8 hours, over which a 

correction is applied for the occasional coincidence of public holidays and Sundays. This results 

in 1736 hours. 

 
Article 21 Rest periods 

1. Daily rest period 

A rest period of at least 11 successive hours in each period of 24 successive hours will be 

granted, calculated from the end of the last activity on the previous day, or, if this took place 

outside the company location, from the time of arrival in the company location. 

Contrary to the rule, the rest period can be reduced to 8 hours 4 times per successive period 

of 4 weeks. 

 

2. Weekly rest period 

The rest period consists of at least 36 successive hours in each period of 7 times 24 hours 

per week. This rest period may be replaced by a rest period of 60 hours in each period of 14 

times 24 hours no more than 8 times per successive period of 52 weeks. 

 
Article 22 Working hours 

1. Daily working hours 

The employee shall not work more than 12 hours a day. Contrary to the rule, he may work for 

14 hours for a maximum of 26 times per successive period of 52 weeks, provided he has an 

interrupted rest period of at least 24 hours before and after those 14 hours. 

 

2. Weekly working hours 

The employee shall work an average of no more than 48 hours per successive period of 13 

weeks, and an average of 40 hours per successive period of 52 weeks. With due 

consideration for this regulation, a working week may exceptionally be extended to a 

maximum of 72 hours. 

 

3. Work on Sunday 

Work on Sunday is bound by the regulation that no work is performed on Sunday at least 13 

times per successive period of 52 weeks. 
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Working hours in the night of Sunday to Monday connected with a performance on Sunday 

are included in the working hours on Sunday. 

 

4.  Working hours abroad 

The provisions given in sections 1 – 3 of this article apply in principle to international tours 

unless acute and unforeseen circumstances necessitate otherwise. This is reported to the 

Works Council or personnel representative body.  

 
Article 23 Short rest periods 

1. A rest period of at least 2 hours applies between the end of the afternoon activities and the 

commencement of the evening activities. 

 

2. The employee is entitled to a lunch break of at least half an hour on days on which he works 

both morning and afternoon. 

 

3. The rest hours and breaks referred to in paragraphs 1 and 2 of this Article do not count as 

working hours. 

 
Article 24 Overnight stays 

The number of overnight stays in connection with a series of performances in the 

Netherlands will not exceed a maximum of 40 per successive period of 52 weeks. No more 

than 10 overnight stays will be planned per successive period of 13 weeks, unless the 

employer makes alternative arrangements with the approval of the Works Council or the 

personnel representative body. 
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Chapter 5 Working hours and rest periods for dancers 
 

General 

Taking the rules below into account, further agreements are made per company on working and 

rest periods. In any event, the following departure points apply: 

- performance hours are working hours; 

- no lessons and/or rehearsals are planned for Sundays unless essential; 

- there is a maximum number of working days per year, see the article below.   
 

Article 25 Maximum number of working days 

1. For dancers, there are a maximum of working days within a bandwith of 217 to 229 days on 

an annual basis. The difference is the annual entitlement to 12 atv-days that can be 

compensated by saving days as leave, to be agreed upon in more detail. Based on an 

agreement with the Works Council or personnel representative body, these variants can be 

ficed per company. 

  

2 Expanding the bandwidth of 36 half days off / half working days respectively referred to in article 

28 to 235 working days (if all atv-days are allocated) or a maximum of 247 working days (if all 

atv-days are saved) can be agreed with the Works Council or personnel representative body.  

 

3. Each company can make an agreement on saving up days in lieu with the Works Council or 

personnel representative body with provisions for the saving up of atv-days for a following year 

or until the end of the employment contract, for example to extend the retraining period. 

 

4. In the event of unforeseen incidental and/or in individual cases, the above rules can be waived 

in consultation with the party(ies) involved providing the ruling remains within the agreed 

bandwidth. 
 

Article 26 Rest periods 

1.  Daily rest period 

A rest period of at least 11 successive hours in each period of 24 successive hours  

will be granted, calculated from the end of the last activity on the previous day, or, if this took 

place outside the company location, from the time of arrival in the company location. 

This rest period may be reduced to at least 8 hours, no more than twice a season and on 

agreement with the Works Council. 

 

2. Weekly rest period 

The rest period amounts to at least 36 successive hours in each period of 7 x 24 hours. 
 

Article 27 Short rest periods 

1. A rest period of at least 2 hours applies between the end of the afternoon activities and the 

commencement of the evening activities, unless the employer makes alternative 

arrangements with the approval of the Works Council or the personnel representative body. 

2. The employee is entitled to a lunch break of at least half an hour on days on which he works 

both in the morning and in the afternoon. 
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3. The rest hours and breaks referred to in paragraphs 1 and 2 of this Article do not count as 

working hours. 
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Chapter 6 Days off and holiday leave  
 

General 

In the case of a full contract of employment, all employees are entitled every year to at least 104 

weekend days or compensation of those days, 25 holiday days, 12 atv days and a maximum of 

7 national holiday days insofar as they fall on a weekday. 

Further provisions on days off and holiday leave for employees who are not employed as 

dancers are made by each company. Articles 28 and 29 form the basis for employees who are 

employed as dancers. 

 
Article 28 Public holidays 

The following count as public holidays: 25 and 26 December, 1 January, Easter Monday, 

Whitsuntide Monday, Ascension Day and the Queen’s Birthday. If the employee has to work 

on one or more of these days, the public holiday in question is compensated with a day off if 

it falls on a weekday,. 
 

Article 29 Days off for dancers 

1. The employee is entitled to at least one full day off per week. A day off cannot coincide with 

either an atv day or a holiday.  

The employee is also entitled, in addition, to 5 weeks’ holiday, to at least 18 days off that can be 

granted as (36) half days off (morning or afternoon). If more than 5 weeks’ holiday is given, the 

number of (half) days off is reduced proportionally.  

 

2. The employee is entitled to at least one extra day off a month, preceding or following one of 

the days off as specified in section 1. 

 

3. The interval between the successive days off as specified in section 2 should be as regular 

as possible, preferably 4 or 5 weeks. 
 

Article 30 Holiday leave for dancers 

1. The employee on a contract of employment for 12 months or longer is entitled to at least 5 

weeks holiday a year, 4 of them to be taken successively, with full pay. In the case of contracts 

of employment that are shorter than 12 months, this will be applied proportionately. 

 

2. The period of these successive weeks' holiday should be made known by 1 January if 

possible, and in any event no later than 1 April. 

 

3. If there are any remaining days' holiday, at least 1 successive week is granted. 
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Chapter 7 Provisions concerning the activities of dancers, technicians and  

 auxiliary staff 
 

Article 31 Announcement of activities 

1. As far as possible, the performance dates are announced in writing four weeks in advance. 

 

2. The employer endeavors to inform the engaged dancer 14 days in advance if possible, but is 

obliged in any event to do so at least 7 days in advance, of his roles and, where applicable, 

who his partner will be, unless sudden changes have to be made for special reasons, such 

as illness, etc. In such cases the employer will notify the engaged dancer immediately. 

 
Article 32 Activities outside the company locality 

1. Expenses for activities outside the company locality are covered in accordance with the 

Ruling on Dancers’ Professional Expense Allowance. 

 

2. The traveling expenses are met by the employer. 

The employer can prescribe which means of transport is to be used. If the employee does 

not make use of the prescribed means of transport, the traveling expenses are met by the 

employee. If the employee is prevented from making use of the prescribed means of 

transport, the expenses are only met on the basis of the prescribed means of transport. 

 

3. At the request of the employee, the employer can permit him not to make use of the 

prescribed means of transport. In this case the expenses are only met on the basis of the 

prescribed means of transport. 

 

4. In all cases the employee is obliged to be present in the place concerned no later than the 

time specified by the employer before the commencement of the performance. 
 

Article 33 Activities outside the Netherlands 

1. The employer is obliged to announce which tours will be undertaken with due warning. The 

directors will provide the personnel representative body with all the relevant information well 

in advance in the case of tours lasting more than 15 days. 

 

2. The employer has the right to dispense with the provisions contained in the articles on days 

off, days off in compensation for reduced working hours, rest periods and short rest periods 

during tours, in consultation with the Works Council or the personnel representative body. 

 

3. For provisions on expense allowances abroad see Ruling on Dancers’ Professional Expense 

Allowance. 
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Chapter 8 Atv-days, accumulation of holiday leave during incapacity for work,  

and special leave 
 

Article 34 Days off in compensation for reduced working hours 

1. Each year the employee is entitled to 12 days' leave or days off in compensation for reduced 

working hours (atv-days). These atv-days are specified in the seasonal or monthly lists and 

are decided on in principle by the employer. The employee can ask for permission to take 

atv-days.  

 

2. Each company can make an agreement on saving up days in compensation for reduced 

working hours with the Works Council or personnel representative body for a following year 

or until the end of the employment contract, for example to extend the retraining period. 

 

3. Atv days lapse at the end of the calendar year. During a period of incapacity for work, no atv 

days are accrued. The employer may depart from this in the interests of the employee.  

 

4. Instead of granting atv days, each company can opt for a 38-hour working week every year, on 

the agreement of the Works Council. 

 
Article 35 Accumulation of holiday leave during incapacity for work 

The legal ruling (art. 7:635 of the Civil Code) applies to the accumulation of holiday leave 

during incapacity for work. In accordance with this article, the employee is entitled to 

compensatory holiday leave over the six months preceding recovery or the termination of 

employment. 

Periods of time are taken together if they succeed one another with an interval of less than 

four weeks. The claim lapses if the employee terminates the contract of employment before 

the date on which he resumes work. Accumulated holiday leave can be taken in consultation 

with the employee, with due respect for the legal expiry period. 
 

Article 36 Special leave 

1. The employee is entitled to special leave with full pay in the following cases: 

a. to exercise the right to vote and to meet a legal obligation, in so far as this cannot 

take place outside working hours and it is impossible to change the roster: for as long 

as necessary; 

b. if the employee's partner gives birth: four days; 

c. in the event of the death of the employee's partner and/or children: from the day of 

decease up to and including the day after the funeral. 

 

2. The employee is entitled to special leave with full pay, in so far as the activities of the 

company are not unduly disturbed by it, in the following cases: 

a. if his partner, children, stepchildren, adopted children, children by marriage, parents, 

step-parents, parents by marriage, or adoptive parents are seriously ill: for the period 

considered necessary by the employer; 
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b. in the event of the death of blood relations or in-laws in the first degree, parents, step-

parents, adoptive parents, parents by marriage, children, stepchildren and adoptive 

children: 4 days; 

c. in the event of the death of blood relations or in-laws in the second degree: 2 days; 

d. in the event of the death of blood relations or in-laws in the third or fourth degree: 1 

day to attend the funeral; 

e. in the event of the death of blood relations or in-laws in the second, third or fourth 

degree if the employee is responsible for arranging the burial, cremation and/or 

estate: 4 days. This is not cumulative with respect to the provisions contained in 

sections 2.c or 2.d of this article. 

f. in the event of the death of one of the persons specified in sections b to e, the 

number of days is exclusive of the necessary time required to travel if the funeral or 

cremation is held abroad; 

g. if the employee moves house: 2 days, assuming that the employee does not move 

house more than once per season; 

h. if the employee becomes engaged: 1 day; 

i. if the employee marries: 4 days; 

j. to attend the wedding of a first or second degree blood relation or relation by law: 1 

day; 

k. on the anniversary of 25, 40 and 50 years' service: 1 day; 

l. on the 25th, 40th and 50th wedding anniversary of the employee and on the 25th, 

40th and 50th wedding anniversary of the employee's parents, stepparents, parents 

by marriage or adoptive parents: 1 day; 

m. for his confirmation, first communion and other similar religious and confessional 

ceremonies and those of his spouse, children, adopted children or stepchildren: 1 

day; 

n. in the case of adoption, the legal regulations apply,  Wet Zorg en Arbeid, art. 3.2;  

o. for job interviews and/or auditions: the time required, to be determined in consultation 

with the employer, not exceeding 5 days or parts of a day per year. 

p.  if the employee participates in CAO or labour conditions consultations or, in this regard, 

is a member of an administrative body based on CAO rulings. 
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Chapter 9 Employer’s obligations 
 

Article 37 General obligations 

The employer is obliged to enable the employee to perform the work agreed on to his best 

ability, to provide instructions to that end - with due consideration for the demands of the 

profession and the aim of the institution - and to act as a good employer is expected to act in 

similar circumstances. 

 

Article 38 Customised arrangement of the Working Conditions Act 

 1.  The Working Conditions Act obliges the employer to organise expert support for policies 

concerning working conditions, absenteeism and early reintegration. The employer can do this 

by joining the absenteeism counter of the VACI (Verzekeringen en Arrangementen voor de 

Creatieve Industrie , Insurances and Arrangements for the Creative Industry), formerly OWMC,  

which has concluded an agreement with an official working conditions service. 

The employer is thereby able to meet the legal obligation to have an official company doctor in 

attendance for medical assessments concerning absenteeism supervision and the 

implementation of: 

a. legal tasks regarding the Wet Verbetering Poortwachter; 

b. the (voluntary ) implementation of a work related periodic medical examination a so 

called Preventief Medisch Onderzoek (PMO) (preventative medical examination), 

formerly  called the Periodiek Arbeids Gezondheidskundig Onderzoek or PAGO 

(periodic medical examination); 

c. medical examinations for appointment purposes (if applicable). 

 

The employer will also submit the completed branch RIE for his company ( e.g. the PodiumRie 

recognised by Steunpunt RI&E-instrumenten) for examination by a certified key expert. This can 

take place through the agency of the VACI, or else the company’s own health and safety 

service or the employer’s absenteeism counter. The key expert will advise the employer on the 

action plan. 

 

2. Should the employer wish to organise the legal obligation to expert support in another way than 

that set out in section 1, he must meet the conditions of the safety net regulations of the 

Working Conditions Act, unless he concludes a business agreement with the company’s Works 

Council or personnel representative body, in accordance with the customised arrangement of 

the Working Conditions Act. 

 

 
Article 39 Liability 

1. The employer's legal liability obliges him to take out an adequate insurance for any harm 

caused by or to the employee as a result of the exercise of his function. 

 

2. The employer is obliged to compensate harm sustained by the employee in the course of the 

exercise of his function, unless the employee has sustained harm on purpose or through 

deliberate negligence. 
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3. If the employee is able to make claims on third parties for harm sustained, he loses the 

entitlement to compensation by the employer. If and in so far as the employee transfers his 

entitlement to compensation to the employer, the employer will make an advance payment to 

the employee. This advance will be compensated by what the employer receives in the form 

of compensation from the third party or parties. The costs of recovery in the latter case are 

met by the employer. 

 
Article 40 Worker Participation 

1. The employer is obliged to comply with the obligations laid down in the Works Councils Law 

(WOR). If the employer is not bound to set up a Works Council, sections 2 and 3 of this 

article apply. 

 

2. If the employer is not bound to set up a Works Council, he is obliged to give the employees 

the opportunity to delegate a personnel representative body from their midst. The employer is 

bound to consult with this personnel representative body when required on matters which the 

employer or the personnel representative body consider to be worthy of discussion. The 

employer is further obliged to comply with the obligations laid down in article 21.1 and article 

35 b of the WOR. 

 

3. As far as possible, the attendance at meetings of the personnel representative body as 

specified in sections 1 and 2 - at which the employee is appointed or elected - and the 

ensuing activities should take place during working hours. 
 

Article 41 Vacancies 

If the employer invites candidates to apply for a non-artistic vacancy, the employees are 

informed at the same time so that they can also be given the opportunity to apply for the 

post. 
 

Article 42 Announcements and information 

The employer is obliged to ensure that the interests of the employee(s) are not damaged 

unnecessarily by any of his press or media statements. 

This obligation still holds after the termination of the period of employment. 
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Chapter 10 Employee’s obligations 
 

Article 43 General obligations 

1. The employee is generally obliged to act as a good employee is expected to act in similar 

circumstances. 

 

2. The employee is obliged to perform the work agreed on to his best ability, and to follow the 

instructions provided to that end by or on behalf of the employer, with due consideration for 

the demands of the profession and of the institution. This obligation also applies if the work is 

to be carried out in the framework of cooperation with the employer of another institution. 

 

3. The employee is obliged to observe the regulations and written agreements binding on the 

company, in so far as they do not conflict with the CAO. 
 

Article 44 Incapacity for work 

1. In the event of incapacity for work as the result of illness or accident, including during the 

holiday period, the employee informs the employer immediately. In the case of company 

closure, the employee will report directly to the VACI or to the company doctor. 

 

2. The employer and employee are bound to comply with the provisions contained in the Wet 

Verbetering Poortwachter. 

 
Article 45 Employee's place of residence 

1. The employee is obliged to reside in the same locality as the employer or in the suburbs, 

which may be considered as part of that locality per company. This obligation does not apply 

to employees with a contract of employment for a definite period of less than 12 months. 

 

2. The employee may be exempted in writing from the obligation specified in the first section, at 

his own request or otherwise. 

 

3. The employer can rule that an employee who is obliged to move house as a result of section 

1 of this article can be given an allowance towards the removal expenses. 

 
Article 46 Extra training 

1. The provisions of this article apply exclusively to employees who are not employed as 

dancers. 

 

2. The employee can be obliged to attend extra training courses, which are considered 

necessary for the execution of the employee’s function by the employer (and employee). 

These extra training activities are regarded as mandatory work; the concomitant expenses 

are therefore to be met by the employer. 

 

3. In principle the extra training activities referred to in the previous section are conducted 

during working hours. 
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4. If an employee follows a course of instruction at his own request, it will be determined in 

consultation with the employer whether and how the costs of the study concerned will be met 

and how the study leave will be arranged, on the basis of the Ruling on the Implementation of 

Study Facilities and Extra Training in this CAO, and with due consideration for the previous 

sections of this article. 
 

Article 47 Training and makeup articles 

1. Employees who are taken on as dancers are obliged to provide their own training clothes and 

makeup articles. Also see the article on Dancers’ professional expense allowance.  

 
 

Article 48 Care of materials 

The employee is obliged to take good care of the materials entrusted to him by the employer 

and to use them only for the purpose and in the situation for which they are intended, with 

due consideration for the instructions of the employer. 

In case of damage the provision pertaining to legal liability in the Article will apply. 

 
Article 49 Subsidiary functions and subsidiary activities 

1. The employee is obliged to ask the employer for prior permission in writing: 

a. for the performance of paid or unpaid subsidiary functions and subsidiary activities 

and for extension of existing paid or unpaid subsidiary functions and subsidiary 

activities, if these functions and activities are related to his professional area of work. 

b. for the performance of paid subsidiary functions and subsidiary activities and for 

extension of existing paid subsidiary functions and subsidiary activities, if these 

functions and activities are not related to his professional area of work. 

 

2. If the activities specified in section 1 or an extension of them are considered to be in conflict 

with or harmful to the performance of the employee's function, the employer must inform the 

employee in writing as soon as possible, and in any event within four weeks after the date on 

which the request for permission was sent, giving reasons why the performance of these 

activities or an extension of them cannot be allowed. 

 

3. The employer is obliged to consult with the employee before taking a decision on whether or 

not to allow the performance of the activities specified in section 1 or an extension of them. 

 

4. If the employer fails to reply within four weeks to the written request for permission as 

specified in section 1, this failure to reply is regarded as approval. 

 

5. If the employee does not meet his obligation as specified in section 1 of this article, the 

employer is empowered to instruct the employee to cease the performance of the subsidiary 

functions and/or subsidiary activities immediately. 

 

6. The provisions of this article only apply to a part-time employee for the period in which he is 

assumed to work for the employer, provided that the employee is obliged not to perform any 

subsidiary functions which may reasonably be considered by the employer to conflict with the 
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interests of the employer. The employee is obliged at all times to inform his employer about 

the subsidiary functions he has performed and their scale. 
 

Article 50 Self-interest 

The employee is forbidden directly or indirectly to take part in contract work or deliveries for 

the employer, or to accept or claim direct or indirect gifts, rewards or commission. 
 

Article 51 Announcements and information 

1. The employee pledges himself to be extremely scrupulous and not to harm the interests of the 

employer and/or employees in all his communications with the press and media. He must 

refrain from commenting on internal company affairs and/or policy decisions that have not yet 

been made public, unless he is convinced of the existence of serious abuses in the company 

that would justify this. 

 

2. The provisions of section 1 form no obstacle to the passing on of information to the 

employees' organization or the works council, on the assumption that these bodies will also 

exercise the greatest prudence in handling the information that they receive. 
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Chapter 11 Allowances 
 

Article 52 Cooperation on audiovisual recordings 

1.  Cooperating on recordings 

Employees who are employed by the employer as performing artists will cooperate – on 

condition of the provision in paragraph 3 – on making audiovisual recordings of their artistic 

performances on all audiovisual media, including television, radio, film, CD, CD-ROM and 

DVD. 

 

2.  Permission for use of the recordings 

The employees referred to in paragraph 1 give the employer their permission: 

a.  for internal use of the recordings referred to in paragraph 1, e.g. for rehearsal, archive 

and documentation purposes; this also includes recordings solely intended for the 

personal appraisal of programmers and impresarios (of theatre, festivals and 

television); 

b.  for external (public) distribution and presentation of the recordings referred to in 

paragraph 1 via all distribution channels, including television, radio, film, CD, CD-

ROM, DVD and internet. 

 

3.  Entitlement to fees and exceptions 

The employer will pay employees cooperating on recordings for external distribution and 

presentation as referred to in paragraph 2b a reasonable fee on the basis of the Related 

Rights Act. 

The following situations form exceptions to the entitlement to fees: 

- distribution and presentation for non-commercial purposes of recordings of part of an 

artistic production, with a maximum duration of five minutes, whereby this part does 

not form a whole in its own right; 

- distribution and presentation of recordings made during benefit events, where all the 

proceeds go to the intended goal or charity of the event; 

- cooperation on and distribution of recordings, including videos, CDs, CD-ROMs and 

DVDs, for purposes of promotion, publicity and/or education. Purposes of promotion 

or publicity are when the recording aims to promote the reputation of the employer 

and does not serve a commercial purpose, and when it is given free or at cost price to 

sponsors, subscription holders, friends associations or individual friends, and other 

(potential) business relations. Purposes of education are when the recording is used 

solely as teaching material in schools. 

 

4.  The fee  

consists of: 

a.  an advance payment 

The amount of the advance payment can vary according to the nature of the 

production, the individual efforts of the employee, the length of the recorded material 

and the various roles, etc., and is agreed beforehand with the Works Council or 

personnel representative body. As an indication, the fee shall amount to no less than 

100 euros gross per employee. 
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and 

b.  a possible subsequent payment  

The amount of the subsequent payment depends on the total profits of the 

recording(s). The costs incurred by the employer in making the recording(s) may be 

deducted from these profits. If the profits are nil, or practically nil, no subsequent 

payment will take place. 

 

On agreement from the Works Council or personnel representative body, the employer will 

make agreements about: 

- how the profits are determined, and how they are managed and checked; 

- naming (groups of) employees who share the profits; it may be agreed that the 

employer, choreographers and designers (costumes, lighting and sets) share in the 

profits;  

- determining a distribution formula for the (groups of) employees who share in the 

profits;  

- when the payment is made: for instance subsequently each year, on the basis of the 

actual profits from the previous year, with a maximum of ten years per performing 

artist. 

 

5.  Possibility of deviation 

Deviation from the regulations above can only take place on agreement with the Works 

Council or personnel representative body and with final agreement from the union (FNV 

Kiem), for example if someone wishes to arrange a lump sum payment in advance, in 

compensation for all possible future rights, instead of the fee referred to in paragraph 4. 
 

Article 53 Accommodation expenses 

In accordance with appendix III, a daily expense allowance is granted to cover activities that 

take place outside the usual company location. 

 
Article 54 Dancers' Professional Expense Allowance 

The employer grants the dancer in fullt-time employment an allowance up to € 600 p.a. as a 

contribution to the specific professional expenses the dancer may be expected to incur. The 

contribution takes place through allowances or (partially) on the basis of declaration, in 

accordance with a scheme determined by each organisation individually, setting out the 

relevant margins and criteria. 

Professional expenses include: training clothes and shoes, professional literature, make-up 

and hair accessories, physiotherapy (insofar as not covered by health insurance), training 

lessons and workshops (in the Netherlands and abroad) in the context of professional 

development, and visits to performances in the Netherlands. 

 
Article 55    Union contribution 

The employer gives the employee the opportunity of having the contribution for union 

membership reimbursed while simultaneously having the gross salary reduced by an equal 

amount. The tax advantage thus gained is for the employee. 
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Chapter 12 Additional provisions 

 
General 

In the case of the provisions listed below, the periods for which the level of premium is fixed 

do not always coincide with the period covered by the present CAO. Premiums can therefore 

be adjusted in the meantime. 

The various schemes are administered by the relevant fund boards, which usually represent 

both employers and employees. In so far as the present CAO obliges the employer and/or 

employee to participate in a scheme, any amendment, increase of premium or introduction of 

a premium requires the approval of the parties to the present CAO. 

 
Article 56 Insurances and Arrangements for the Creative Industry (VACI) 

1. The employers who are the parties to the present CAO can voluntarily insure themselves 

against the obligation to continue payment of salary of employees who are incapacitated for 

work with the Insurances and Arrangements for the Creative Industry (VACI), formerly OWMC. 

 

2. The premium for the VACI is fixed annually on the basis of the current situation regarding 

employees who are incapacitated for work. The premium for employers in the dance sector 

has  been adjusted 1 January 2012 and was set at 4.05%. 

 
Article 57 Dancers Retraining Scheme (SOD) 

1.  All employees who are taken on as dancers are obliged to participate in the Dancers 

Retraining Scheme (Stichting Omscholingsregeling Dansers). They are bound by the 

regulations of the Dancers Retraining Scheme, Both employers and employees are obliged 

to meet the obligations arising from this retraining scheme. The employer provides the 

employee with a copy of the regulations. 

 

3. The contribution to the Retraining Scheme Fund is paid jointly by employer and employee as 

follows, valid as of 1 January 2011: 

- by the employer: 3% of the gross monthly salary, including the holiday bonus; 

- by the employee: 1% of the gross monthly salary, including the holiday bonus. 

Increase of these premiums must be approved by CAO-parties.  

 
Article 58 Pension Scheme 

1. A pension scheme is provided for the employee by the employer in accordance with the 

Culture Pension Scheme, Stichting Pensioenfonds Cultuur.  

This pension scheme is set out in a pension agreement that is valid through this CAO between 

the individual employer and employee. For the contents of this pension agreement, you are 

referred to the contents of the Pension Regulations, pension scheme culture (standaardregeling 

2) as drawn up by the Stichting Pensioenfonds Cultuur. 

Amendments to the pension scheme are automatically part of this pension agreement. The 

amendments to the pension agreement take effect from the agreed amendment date and 

cannot concern the period prior to the amendment date. The pension agreement is terminated 

in the cases in which the contract of employment is terminated. 
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2. The employee is obliged to take part in this pension scheme, with due consideration for the 

regulations of the Pensioenfonds Cultuur. Excepted are those employees who notified their 

employer in writing no later than 4 December 1987 that they did not wish to take part in the 

pension scheme. The employer issues the employee with a copy of the pension scheme. 

 

3.   The contribution to the pension scheme is paid jointly by employer and employee as follows: 

-  by the employer: 12,6% (per 1.1.2012) of the gross monthly salaries, including holiday 

bonus, of all the employees in his service, irrespective of whether these employees 

take part in the pension scheme.  

-   by the employee (dancers as well as non-dancers): 12,6% (per 1.1.2012) of the basic 

pension contribution.  

Increase of these premiums doesn’t have to be approved by CAO-parties.  

 

  

 
Article 59 Theatre Social Fund  

1. Employers and employees who are parties to the present CAO are eligible for the provisions of 

the Theatre Social Fund. The theatre and dance sectors have separate budgets within this fund, 

which they can allocate as they consider appropriate. The budget of the dance sector is 

allocated to childcare, policy on safety and security at work ( arbo), and the costs of the 

implementation and production of the CAO for Dance, and to the creation of a reintegration 

guidance scheme. 

 

2. The contributions of employers and employees to the fund are as follows: 

-  employer: 0,1% of the gross monthly salary, including holiday bonus; 

-  employee: 0,1% of the gross monthly salary, including holiday bonus. 

Increase of these premiums must be approved by CAO-parties.  
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Chapter 13 Disciplinary measures 
 

Article 60  Suspension, disciplinary measures and dismissal 

Regulations on suspension, disciplinary measures and dismissal can be drawn up in each 

company's rules and regulations, in consultation with the Works Council and/or personnel 

representative body. 
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Chapter 14 Arbitration 
 

Article 61 Arbitration 

1. If a difference between employer and employee cannot be settled by mutual agreement, the 

difference can be presented to a court of arbitration by the employer and/or employee, 

irrespective of the right of the parties to bring the matter before an ordinary court of law. The 

employer and employee will inform one another in writing of the intention of submitting the 

dispute to arbitration. 

 

2. The arbitration specified in section 1 will be performed by three arbitrators. One is to be 

chosen by the employer and one by the employee, after which these two will jointly choose a 

third arbitrator, who will act as chairperson and should preferably be a legal expert.  

If the notification of the appointment of the three arbitrators has not taken place within three 

weeks of receipt of the written notification as specified in section 1 of this article, the 

employer or employee may request the district magistrate to appoint the arbitrators required. 

 

3. The procedure will be determined by the three arbitrators, who should endeavour to ensure 

that the case is decided within two months of their appointment. 

 

4. The arbitration costs and those of the arbitrators will be paid by the employer. However, if the 

arbitrators decide that there were no reasonable grounds for submitting a complaint, the 

costs will be borne by the party who submitted the dispute for arbitration. 
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Appendix  I Rules of application 
 

There are three salary systems in the present CAO: one for dancers, one for technical staff, and 

one for all other employees. The salary systems apply to employees aged 21 or older. The 

following rules apply to all three salary systems: 

 
Functions 

A number of key functions (1-47) have been defined for employees who are not employed as 

dancers. They serve as the guideline for determining salary scale. 

The functions that are found in practice among companies and producers may differ from the 

key functions or be derived from them. The employer himself draws up specific function 

definitions of the functions that are found in his organisation. 

The function of dancer at Het Nationale Ballet is broken down into six categories: 

adspirant/élève; corps de ballet; coryphée; grand sujet; solist; first solist. 

 
Scale 

With the exception of Het Nationale Ballet, there are no different scales for dancers that indicate 

a specific function or rank. Dancers are assigned to a particular salary level on the basis of the 

number of years of experience that they have when they join the company. For the other 

functions there are two scales for each function. The higher or the lower scale is allocated 

depending on the content and importance of the function in question. In the case of a vacancy, 

this is announced beforehand. Among the factors that determine the importance of a function 

are the degree of ability to work independently, managerial capacities, and the degree of 

responsibility that a function entails. Promotion to a higher scale may take place on the basis of 

an increase or extension of the task load and is the decision of the employer. 

Experience, training and – to a lesser extent – age are factors that contribute to determining the 

appropriate level within a scale. 

 
Years of experience 

For dancers, years of experience are the years in which they have worked as a dancer for a 

professional dance or theatre producer. For the rest, years of experience are evaluated by the 

employer. 

For the other functions, years of experience are the years in which, according to the judgement 

of the employer, the employee has worked in a function that is comparable to the function to 

which the employee is appointed. Each year of experience counts for at least one increment. 

 
Functioning discussion 

The employer holds a functioning discussion with the employee at least once a year. A written 

report is made of this discussion. The functioning discussions play an important part in the 

allocation of salary increases. 

 
Periodical salary increases 

As regards the allocation of periodical salary increases, the salary schemes include both a fixed 

and a free trajectory. For dancers the fixed trajectory corresponds to scales 3 to 19; the free 
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trajectory applies to scale 20 and above. For other employees the fixed trajectory corresponds 

to scales 1 to 22; the free trajectory applies above scale 22. During the free trajectory periodical 

salary increases are allocated on the basis of  job performance or appraisal interviews between 

employer and employee. 

At least one increment is automatically allocated every year during the fixed trajectory, except in 

a number of exceptional cases, in which the employer may decide not to award a periodical 

increase.  

 

This applies to the following cases: 

1. If the employee was unable to work for a period of six months or more, thereby preventing the 

employer from having sufficient opportunity to assess whether the employee functions well. 

2. If the employee was on (un)paid leave for a period of six months or more, thereby preventing 

the employer from having sufficient opportunity to assess whether the employee functions well. 

3. If the employee can be blamed for evidently not having performed satisfactorily according to the 

judgement of the employer. This ground for not awarding an increment only applies if the annual 

functioning discussions have taken place (see above), the last of which was not held longer 

than 12 months earlier. In this case the employer informs the employee concerned in writing, 

stating reasons, that unless his behaviour changes there will be reason not to award him an 

increment on this occasion. This assessment is made at such a time that the employee has 

time to improve his functioning in order to be still eligible for an increment. 

 
Appeal procedure 

The appeal procedure contained in the CAO for Dance is applicable to differences of opinion 

about the salary scale or about a decision not to award a periodical salary increase. 
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Appendix II  Salary Scales 
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Appendix II b Key functions and scales 

 
  
 

 omzet < € 1,8 milj omzet > € 1,8 milj 

    
Artistic Staff 
staf 

1  coach and/or ballet master  D − E E − F 

 2  2nd ballet master / assistant − D − E 

 3  1st ballet master − F − G 

 4  executive education officer − B − C 

 5  senior education officer − C − D 

 6  dance education teacher − C − D 

 7  artistic coordinator / ass. art. director D − E E − F 

 8  mus. accompanist / musician D − E D − E 

 9  mus. coordinator  − D − E 

 10 artistic adj. director − H − I 

 11 (art.) director subcompany − H − I 

    
Business Staff 

 
12 PR assistant and 2nd level / ass. 

marketing 

A − B B − C 

 13 PR assistant and 1st level marketing

  

C − D D − E 

 14 head PR department and marketing − F − G 

 15 production manager  D − E E − F 

 16 tour manager C − D D − E 

 17 system administrator − D − E 

 18 ass. company manager − C − D 

 19 company manager − E − F 

 20 head education service − E − F 

 21 ass. business director D − E E − F 

 22 executive / general secretary − F − G 

 23 personnel officer − F − G 

 24 adj. business director − G − H 

 25 (business) director subcompany − H − I 

    
Administrative 
/ 

26 3rd level admin. / secr. assistant 3rd 

level 

− O − A 

Secretarial 
staff 

27 2nd level admin. / secr. assistant 2nd 

level 

− A − B 

Staff 28 1st level admin. / secr. assistant 1st level − C − D 

 29 head admin. / chef de bureau − E − F 

 30 admin. / secr. assistant B − C − 

 31 staff ass. / chef de bureau D − E − 

 32 administrator E − F F − G 

    
Costume 33 dresser − B − C 

Workshop 34 3rd level / ass. costumière − A − B 

 35 costumière / dresser  A − B − 

 36 2nd level costumière − B − C 

 37 1st level costumière − D − E 

 38 costumière  B − C − 

 39 head costume workshop  − E − F 

    
Domestic staff 

 
40 2nd level dom. / maintenance ass. − O − A 

 41 1st level dom. / maintenance ass. A − B A − B 

    
Technical staff 42 trainee stage manager TO − TA TO − TA 

 43 3rd level stage manager TB − TC TB − TC 

 44 2nd level stage manager TC − TD TD − TE 

 45 1st level stage manager − TE − TF 

 46 head stage manager / head technical 

staff 

− TF − TG 

 47 stage manager, staff function TD − TE − 
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Appendix II e Description of key functions 
 

The following descriptions of key functions are not exhaustive. They are intended to provide 

insight into the nature of the functions on the basic of characteristics and practical examples. 

In practice the exact content of the function may depart from the description given here. 

Moreover, so-called conglomerate functions may occur in practice, in which a single person 

combines more than one function (e.g. organization, secretariat, publicity). 

 
Artistic staff 

1.  coach and/or ballet master 

Rehearsing new or existing dance repertoire with the dancers. Assisting the 

choreographer in rehearsing (part of) his/her work. Ensuring that the performance of 

the dance repertoire that has been rehearsed is of the requisite quality. Assisting the 

dancers during performances. 

In Group I companies this function may coincide with that of ballet master. In Group II 

companies the coach reports to the (first) ballet master. If necessary, the coach draws 

up the casts and the daily work and rehearsal rosters in consultation with the (first) 

ballet master. 

 
2. 2nd level ballet master / assistant  

Providing training lessons for the dancers to prepare for rehearsals or performances. 

Assisting the coach, ballet master or choreographer in rehearsing the dance 

repertoire. Reporting to the (first) ballet master. 

 
3. 1st ballet master  

Providing training sessions for the dancers to prepare for rehearsals or performances. 

Consulting with the choreographer or artistic coordinator on the casts and 

organization of the work in work and rehearsal rosters. Rehearsing the dance 

repertoire. Ensuring that the performance of the dance repertoire that has been 

rehearsed is of the requisited quality. Assisting the dancers during performances. 

Reporting to the artistic coordinator and/or (adjunct) artistic director. Participating in 

staff meetings. 

 
4. executive education officer  

Organizing and coordinating educational projects for schools and other clients. The 

education officer maintains contacts with teachers or coordinators of schools during 

project days, provides for the elaboration of new educational services, and is 

responsible for the availability of the necessary props and audiotapes. Possible other 

tasks include: the provision of introductions for municipal theatres and other clients, 

the drawing up of lessons, and participation in promotional activities with regard to 

schools. 

 
5. senior education officer  

Informing, advising and discussing with schools and other clients about their  and 

opportunities with regard to educational projects. The senior education officer is 

responsible for the organization and coordination of the educational activities and 
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projects. The senior education officer contributes to the elaboration of policy and to 

the conceptual development of (new) educational material. Possible other tasks 

include: bookings for educational projects, writing educational texts, harmonization of 

the content of educational projects with subsidizing bodies, supervision of the 

education team, the maintenance of contacts with arts education centers etc. and the 

amateur dance sector.  

 
6 dance education teacher 

Providing educational projects, including active dance classes, workshops and 

projects for schools and other clients. These may concern individual, classical or 

group classes. The dance education teacher maintains contacts with teachers or 

school coordinators during project days, takes care of developing new educational 

material and is responsible for ensuring availability of the necessary props and music 

tapes. Other possible duties are: providing introductions for theatres and other clients, 

drawing up hand-outs and taking part in promotional activities in the field of 

education. 
 
7. artistic coordinator / ass. art. Director 

Drawing up the casts and the organization of the work and rehearsal rosters in 

consultation with the choreographer. Ensuring a proper harmonization of the tasks of 

the coaches and ballet masters. Reporting to and/or assisting the (adjunct) assistant 

director. Participating in staff meetings. 

 
8. mus. accompanist / musician 

Accompanying training lessons, rehearsals and/or performances on the piano or other 

musical instrument. 

 
9. mus. coordinator  

Ensuring harmonization of the consultations between the choreographer and the 

director; providing sheet music. 

 
10. artistic adj. director  

Is directly responsible to the artistic director and acts on his behalf when the artistic 

director is absent. The artistic director can delegate certain tasks to his adjunct. The 

artistic director holds ultimate responsibility for the artistic functioning and artistic 

output of the company. 

 
11. (art.) director subcompany  

(N.B. Only applicable if a company consists of two or more subcompanies with 

separate activities.) 

Responsible for the appointment of artistic members of staff of the subcompany 

concerned. Bears partial or full (ultimate) responsibility for all aspects, and in 

particular for the artistic functioning of the subcompany. 
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Business staff 
12. PR  assistant and 2nd level / ass. marketing 

Carrying out activities in accordance with fixed procedures or guidelines for the 

Publicity Department, such as sending printed matter and invitations and maintaining 

regular contact with the press and venues. 
 
13. PR assistant and 1st level marketing 

Initiating or independently carrying out activities for the Publicity Department, if 

necessary in accordance with the guidelines of the (head of the) department; 

responsibility for the corresponding part of the budget. The range of tasks may 

include: responsibility for placing advertisements, responsibility for the production of 

printed matter, finding accommodation for guests. 

Carrying out the correspondence, establishing and maintaining contacts with the 

press and venues for premières etc. 

Drawing up publicity plans may belong to the tasks within a smaller company. 

 
14. head PR department and marketing  

Responsibility for the coordination and implementation of all activities of the Publicity 

Department, including supervising the other members of staff of the department. 

Drawing up marketing and publicity policy plans and managing the corresponding 

budget. Maintaining contacts with the press etc. Holding discussions with the 

business director. Participating in staff meetings. 

 
15. production manager 

Coordinating the various activities for the realization of productions. 

Reporting to the business and artistic directors. Participating in staff meetings. 

 
16. tour manager 

Assisting the company during traveling and accommodation on tours lasting a number 

of days. Responsibility for the pre-tour and post-tour organization; drawing up travel 

schedules and arranging transport and hotels. Holding discussions with the business 

director. 
 
17. system administrator 

Carries responsibility for the development and maintenance of a reliable information 

system, geared towards the requirements of the organisation. This concerns carrying out 

technical work, installing and setting up equipment and software, designing and 

administrating a suitable data structure, ensuring a good back-up system and antivirus 

protection, and acting as a helpdesk. 

 
18. ass. company manager  

Executing the tasks listed under ‘company manager’, but in assistance to the 

company manager and acting under his responsibility. 
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19. company manager  

The coordination of various (domestic, technical and/or maintenance) tasks related to 

the premises. Supervision of members of staff of the domestic staff. 

 
20. head education service  

Responsibility for preparing, planning and seeing through educational performances 

and projects in schools, theatres or other locations within the guidelines laid down by 

the directors. 

 
21. ass. business director 

The relation between the business director and the assistant can vary depending on 

the needs of the company. Among the possible tasks are: responsibility for the 

harmonization of tasks in different areas (secretariat, production management, 

publicity). 

Responsibility for the performance planning and the sale of productions to Dutch 

theatres. 
 
22. executive / general secretary  

Independent performance of a number of functions on behalf of the directors or board. 

Supervising one or more members of staff if required. The nature of the tasks may 

vary. Examples: preparing/conducting discussions, meetings, negotiations, drawing 

up texts, (labour) agreements, memoranda, policy plans, annual reports, etc. Drawing 

attention to and following developments in various areas. 

Acting as contact person and representing the organization in various connections. 

 
23. personnel officer  

 The number of fields in which a personnel officer can be active is very wide. The 

nature of the tasks may therefore vary depending on the needs of the company. The 

personnel officer is a member of the staff who, generally speaking, has an advisory 

function vis-à-vis heads of departments and directors, and an informative function vis-

à-vis the other members of staff. Examples: preparing, advising on and implementing 

policy in the field of terms of employment; recruitment and selection; labour contracts 

and salary systems; evaluation of performance and functioning; career planning and 

counseling; training and retraining; transfers, promotion and resignation; keeping 

records (e.g. sick leave, legal regulations); labour relations (Works Council-directors); 

personnel care and social counseling. The personnel officer may supervise one or 

more members of staff, reports to the directors and participates in staff meetings. 

 
24. adj. business director  

Is directly responsible to the business director and acts on his behalf when the 

business director is absent. The business director can delegate certain tasks to his 

adjunct. The business director holds ultimate responsibility for all aspects of the 

business policy of the company and reports on the same to the board of the 

foundation. 
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25. (business) director subcompany  

(N.B. Only applicable if a company consists of two or more subcompanies with 

separate activities.) 

Responsible for the appointment of (business staff) members of staff of the 

subcompany concerned. Bears partial or full (ultimate) responsibility for all aspects, 

and in particular for the business functioning of the subcompany. 
 
Administrative and secretarial staff 

26. 3rd level admin. / secr. assistant  

Performing simple administrative and/or secretarial tasks such as sorting and sending 

post, operating the switchboard, keeping various databases up to date, copying, 

typing, acting as receptionist, etc. 

 
27. 2nd level admin. / secr. assistant  

Performing simple administrative and/or secretarial tasks in accordance with fixed 

procedures or guidelines. The administrative tasks may include: checking and coding 

invoices and declarations, carrying out the administration in connection with health 

insurance and pension schemes, keeping databases up to date. The secretarial tasks 

may include: mailings, correspondence, sending printed matter and invitations etc. 
 
28. 1st level admin. / secr. assistant  

Independent performance of various financial and administrative or secretarial 

activities. 

 The financial and administrative activities may include: drawing up invoices, salary 

administration, debtor/creditor administration, administration in connection with the tax 

office and industrial board, all under the responsibility of the administrator or head of 

accounts. The secretarial tasks may include: those listed under 2nd level, but with an 

appreciable degree of autonomy, possibly under the final responsibility of a chef de 

bureau. 

 
29. head admin. / chef de bureau  

Responsibility for the secretariat (to the directors), or the financial administration, in a 

supervisory position to a number of members of staff. 

Arranging appointments, meetings, etc. Carrying out various support activities 

connected with the planning, publicity, sales, etc. Reporting to the business or artistic 

director. Participating in staff meetings. Preparing (production) budgets; monitoring 

expenses and liquidity, etc. Seeing through the external accountants and tax 

inspection. 

 
30. admin. / secr. assistant  

In smaller organizations: a combination of the tasks listed under ‘2nd level admin. / 

secr. assistant 1st level’ and ‘admin. / secr. assistant’ carrying out simple 

administrative and/or secretarial tasks such as sorting and sending post, operating the 

switchboard, keeping various databases up to date, including the financial 

administration, copying, faxing, typing, filing, taking minutes. 
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31. staff ass. / chef de bureau  

In smaller organizations: Independently carrying out tasks as listed under ‘1st level 

admin. / secr. assistant’ and ‘head admin. / chef de bureau’, and possibly supervising 

other members of staff. 

 
32. administrator 

Responsibility delegated by the business director for the entire financial 

administration. Supervision of other administrative members of staff. 

Determination of (production) budgets in consultation with the business director; 

monitoring expenses and liquidity, etc. Preparation of annual reports, budgets, etc. 

Seeing through the inspections by the external accountants and the tax office. 

Participating in staff meetings. 
 
Costume workshop 

33. dresser  

Providing costumes: washing, ironing, hanging and clearing away costumes, carrying 

out simple costume repairs. Tasks related to the preparation of costumes can be 

assigned by the head stage manager or by the head of production. The dresser can 

be entrusted with the management of the workshop and with stocks of e.g. footwear. 

The dresser can also be deployed during (full dress) rehearsals and performances to 

assist the dancers in putting on and taking off their costumes. 

 
34. 3rd level / ass. costumière  

Assisting (as a trainee) with various activities in the costume workshop; carrying out 

simple tasks in accordance with precise instructions from the first costumière or from 

the head of the costume department. 

 
35. costumière / dresser  

Executing a combination of tasks listed under the former two functions. 

 
36. 2nd level costumière  

Making or adjusting costumes on the basis of patterns in accordance with instructions 

but with a degree of independence; dyeing materials, shoes, etc. 

 
37. 1st level costumière  

Responsibility for the production of (parts of) costumes, supervision of (assistant) 

costumières, and reporting to the head of the costume department. 

The production of costumes in accordance wit the wishes of the choreographer or 

artistic director on the basis of drawings. Selecting and advising on the textiles and 

materials to be used and on their purchase. Arranging contracting out to third parties 

where necessary. Management of the costume workshop. 
 
38. costumière  

Usually in smaller companies: producing of and caring for costumes; a combination of 

tasks as listed under 2nd and 1st level costumière. 
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39. head costume workshop  

Responsibility for the functioning of the costume workshop, supervision of the other 

members of staff in the costume workshop. 

Producing costumes in accordance with the wishes of the choreographer or artistic 

director on the basis of drawings. Selecting and advising on the textiles and materials 

to be used and on their purchase. Arranging contracting out to third parties where 

necessary. Management of the costume workshop. Budget management per 

production. 

Reporting to the business or artistic director. Participating in staff meetings. 
 
Domestic staff 

40. 2nd level dom. / maintenance ass.  

Carrying out various service activities, including: control of access to and/or 

surveillance of the premises; porter's and courier's services; cleaning; canteen 

(counter sales, stocks); simple maintenance work. 

 
41. 1st level dom. / maintenance ass. 

Independent performance of various service activities, such as: porter's service, 

combined with reception and switchboard operation; concierge activities; supervising 

and providing maintenance for the heating, lighting and equipment; inventory of needs 

and requirements in these areas. 

 
Technical staff 

42. trainee stage manager 

Assisting (as a trainee) with preparatory activities in setting up the lighting, sound 

system and décor in accordance with precise instructions or guidelines. 

 
43. 3rd level stage manager 

Assisting with preparatory activities in setting up the lighting, sound and décor in 

accordance with precise instructions or guidelines. Independently stage managing 

simple performances in accordance with guidelines. 

 
44. 2nd level stage manager 

Preparing performances in accordance with the instructions of the 1st level stage 

manager, designer and/or choreographer. Responsibility for one of the disciplines - 

lighting, sound or décor - during the preparation, setting up and duration of complex 

performances. Technical responsibility for both lighting, sound and décor during the 

preparation, setting up and duration of simple performances, possibly in cooperation 

with a 3rd level stage manager under supervision. Acting as contact person for the 

stage managers of the theatres concerned. 

 
45. 1st level stage manager  

Technical responsibility for both lighting, sound and décor during the preparation, 

setting up and duration of performances. Supervision of 3rd level and 2nd level stage 

managers. Acting as contact person for the stage managers of the theatres 
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concerned, who are informed in writing of the technical requirements and conditions 

beforehand. 

 
46. head stage manager / head technical staff  

Usually in bigger organizations: compiling a technical budget for each production. 

Monitoring the budget for each production. Drawing up a long-term investment plan 

for the replacement of technical equipment. Supervising the other members of staff in 

the technical department, possibly including the costume and/or décor workshops. 

Informing and advising the directors on the functioning, appointment and resignation 

of members of staff. Reporting to the business manager. Participating in staff 

meetings. 

 
47. stage manager, staff function  

Usually in smaller organizations: A combination of the tasks listed under 3rd level 

stage manager and 2nd level stage manager; carrying responsibility for technical 

logistics (transport of persons and materials, etc.) during the production process, 

supervising other members of the technical staff if required; assuming responsibility 

for the corresponding part of the budget if required. 
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Appendix III Daily expense allowances  

General 

The regulations on daily expense allowances apply to performers and personnel that have been 

requested by the employer to assist with performances outside the company locality. There are 

three types of allowance: 1) daily expense allowance in the Netherlands; 2) daily expense 

allowance abroad; and 3) overnight accommodation allowance. 

 

The per diem amounts will be indexed each year by the inflation percentage as applied to the 

domestic travel scheme for civil servants. 

 
Article 1 Daily expense allowance in the Netherlands 

as of 1 January  2012 

Incidental expenses €   4,14 

Lunch allowance € 12,53 

Dinner allowance € 19,82 

Evening allowance technical staff €   6,01 

 

Incidental expenses: 

This sum is paid for all activities outside the company location in the Netherlands. 

 

Lunch allowance: 

This sum is paid when departure from the company locality is before 13:00 hours. 

 

Dinner allowance: 

This sum is paid when departure from the company locality is before 17:00 hours and return to 

the company locality is after 19:30 hours or after an overnight stay elsewhere. 

 

Evening allowance for technical staff: 

This sum is paid to technical staff for evening activities after 22:00 hours in a place that is more 

than 75 km from the company locality. 

It can be agreed with the Works Council that the per diems are paid on the basis of 

declaration, up to the maximum amounts stated in these regulations. 

In special cases, it can be agreed with the Works Council that the per diems are given in 

kind, in part or in whole. 

 
Article 2 Daily expense allowance abroad 

For activities abroad the employer will agree on an appropriate daily expense allowance, in 

consultation with the Works Council or the personnel representative body, on the basis of the 

price level of the country in question. 

In exceptional cases it can be agreed with the Works Council or the personnel representative 

body that the daily expense allowances are paid partly or wholly in kind. 

 
 
 



53 
 

Article 3 Overnight accommodation allowance 

For activities outside the company location, whether in the Netherlands or abroad, from 

which the employee does not return to the company location the same night, the employer is 

responsible for arranging good overnight accommodation. 
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Appendix IV Ruling on the implementation of study facilities and extra training 

 
Article 1 Range of application 

This ruling applies exclusively to the administrative, auxiliary and technical functions. 

 
Article 2 Financing 

1. a.  The costs of a study imposed by the employer because it is necessary for the 

performance of a function are borne 100% by the employer. 

b. The costs of a study which is of importance for the work, or is connected with the 

function or an expected function, will be borne for 50% by the employer, provided the 

study is followed with the approval of the employer. In special cases this percentage 

may be fixed at 75%. 

2. If the study specified in sections 1a and 1b is to be followed elsewhere than in the place of 

residence of the employer or the company locality, the necessary travelling expenses will be 

remunerated in accordance with the company's usual arrangement. 

3. The costs of study as specified in sections 1 and 2 are taken to include: 

-  the necessary registration and tuition fees; 

-  examination and diploma expenses; 

-  the purchase of compulsory study material. 

4. If the employer does not grant the permission referred to in section 2a, those concerned 

must be informed of his decision in writing, including motivation. 

5. If the employee terminates his employment with the employer within a specified period after 

the completion of the study, the employee must refund the expenses incurred by the 

employer to the employer. The length of this period is determined by the employer in 

consultation with the employee before the commencement of the study. 

 
Article 3 Study leave 

1. Study leave may be granted if the lessons are held during normal working hours. 

2. Lessons given outside normal working hours are not compensated in working hours. 

3. Days off may be granted for examinations. 
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Appendix V    Standard trainee placement agreement for dancers 
 

The undersigned: 

1st party to the contract : ……………………………………… (company) 

in : ……………………………………… 

represented by : ……………………………………… 

hereafter referred to as the company 

 

2nd party to the contract, fellow signatory :……………………………………… (training facility) 

in : …………………………………….. 

represented by : …………………………………….. 

hereafter referred to as the training facility 

 

3rd party to the contract, fellow signatory :……..……………………………… (trainee) 

pupil at the above training facility, 

hereafter referred to as the trainee 

 

Declare that they have made the following agreement: 

 

The trainee will be attached to the company for ... (period). 

The company offers the trainee the following: 

- a daily training or warming-up; 

- the opportunity to follow rehearsals and rehearse repertoire, depending on the 

decision of the artistic director as 1st, 2nd or emergency cast; 

- the opportunity to obtain performance experience in the theatre performances and 

presentations produced by the company, depending on the decision of the artistic 

director; 

- the opportunity to follow the program of the training facility during company days off; 

- the opportunity to take auditions with other companies; 

- the opportunity to attend the official presentation of diplomas of the training facility; 

- the trainee receives daily allowances on performance days in accordance with 

Ruling for Daily Expense Allowance for Dance, and a professional expense 

allowance in accordance with the compensatory allowance scheme of the employer.  

 

The trainee agrees with the company and the training facility that: 

- he will be available on a full-time basis to follow lessons, rehearsals and the 

presentation (and attendance) of performances in accordance with the applicable 

company roster; 

- he will not perform any work for third parties outside the company during the period 

of the contract without the express written permission of the company; 

- he will immediately notify the company in the event of absence, illness, injury or any 

other impediments which may arise; 

- he will make an appointment with his supervisor from the training facility every two 

months; 
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- he will make use of his public transport annual season ticket. If the trainee 

placement entails travelling expenses on days on which this ticket cannot be used, 

the trainee can declare the expenses to the company. 

 

The training facility agrees with the company and the trainee that: 

- it will provide third party insurance for the trainee by the training facility; 

- it will provide supervision for the trainee by a teacher on the staff during the 

placement period; 

- it will maintain contact with the company and the trainee during the placement 

period. 

 

This agreement can be prematurely terminated by any of the parties for pressing reasons provided a 

period of notice of two months is observed. 

 

The (standing) rules of the company are applicable to this trainee placement agreement. 

 

 

Made and signed in triplicate, 

 

......……………………… (date),  ......………………………. .(place) 

 

1. On behalf of the company 

 

......………………………………………………… 

 

2. On behalf of the training facility 

 

......………………………………………………… 

 

3. Trainee 

 
......…………………………………………… 
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Amsterdam, 17 November 2011 
 

 

NAPK,  association for performing arts  FNV Union for the Arts and Media 

 / FNV Kiem 

 

 

 

 

 

     

board treasurer          chairman 
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Notes: 


