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IntroducƟon 
Why This Guide? 
Employee illness is a reality every organizaƟon faces, yet it oŌen brings a host of quesƟons and 
challenges. What should employers do when an employee reports sick? How long are wages to be 
conƟnued, and under what condiƟons? How can employees and employers navigate the complex 
process of re-integraƟon? In the Netherlands, these quesƟons are not just about good management 
pracƟces—they are governed by specific laws and regulaƟons designed to ensure fairness and 
accountability for all parƟes involved. 

Understanding illness-related procedures is essenƟal for maintaining compliance, minimizing risks, 
and fostering a supporƟve work environment. Employers must be well-versed in their legal 
responsibiliƟes, from wage conƟnuaƟon and workplace accommodaƟons to collaboraƟon with 
occupaƟonal health services. Simultaneously, employees must understand their rights, including 
access to sickness pay, as well as their responsibiliƟes, such as cooperaƟng in re-integraƟon efforts. 
This guide provides a comprehensive overview of these criƟcal elements, offering pracƟcal advice 
and insights to navigate the oŌen-complex landscape of managing illness in the workplace. 

This e-book also emphasizes the importance of being proacƟve. By understanding and adhering to 
Dutch laws such as the Wet Verbetering Poortwachter (Improved Gatekeeper Act), employers and 
employees can work together to ensure smoother transiƟons during illness, effecƟve recovery, and 
eventual re-integraƟon into the workforce. For employers, this knowledge helps miƟgate legal and 
financial risks, while for employees, it safeguards their rights and facilitates clear communicaƟon 
with their employers. 

Who Is This Guide For? 
This guide is designed to be a pracƟcal resource for anyone involved in managing or navigaƟng 
employee illness. 

- Employers: Whether you’re running a small business or managing a large organizaƟon, 
understanding your responsibiliƟes under Dutch employment law is criƟcal. This guide provides 
the tools and knowledge to handle employee illness effecƟvely, from the iniƟal noƟficaƟon of 
sickness to long-term re-integraƟon. 

- HR Professionals: With re-integraƟon requirements, wage conƟnuaƟon rules, and legal deadlines 
to track, managing illness cases can be complex. This guide offers structured advice, checklists, 
and sample documents to streamline your processes. 

- Employees: For those who experience illness, this guide helps clarify your rights, from wage 
conƟnuaƟon to suitable work arrangements. It also outlines your responsibiliƟes, such as 
maintaining open communicaƟon and cooperaƟng in re-integraƟon efforts. 

- Legal Advisors: If you provide counsel on employment law or workplace disputes, this guide 
serves as a valuable reference, offering detailed insights into Dutch laws and regulaƟons 
governing employee illness. 

Whether you’re new to managing these procedures or looking to refine your approach, this e-book is 
designed to demysƟfy the process and provide acƟonable soluƟons. By addressing the needs of all 
stakeholders, we aim to foster a collaboraƟve, fair, and effecƟve approach to handling employee 
illness in the workplace. 
 
Let’s begin this journey by exploring the legal framework, obligaƟons, and pracƟcal steps necessary 
to navigate the complexiƟes of employee illness with confidence and competence. 
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1. Legal Framework 
Understanding the legal framework governing employee illness is essenƟal for both employers and 
employees. Dutch employment law provides a detailed structure to ensure fairness, compliance, and 
effecƟve re-integraƟon. This part of the guide will introduce the key regulaƟons, concepts, and 
insƟtuƟons that shape the procedures for managing illness in the workplace. 

1.1 Understanding Dutch Employment Law 
The Netherlands has a comprehensive legal framework that governs the rights and responsibiliƟes of 
employers and employees during illness. These laws aim to protect employees while ensuring 
employers fulfill their obligaƟons. Key regulaƟons include: 

- Civil Code (Burgerlijk Wetboek): This outlines the basic principles of employment relaƟonships, 
including the obligaƟon for employers to conƟnue paying wages during illness. 

- Wet Verbetering Poortwachter (WVP): The Improved Gatekeeper Act establishes a structured 
process for re-integraƟon, requiring both employers and employees to acƟvely parƟcipate in 
efforts to return the employee to work. 

- Ziektewet (Sickness Benefits Act): For employees without wage conƟnuaƟon rights—such as 
temporary workers or those whose contracts have ended—this law provides sickness benefits 
through the UWV (Employee Insurance Agency). 

These laws work together to ensure employees are supported during illness while holding employers 
accountable for facilitaƟng recovery and re-integraƟon. 

1.2 Key Concepts 
Several key concepts form the foundaƟon of managing employee illness under Dutch law. 
Understanding these concepts is crucial for navigaƟng the procedures effecƟvely: 

- Sickness Versus Disability 
It is important to disƟnguish between short-term sickness and long-term disability. Sickness 
refers to temporary inability to work due to health issues, while disability involves a more 
permanent or long-term reducƟon in an employee's ability to perform their duƟes. The legal 
obligaƟons differ significantly depending on the nature and duraƟon of the employee's condiƟon. 

- Passende Arbeid (Suitable Work) 
Employers have an obligaƟon to offer “suitable work” to employees during their recovery. 
Suitable work refers to tasks or roles that the employee can reasonably perform despite their 
health limitaƟons. This may involve adjusƟng the employee’s exisƟng duƟes, offering a different 
posiƟon, or making accommodaƟons in the workplace. The suitability of work is assessed based 
on the advice of occupaƟonal health services (Arbodienst). 

- The Role of the UWV 
The UWV (Employee Insurance Agency) plays a central role in overseeing compliance with illness-
related procedures. It reviews re-integraƟon efforts, assesses applicaƟons for sickness benefits, 
and determines eligibility for long-term disability benefits. AŌer two years of illness, the UWV 
conducts the RIV-toets (Re-IntegraƟon Review) to evaluate whether the employer and employee 
have fulfilled their obligaƟons. 

- OccupaƟonal Health Services (Arbodienst) 
Employers are required to collaborate with occupaƟonal health services (Arbodienst) to manage 
employee illness effecƟvely. These services provide expert advice on the employee’s ability to 
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work, suitable tasks, and necessary accommodaƟons. They also monitor progress and ensure 
compliance with the re-integraƟon plan. 

By understanding these laws and concepts, employers and employees can navigate the complexiƟes 
of illness procedures more effecƟvely. In the next part, we will delve into the specific obligaƟons of 
employers, including the steps to take when an employee reports sick, wage conƟnuaƟon 
requirements, and the role of occupaƟonal health services. 
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2. Employer ObligaƟons 
Employers play a pivotal role in managing employee illness. Their responsibiliƟes are mulƟfaceted, 
ranging from ensuring legal compliance to fostering a supporƟve environment that facilitates 
recovery and re-integraƟon. This secƟon outlines the key obligaƟons employers must meet under 
Dutch law, providing pracƟcal guidance to help navigate these responsibiliƟes effecƟvely. 

2.1 NoƟficaƟon and RegistraƟon of Illness 
The first step in managing employee illness begins when an employee reports sick. Employers are 
required to follow specific procedures to document and respond appropriately: 

- Internal ReporƟng: 
When an employee reports sick, the employer must record the date and reason for the absence 
(to the extent that privacy laws allow). Immediate communicaƟon with the employee is crucial to 
understand the situaƟon and provide iniƟal support. 

- CollaboraƟon with OccupaƟonal Health Services (Arbodienst): 
Employers must noƟfy their occupaƟonal health service provider about the employee’s illness 
promptly. This ensures the case is monitored and that the necessary assessments can be 
scheduled. 

- ReporƟng to the UWV: 
If the illness conƟnues beyond six weeks, employers are required to report the absence to the 
UWV. Timely registraƟon is essenƟal to avoid penalƟes and ensure compliance with the re-
integraƟon Ɵmeline established by the Wet Verbetering Poortwachter (WVP). 

2.2 Payment of Wages During Illness 
Employers in the Netherlands are obligated to conƟnue paying wages during an employee’s illness 
for up to two years, with specific rules governing the amount and duraƟon: 

- DuraƟon of Wage ConƟnuaƟon: 
Employers must pay wages for up to 104 weeks (two years) of illness, provided the employee 
complies with re-integraƟon efforts. 

- Percentage of Salary: 
Employers are legally required to pay at least 70% of the employee’s salary during this period. 
However, many employment contracts or collecƟve labor agreements (CAOs) sƟpulate a higher 
percentage, especially during the iniƟal year of illness. 

- CondiƟons for Payment: 
Wage conƟnuaƟon is conƟngent on the employee’s cooperaƟon with the re-integraƟon process. 
If an employee refuses to comply without valid reasons, the employer may be permiƩed to 
suspend or reduce wage payments, provided they follow the proper procedures. 

2.3 The Role of the Employer in Re-IntegraƟon 
Re-integraƟon is a collaboraƟve process that requires proacƟve effort from the employer. The law 
emphasizes that employers must take reasonable steps to facilitate the employee’s recovery and 
eventual return to work: 

- Offering Suitable Work: 
Employers must idenƟfy and offer tasks that align with the employee’s current capabiliƟes. This 
may involve modifying the exisƟng role, adjusƟng working hours, or providing alternaƟve duƟes. 
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- AdapƟng the Workplace: 
Employers may need to make accommodaƟons, such as ergonomic adjustments or modified 
schedules, to enable the employee to perform their duƟes safely and effecƟvely. 

- Ensuring Compliance with the Re-IntegraƟon Plan: 
Together with the occupaƟonal health service, employers must create a Plan of AcƟon (Plan van 
Aanpak) outlining the steps for re-integraƟon. Regular evaluaƟons and updates to this plan are 
required throughout the two-year period. 

2.4. CollaboraƟon with OccupaƟonal Health Services (Arbodienst) 
OccupaƟonal health services play a central role in assessing the employee’s condiƟon and guiding the 
re-integraƟon process. Employers are legally required to work closely with these experts: 

- Scheduling Check-Ups and Assessments: 
The Arbodienst conducts regular check-ups to monitor the employee’s recovery and provide 
recommendaƟons for suitable work or accommodaƟons. Employers must ensure that these 
assessments occur as required. 

- Receiving Advice on Suitable Work: 
Based on the employee’s medical condiƟon, the Arbodienst advises on tasks the employee can 
perform. Employers are expected to implement these recommendaƟons unless there are valid 
reasons not to do so. 

- DocumentaƟon and ReporƟng: 
Employers must maintain detailed records of all communicaƟons, assessments, and acƟons 
related to the illness and re-integraƟon process. This documentaƟon is criƟcal for the UWV’s RIV-
toets aŌer two years of illness. 

Employers who adhere to these obligaƟons not only ensure compliance with Dutch law but also 
contribute to a more supporƟve and producƟve workplace. In the next part, we will explore the 
rights and responsibiliƟes of employees, including their enƟtlement to sickness pay and their role in 
the re-integraƟon process. 
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3. Employee Rights and ResponsibiliƟes 
When illness affects an employee's ability to work, Dutch law provides a strong framework to protect 
their rights while also outlining their responsibiliƟes. This secƟon highlights what employees can 
expect in terms of support and wages, as well as their obligaƟons in contribuƟng to their recovery 
and re-integraƟon process. 

3.1 The Right to Sickness Pay 
One of the most important protecƟons for employees during illness is their enƟtlement to wage 
conƟnuaƟon: 

- CondiƟons for Receiving Payments: 
Employees are enƟtled to at least 70% of their salary for up to two years of illness, as long as 
they meet their obligaƟons under the law. In many cases, employment contracts or collecƟve 
labor agreements (CAOs) may sƟpulate a higher percentage, especially during the first year. 

- ExcepƟons to EnƟtlement: 
An employee may lose their right to sickness pay if they fail to comply with their re-integraƟon 
responsibiliƟes without valid reason. For example, refusing to aƩend appointments with 
occupaƟonal health services or rejecƟng suitable work could result in suspension or reducƟon of 
payments. 

- Payment During Fixed-Term Contracts: 
If an employee’s fixed-term contract ends while they are sƟll sick, their employer is no longer 
obligated to pay wages. Instead, the employee may be eligible for sickness benefits through the 
UWV under the Ziektewet (Sickness Benefits Act). 

3.2 ObligaƟon to Cooperate in Re-IntegraƟon 
Under Dutch law, employees have a legal obligaƟon to acƟvely parƟcipate in their recovery and re-
integraƟon efforts: 

- AƩending Appointments with the Company Doctor: 
Employees must aƩend scheduled consultaƟons with the occupaƟonal health service 
(Arbodienst). These consultaƟons are criƟcal for assessing their condiƟon and determining their 
ability to resume work, even in a limited capacity. 

- AccepƟng Suitable Work When Possible: 
Employees are required to accept “passende arbeid” (suitable work) offered by their employer, 
as long as it aligns with their current capabiliƟes and does not negaƟvely impact their recovery. 
Refusal without a valid reason may result in penalƟes, including suspension of wage payments. 

3.3 The Role of the Employee in Re-IntegraƟon 
EffecƟve re-integraƟon is a collaboraƟve effort, and employees play a central role in ensuring its 
success: 

- Maintaining Open CommunicaƟon with the Employer: 
Employees must keep their employer informed about their recovery progress and any changes to 
their condiƟon. Transparent communicaƟon helps employers provide appropriate support and 
accommodaƟons. 

- Following the Re-IntegraƟon Plan: 
Employees must adhere to the Plan of AcƟon (Plan van Aanpak) developed in collaboraƟon with 
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their employer and the occupaƟonal health service. This includes meeƟng agreed-upon 
milestones and aƩending scheduled evaluaƟons. 

- Seeking External Advice if Necessary: 
If employees disagree with their employer or the occupaƟonal health service regarding their 
condiƟon or re-integraƟon plan, they have the right to seek independent advice. For example, 
they may consult an independent company doctor (bedrijfsarts) or file a complaint with the 
UWV. 

By understanding and fulfilling these responsibiliƟes, employees can protect their rights while 
contribuƟng to a smoother recovery and re-integraƟon process. CollaboraƟon and communicaƟon 
are key to ensuring that both the employee and employer can navigate this challenging period 
effecƟvely. 

In the next part, we will explore the re-integraƟon process in greater detail, including the Ɵmelines 
and steps required under the Wet Verbetering Poortwachter (Improved Gatekeeper Act) and the role 
of the UWV in assessing compliance. 
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4. Re-IntegraƟon Processes 
Re-integraƟon is a cornerstone of managing employee illness in the Netherlands. It is a structured 
process aimed at helping employees gradually return to work while fulfilling the legal obligaƟons of 
both employers and employees. The Wet Verbetering Poortwachter (Improved Gatekeeper Act) 
provides a detailed roadmap for this process, ensuring accountability and collaboraƟon at every 
stage. This secƟon breaks down the re-integraƟon Ɵmeline, the roles of various parƟes, and the steps 
required to meet legal and pracƟcal obligaƟons. 

4.1 The Two-Year Re-IntegraƟon Timeline (Wet Verbetering 
Poortwachter) 
The Wet Verbetering Poortwachter establishes a two-year Ɵmeline for re-integraƟon efforts, 
outlining specific steps and deadlines that employers and employees must meet: 

- Week 1: ReporƟng Illness 
The employee must noƟfy the employer of their illness as soon as possible. The employer, in 
turn, informs the occupaƟonal health service (Arbodienst) to begin monitoring the case. 

- Week 6: Problem Analysis 
By the sixth week, the company doctor (bedrijfsarts) prepares a Problem Analysis 
(Probleemanalyse) that evaluates the employee’s condiƟon and work capacity. This document 
serves as the foundaƟon for the re-integraƟon plan. 

- Week 8: Plan of AcƟon (Plan van Aanpak) 
Based on the Problem Analysis, the employer and employee jointly create a Plan of AcƟon. This 
document outlines the steps for re-integraƟon, including potenƟal suitable work and 
adjustments to the workplace. 

- Ongoing: Regular EvaluaƟons 
Throughout the two-year period, the Plan of AcƟon must be reviewed and updated regularly 
during progress meeƟngs. These evaluaƟons ensure that re-integraƟon efforts remain aligned 
with the employee’s recovery. 

- Week 52: First-Year EvaluaƟon (EerstejaarsevaluaƟe) 
AŌer one year of illness, the employer and employee must conduct a formal evaluaƟon of the re-
integraƟon efforts. This includes assessing progress against the Plan of AcƟon and making any 
necessary adjustments for the second year. 

- Week 104: Final Assessment and UWV Review (RIV-toets) 
AŌer two years of illness, the UWV conducts a Re-IntegraƟon Review (RIV-toets) to determine 
whether the employer and employee have fulfilled their obligaƟons. If the UWV finds that the 
employer did not meet their responsibiliƟes, wage conƟnuaƟon may be extended for up to one 
addiƟonal year. 

4.2 Assessment by the UWV 
The UWV plays a criƟcal role in ensuring compliance with re-integraƟon requirements: 

- The RIV-toets (Re-IntegraƟon Review): 
This review evaluates whether the employer and employee have made sufficient efforts during 
the two-year re-integraƟon period. The UWV examines documentaƟon, including the Problem 
Analysis, Plan of AcƟon, and evaluaƟon reports. 

- Consequences of Non-Compliance: 
If the employer fails to meet their obligaƟons, the UWV may impose penalƟes, such as requiring 
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the employer to conƟnue wage payments for an addiƟonal year. If the employee is found non-
compliant, their eligibility for sickness or disability benefits may be affected. 

4.3 ParƟal Work ResumpƟon 
In many cases, employees may not be able to resume their full duƟes immediately but can return to 
work on a part-Ɵme or modified basis: 

- Gradual ResumpƟon: 
ParƟal work resumpƟon allows employees to rebuild their capacity over Ɵme. Employers must 
accommodate these gradual increases in workload to ensure the employee’s recovery is not 
jeopardized. 

- Wage SupplementaƟon Rules: 
During parƟal work resumpƟon, employees are typically paid for the hours they work, in addiƟon 
to receiving a percentage of their sickness pay for the hours they are unable to work. This 
ensures that employees are not financially disadvantaged during their recovery. 

- Long-Term Adjustments: 
If an employee’s condiƟon prevents them from returning to their original role, long-term 
accommodaƟons or reassignments may be necessary. Employers are expected to collaborate 
with the Arbodienst and the employee to idenƟfy sustainable soluƟons. 

The re-integraƟon process requires ongoing communicaƟon, documentaƟon, and collaboraƟon 
between the employer, employee, and occupaƟonal health services. By adhering to the structured 
Ɵmeline and fulfilling their responsibiliƟes, all parƟes can work toward a successful and fair 
resoluƟon. 

In the next part, we will explore special situaƟons, such as illness during maternity leave, fixed-term 
contracts, and sickness while abroad, along with their implicaƟons for employers and employees. 
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5. Special SituaƟons 
While the legal framework for employee illness is designed to address common scenarios, certain 
situaƟons require addiƟonal consideraƟon. Illness during maternity leave, sickness while working 
abroad, fixed-term contracts, and dismissal during illness each present unique challenges. This 
secƟon provides guidance for navigaƟng these special circumstances, ensuring compliance with 
Dutch employment law while balancing the needs of both employers and employees. 

5.1 Illness and Fixed-Term Contracts 
Fixed-term contracts introduce complicaƟons when an employee becomes ill. 

- ObligaƟons During the Contract: 
Employers are obligated to conƟnue paying wages for employees on fixed-term contracts who 
fall ill, just as they would for permanent employees. The same rules apply regarding re-
integraƟon efforts and the requirement to offer suitable work. 

- When the Contract Ends: 
If a fixed-term contract expires while the employee is sƟll unable to work, the employer is no 
longer obligated to pay wages. In this case, the employee may apply for sickness benefits 
through the UWV under the Ziektewet (Sickness Benefits Act). It is important for employers to 
ensure the proper transfer of documentaƟon to the UWV to facilitate this process. 

5.2 Maternity Leave and Illness 
Pregnancy and maternity leave introduce addiƟonal legal protecƟons and consideraƟons for 
employees who become ill. 

- Pregnancy-Related Illness: 
If an employee becomes ill due to pregnancy, they are enƟtled to maternity leave benefits rather 
than sickness pay. Employers should coordinate with the UWV to ensure the correct benefits are 
provided. 

- Illness During Maternity Leave: 
Employees on maternity leave who experience illness are sƟll enƟtled to their maternity leave 
benefits for the duraƟon of their leave. If they remain ill aŌer the leave ends, they transiƟon to 
regular sickness procedures. 

- Returning to Work AŌer Maternity Leave: 
Employers must ensure that re-integraƟon efforts following illness take into account the 
employee’s transiƟon back into the workplace aŌer maternity leave. This may include providing 
flexible working arrangements or other accommodaƟons. 

5.3 Illness Abroad 
Employees who fall ill while abroad present unique challenges, parƟcularly regarding communicaƟon 
and compliance. 

- ReporƟng Requirements: 
Employees who become sick while abroad must noƟfy their employer as soon as possible and 
provide documentaƟon of their condiƟon. Employers may require a medical cerƟficate from a 
local healthcare provider. 

- Compliance with Dutch Law: 
Dutch laws governing sickness pay and re-integraƟon apply even when the employee is abroad. 
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Employers must work with the occupaƟonal health service (Arbodienst) to assess the employee’s 
condiƟon and ability to parƟcipate in re-integraƟon efforts remotely. 

- Travel RestricƟons: 
If an employee's illness prevents them from traveling, the employer must accommodate this 
limitaƟon. However, employers may seek addiƟonal verificaƟon of the employee’s condiƟon if 
there are concerns about non-compliance. 

5.4 Dismissal During Illness 
Dutch employment law offers significant protecƟons for employees who are sick, making dismissal a 
complex and highly regulated process. 

- ProhibiƟon of Dismissal During Illness: 
In general, employers are prohibited from dismissing an employee during the first 104 weeks 
(two years) of illness. This protecƟon is designed to ensure that employees have adequate Ɵme 
to recover and parƟcipate in re-integraƟon efforts. 

- ExcepƟons to the Rule: 
There are limited circumstances under which dismissal may be permiƩed during illness, 
including: 

o If the employee refuses to cooperate with re-integraƟon efforts. 

o If the company is undergoing bankruptcy or closure. 

o If dismissal is unrelated to the illness, such as gross misconduct. 

- AŌer 104 Weeks: 
Once the two-year period ends, employers may seek terminaƟon of the employment contract if 
the employee is unable to return to work. This typically involves applying for approval from the 
UWV or the cantonal court. Employers must provide documentaƟon proving that all re-
integraƟon efforts have been exhausted. 

NavigaƟng these special situaƟons requires careful aƩenƟon to legal obligaƟons and effecƟve 
communicaƟon between employers and employees. Each case presents unique challenges, but with 
the right approach, it is possible to address these complexiƟes fairly and effecƟvely. 

In the next part, we will provide tools and resources to support employers and employees, including 
sample documents, checklists, and useful contacts to simplify the illness management process. 
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6. Tools and Resources 
Managing employee illness can be a complex process, requiring careful adherence to legal 
requirements, clear communicaƟon, and detailed documentaƟon. To help employers and employees 
navigate these challenges, this secƟon provides pracƟcal tools and resources, including sample 
documents, checklists, and contact informaƟon for relevant organizaƟons. These resources are 
designed to simplify the process, ensure compliance, and foster a smoother re-integraƟon journey. 

6.1 Sample Documents 
Proper documentaƟon is crucial for managing employee illness. Below are some essenƟal templates 
that employers and employees can use to stay organized and compliant: 

- NoƟficaƟon of Illness Form: 
A simple form for employees to report their illness, including details such as the date of illness, 
expected duraƟon (if known), and contact informaƟon. This helps ensure Ɵmely registraƟon with 
the occupaƟonal health service (Arbodienst). 

- Plan of AcƟon (Plan van Aanpak): 
A structured template for employers and employees to outline the steps for re-integraƟon. The 
document should include: 

- The employee’s current work capacity. 

- Agreed-upon acƟons and deadlines. 

- Roles and responsibiliƟes of the employer, employee, and occupaƟonal health service. 

- Progress MeeƟng Report: 
A form for recording regular evaluaƟons of the re-integraƟon process, including updates on the 
employee’s recovery and any adjustments to the Plan of AcƟon. 

- End-of-Year EvaluaƟon (EerstejaarsevaluaƟe): 
A formal document summarizing the re-integraƟon efforts aŌer the first year of illness, as 
required by the Wet Verbetering Poortwachter. 

- Final Assessment for UWV Review: 
A comprehensive report documenƟng all re-integraƟon efforts, including correspondence, 
evaluaƟons, and acƟons taken. This report is criƟcal for the RIV-toets conducted by the UWV at 
the end of the two-year period. 

6.2 Checklists for Employers 
Checklists can help employers stay on top of their responsibiliƟes and deadlines. Here are two 
essenƟal checklists: 

Illness NoƟficaƟon Checklist 

- Record the date of illness noƟficaƟon from the employee. 

- NoƟfy the occupaƟonal health service (Arbodienst). 

- Maintain a record of all communicaƟon with the employee. 

- Inform the UWV if the illness extends beyond six weeks. 

Wet Verbetering Poortwachter Timeline Checklist 

- Week 1: NoƟfy the Arbodienst of the illness. 
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- Week 6: Ensure the company doctor prepares a Problem Analysis. 

- Week 8: Collaborate with the employee to create a Plan of AcƟon. 

- Week 52: Conduct the First-Year EvaluaƟon. 

- Week 104: Submit all re-integraƟon documentaƟon for the UWV’s RIV-toets. 

6.3 Useful Contacts and Links 
NavigaƟng illness-related procedures oŌen requires guidance from external organizaƟons. Below are 
key contacts and resources: 

- UWV (Employee Insurance Agency): 
The UWV oversees sickness benefits, disability assessments, and re-integraƟon reviews. Their 
website provides detailed guides and tools for both employers and employees. 

- Website: www.uwv.nl 

- Contact: 088 - 898 9294 

- OccupaƟonal Health Services (Arbodienst): 
Employers are required to collaborate with cerƟfied Arbodienst providers. Contact your 
Arbodienst for specific guidance on employee assessments and suitable work recommendaƟons. 

- Dutch Labor Inspectorate (InspecƟe SZW): 
This organizaƟon monitors compliance with employment laws, including illness-related 
procedures. 

- Website: www.inspecƟeszw.nl 

- Contact: 0800 - 5151 

- Legal and Advisory Resources: 

- Dutch FederaƟon of Employers (AWVN): Offers support and advice to employers managing 
workplace challenges. 

- Employee Council for Health and Safety (OR): A resource for employees to seek addiƟonal 
guidance. 

6.4 AddiƟonal Tools for Digital DistribuƟon 
If this guide is being distributed digitally, consider including interacƟve features to enhance usability: 

- InteracƟve Checklists: Allow employers to track deadlines and progress directly within the 
document. 

- Quick Reference Charts: Summarize Ɵmelines, responsibiliƟes, and wage payment rules in an 
easy-to-read format. 

- Embedded Links: Provide direct access to relevant websites, legal texts, and contact forms. 

With these tools and resources, employers and employees can navigate the complexiƟes of illness 
procedures more efficiently. Proper documentaƟon, clear communicaƟon, and proacƟve planning 
are key to managing these challenges effecƟvely. 

In the next part, we will examine real-life case studies and common piƞalls, offering insights into 
successful pracƟces and lessons learned from non-compliance. 
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7. Case Studies and Common Piƞalls 
Real-life examples can offer invaluable insights into how illness-related procedures are applied in 
pracƟce. While successful cases demonstrate best pracƟces, understanding common piƞalls can help 
employers and employees avoid costly mistakes. This secƟon explores both scenarios, providing 
lessons to enhance compliance and collaboraƟon in managing employee illness. 

7.1 Real-Life Examples 
A. Successful Re-IntegraƟon Case 

Scenario: 
An employee working in a physically demanding role suffers a back injury that prevents them from 
performing their usual tasks. 

AcƟons Taken: 

1. The employer promptly noƟfies the occupaƟonal health service (Arbodienst) and schedules an 
assessment. 

2. By week 6, the company doctor provides a Problem Analysis recommending a temporary shiŌ to 
administraƟve duƟes. 

3. The employer collaborates with the employee to create a Plan of AcƟon, which includes a 
Ɵmeline for gradually resuming physical tasks. 

4. Regular evaluaƟons are conducted to monitor progress and make necessary adjustments. 

Outcome: 
The employee transiƟons back to their original role within eight months. The employer’s proacƟve 
efforts and adherence to the Wet Verbetering Poortwachter ensure compliance, avoid penalƟes, and 
maintain a posiƟve working relaƟonship. 

Key Takeaway: 
Open communicaƟon, Ɵmely acƟons, and a willingness to adapt workplace roles are criƟcal for 
successful re-integraƟon. 

B. Non-Compliance and Its Consequences 

Scenario: 
An employer neglects to create a Plan of AcƟon aŌer an employee reports sick due to stress-related 
illness. No evaluaƟons are conducted, and the employee feels unsupported. 

AcƟons (or Lack Thereof): 

1. The employee reports the lack of support to the UWV. 

2. During the RIV-toets at the end of the two-year period, the UWV determines that the employer 
failed to fulfill their obligaƟons under the Wet Verbetering Poortwachter. 

Outcome: 
The UWV extends the employer’s wage payment obligaƟon by an addiƟonal year, resulƟng in 
significant financial costs. 

Key Takeaway: 
Failure to adhere to re-integraƟon Ɵmelines and requirements can result in legal and financial 
penalƟes. Consistent documentaƟon and collaboraƟon are essenƟal. 
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7.2 Avoiding Common Mistakes 
Mistake 1: Poor CommunicaƟon 

- Example: Employers fail to maintain regular contact with the employee, leading to 
misunderstandings and delays in re-integraƟon. 

- SoluƟon: Establish clear communicaƟon channels and schedule regular progress meeƟngs to 
discuss updates and concerns. 

Mistake 2: Inadequate DocumentaƟon 

- Example: Employers do not maintain records of re-integraƟon efforts, such as evaluaƟon reports 
or updated Plans of AcƟon. 

- Consequence: The UWV may find that the employer did not meet their obligaƟons, resulƟng in 
penalƟes. 

- SoluƟon: Keep detailed documentaƟon of every step in the process, including all 
communicaƟons and decisions. 

Mistake 3: Ignoring the Role of the Arbodienst 

- Example: Employers bypass advice from the occupaƟonal health service, offering unsuitable 
work or failing to adjust tasks appropriately. 

- SoluƟon: Follow the recommendaƟons of the company doctor and involve the Arbodienst in 
every stage of the re-integraƟon process. 

Mistake 4: Overlooking Employee ResponsibiliƟes 

- Example: Employees refuse to aƩend appointments with the company doctor or reject suitable 
work without valid reasons. 

- Consequence: Employers may suspend wage payments, escalaƟng tensions and delaying 
recovery. 

- SoluƟon: Educate employees about their responsibiliƟes and emphasize the importance of 
collaboraƟon. 

7.3 Lessons Learned 
From these case studies and common piƞalls, it becomes clear that successful management of 
employee illness depends on three criƟcal factors: 

1. ProacƟve Planning: Both employers and employees must take Ɵmely acƟons to comply with 
legal requirements and facilitate re-integraƟon. 

2. CollaboraƟon and Support: Open communicaƟon and mutual trust are essenƟal for navigaƟng 
the challenges of illness. Employers should foster a supporƟve environment, while employees 
should remain engaged in their recovery process. 

3. Thorough DocumentaƟon: Keeping comprehensive records of all steps taken ensures that all 
parƟes can demonstrate compliance if issues arise. 

By learning from real-world examples and avoiding common mistakes, employers and employees can 
build a robust framework for managing illness in the workplace. In the conclusion, we will summarize 
the key takeaways from this guide and discuss how to plan proacƟvely for illness-related procedures. 
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Conclusion 
Managing employee illness is one of the most challenging yet essenƟal aspects of fostering a 
compliant, supporƟve, and producƟve workplace. As this guide has shown, the key to navigaƟng 
illness-related procedures lies in understanding the legal framework, fulfilling obligaƟons proacƟvely, 
and maintaining clear communicaƟon and collaboraƟon between employers, employees, and 
occupaƟonal health services. 

1. Key Takeaways 
For Employers 

- Be proacƟve: Act promptly when an employee reports illness. NoƟfy the occupaƟonal health 
service, create a Plan of AcƟon, and adhere to the Ɵmelines set out under the Wet Verbetering 
Poortwachter. 

- Collaborate effecƟvely: Work closely with the employee, the company doctor, and the UWV to 
facilitate re-integraƟon. 

- Document everything: Maintain clear records of communicaƟons, evaluaƟons, and decisions to 
demonstrate compliance. 

- Understand special situaƟons: Whether dealing with fixed-term contracts, illness abroad, or 
maternity leave, adapt your approach to meet legal requirements. 

For Employees 

- Know your rights: Understand your enƟtlement to wage conƟnuaƟon, suitable work, and support 
during illness. 

- Fulfill your responsibiliƟes: AƩend all appointments, parƟcipate in re-integraƟon efforts, and 
maintain open communicaƟon with your employer. 

- Seek support when needed: If you disagree with your employer or the company doctor, consult 
the UWV or an independent advisor for guidance. 

2. Next Steps for Employers and Employees 
Illness-related procedures are most effecƟve when approached with a proacƟve and collaboraƟve 
mindset. 

- For Employers: 

o Review your internal policies to ensure they align with Dutch employment law. 

o Train HR staff and management on illness management procedures. 

o Establish partnerships with reliable occupaƟonal health service providers. 

- For Employees: 

o Stay informed about your rights and responsibiliƟes under Dutch law. 

o Communicate openly with your employer about your condiƟon and recovery. 

o UƟlize resources, such as the UWV, to address quesƟons or disputes. 
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3. Staying Updated 
Employment law and best pracƟces evolve over Ɵme. Employers and employees must remain vigilant 
about changes to regulaƟons and new insights into illness management. 

- Employers: Invest in regular training and consult professional advisors to stay informed about 
updates to Dutch employment law. 

- Employees: Periodically review your employment contract and relevant resources to ensure you 
understand your rights and obligaƟons. 

4. Final Thoughts 
Handling employee illness effecƟvely is about more than compliance; it’s about creaƟng a workplace 
culture that values transparency, support, and mutual respect. By understanding and fulfilling their 
respecƟve roles, employers and employees can navigate even the most challenging situaƟons with 
confidence and care. 

This guide has provided a comprehensive roadmap for addressing illness-related procedures, from 
iniƟal noƟficaƟon to re-integraƟon and special circumstances. With the right knowledge, tools, and 
mindset, you can ensure a process that benefits not only the individual but also the organizaƟon as a 
whole. 

If you have further quesƟons or need addiƟonal support, consider consulƟng professional advisors or 
reaching out to the UWV and other relevant organizaƟons. Preparedness and collaboraƟon are the 
keys to success. 

Thank you for taking the Ɵme to explore this guide. Together, we can navigate the complexiƟes of 
employee illness with clarity and compassion. 

  



 

                                    Page 21 of 38 
   

Glossary of Terms 
This glossary defines key legal and procedural terms from the guide. 

Arbodienst (Occupational Health Services) 
Certified health services that assist employers and employees in managing illness, assessing work 
capacity, and ensuring compliance with re-integration plans. 

Burgerlijk Wetboek (Civil Code) 
The Dutch Civil Code, which outlines employment rights and obligations, including employer duties to 
continue paying wages during illness. 

CAO (Collective Labor Agreement) 
A labor agreement between employers and unions that can establish higher wage continuation 
percentages and other conditions for employees. 

Dismissal During Illness 
The prohibition on terminating an employee during the first two years of illness, with limited 
exceptions. 

Eerstejaarsevaluatie (First-Year Evaluation) 
A mandatory evaluation conducted after one year of employee illness to assess re-integration 
progress and update plans for the second year. 

Employer Documentation 
The detailed records employers must maintain throughout the illness and re-integration process, 
crucial for demonstrating compliance during the RIV-toets. 

Fixed-Term Contracts and Illness 
Special provisions for employees on fixed-term contracts who become ill, transitioning to sickness 
benefits through the UWV if their contract ends. 

Illness Abroad 
The responsibility of employees to report illness while abroad and comply with Dutch laws, including 
providing medical certificates. 

Maternity Leave and Illness 
Protections for employees who become ill during maternity leave, ensuring uninterrupted maternity 
benefits. 

Passende Arbeid (Suitable Work) 
Tasks or roles adapted to an employee’s abilities during recovery, determined in consultation with 
occupational health services. 

Plan van Aanpak (Plan of Action) 
A structured re-integration plan jointly created by the employer and employee, outlining steps and 
timelines to facilitate recovery and return to work. 

Pregnancy-Related Illness 
Illness connected to pregnancy that entitles employees to maternity leave benefits instead of 
sickness pay. 
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Probleemanalyse (Problem Analysis) 
A report prepared by the company doctor by week six of illness to evaluate the employee's condition 
and provide recommendations for re-integration. 

Re-Integration Timeline 
The structured two-year process established by the Wet Verbetering Poortwachter to facilitate an 
employee’s return to work. 

RIV-toets (Re-Integration Review) 
An assessment conducted by the UWV after two years of illness to determine whether the employer 
and employee have met their legal re-integration obligations. 

Sickness Versus Disability 

- Sickness: A temporary inability to work due to health issues. 
- Disability: A long-term or permanent reduction in work capacity. 

Suitable Work Accommodations 
Adjustments made to tasks, hours, or work environments to enable employees to work during 
recovery. 

UWV (Employee Insurance Agency) 
The Dutch government agency responsible for overseeing sickness and disability benefits, as well as 
reviewing compliance with illness management laws. 

Wage Continuation 
The employer's obligation to pay at least 70% of an employee's salary during the first two years of 
illness, subject to certain conditions. 

Wet Verbetering Poortwachter (Improved Gatekeeper Act) 
A Dutch law governing the re-integration process for ill employees, including timelines and 
responsibilities for both employers and employees. 

Ziektewet (Sickness Benefits Act) 
A law providing sickness benefits to employees who are not eligible for wage continuation, such as 
those on temporary contracts or unemployed. 
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FAQ SecƟon 
 

1. What should I do when an employee reports sick? 

- Employers: Record the illness date and noƟfy your occupaƟonal health service (Arbodienst) 
immediately. Maintain open communicaƟon with the employee and follow the required steps 
outlined in the Wet Verbetering Poortwachter. 

- Employees: NoƟfy your employer as soon as possible and provide relevant details about your 
condiƟon. Be prepared to aƩend consultaƟons with the occupaƟonal health service. 

2. How long am I required to pay wages during an employee’s illness? 

Employers must conƟnue paying at least 70% of the employee’s salary for up to two years, provided 
the employee cooperates with re-integraƟon efforts. Some contracts or CAOs may require higher 
payments, especially in the first year. 

3. What are my rights as an employee if I become ill? 

Employees are enƟtled to: 

- At least 70% of their salary for up to two years. 

- Suitable work accommodaƟons during recovery. 

- Maternity leave benefits if the illness is pregnancy-related. 

- Guidance from occupaƟonal health services. 

4. What happens if an employee refuses to cooperate in re-integraƟon efforts? 

If an employee fails to comply without a valid reason (e.g., refusing suitable work or missing medical 
consultaƟons), the employer may suspend or reduce wage payments aŌer following proper 
procedures. 

5. What is “passende arbeid” (suitable work), and who decides what it involves? 

“Passende arbeid” refers to tasks or roles that align with an employee’s current abiliƟes during 
recovery. The suitability of work is assessed based on advice from the company doctor (bedrijfsarts) 
and occupaƟonal health services. 

6. What is the Wet Verbetering Poortwachter, and why is it important? 

The Wet Verbetering Poortwachter (Improved Gatekeeper Act) is a Dutch law that sets out clear 
responsibiliƟes and Ɵmelines for employers and employees to ensure effecƟve re-integraƟon during 
illness. Non-compliance can lead to penalƟes, such as extended wage payments for employers. 

7. What if an employee is sƟll ill aŌer two years? 

AŌer two years of illness, the UWV will assess the re-integraƟon efforts (RIV-toets). If all obligaƟons 
have been met and the employee cannot return to work, they may apply for disability benefits. If the 
employer has not met their responsibiliƟes, they may be required to conƟnue wage payments for an 
addiƟonal year. 
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8. Can an employer dismiss an employee during illness? 

In general, dismissal is prohibited during the first 104 weeks (two years) of illness. ExcepƟons include 
gross misconduct or situaƟons unrelated to the illness (e.g., company closure). AŌer two years, 
dismissal may be possible with approval from the UWV or a court. 

9. What are the employer’s obligaƟons for fixed-term contract employees who fall ill? 

Employers must conƟnue paying wages and fulfill re-integraƟon obligaƟons unƟl the contract ends. If 
the employee remains ill aŌer the contract expires, they may apply for sickness benefits under the 
Ziektewet. 

10. What should employers do if an employee becomes ill while abroad? 

Employees must noƟfy their employer immediately and provide medical documentaƟon from a local 
healthcare provider. Employers must work with the Arbodienst to assess the condiƟon and manage 
re-integraƟon, even remotely. 

11. What is the role of the UWV in managing illness-related procedures? 

The UWV oversees compliance with re-integraƟon laws, processes sickness benefit applicaƟons, and 
conducts the RIV-toets aŌer two years of illness to evaluate whether employers and employees have 
met their obligaƟons. 

12. How can employers ensure compliance with illness management laws? 

Employers should: 

- NoƟfy the Arbodienst and UWV promptly. 

- Create and update a Plan of AcƟon (Plan van Aanpak). 

- Follow Ɵmelines set by the Wet Verbetering Poortwachter. 

- Document all re-integraƟon efforts thoroughly. 

13. How can employees address disagreements about re-integraƟon plans or medical assessments? 

Employees can consult an independent company doctor (bedrijfsarts) or file a complaint with the 
UWV if they disagree with their employer or the occupaƟonal health service. 
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Sample Forms and Templates 
1. NoƟficaƟon of Illness Form 
Purpose: To document employee illness and iniƟate the re-integraƟon process. 

Employee InformaƟon 

- Name: ____________________________ 

- Employee ID: ______________________ 

- PosiƟon: __________________________ 

Illness Details 

- Date of NoƟficaƟon: __________________ 

- First Day of Illness: ___________________ 

- DescripƟon of Illness (opƟonal, privacy rules apply): ____________________________ 

- Expected DuraƟon (if known): ______________________ 

Employer AcƟons 

- Date OccupaƟonal Health Service (Arbodienst) NoƟfied: _____________________ 

- Assigned Contact Person: ___________________________ 

- Comments/Notes: __________________________________ 

Signatures 

- Employee: __________________________ Date: ________________ 

- Employer/HR RepresentaƟve: __________ Date: ________________ 
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2. Plan of AcƟon Template 
Purpose: To outline the steps for re-integraƟon. 

Employee InformaƟon 

- Name: ____________________________ 

- PosiƟon: __________________________ 

Employer InformaƟon 

- Company Name: ____________________ 

- Assigned Contact Person: _____________ 

Problem Analysis Summary 

- Prepared by: ______________________ Date: _________________ 

- Key Findings: _____________________________ 

Re-IntegraƟon AcƟons 

- Suitable Work IdenƟfied: ____________________________ 

- Adjustments to Workplace/Tasks: _____________________ 

- Training or Support Required: ________________________ 

Timeline and Milestones 

Date AcƟon/Task Responsible Party Notes 

__________
_ 

___________________________
_ 

________________________
_ 

________________
_ 

__________
_ 

___________________________
_ 

________________________
_ 

________________
_ 

Signatures 

- Employee: __________________________ Date: ________________ 

- Employer: __________________________ Date: ________________ 
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3. Re-IntegraƟon Progress MeeƟng Report 
Purpose: To document regular evaluaƟons of the re-integraƟon process. 

MeeƟng InformaƟon 

- Date: ____________________________ 

- ParƟcipants: ______________________ 

Progress Summary 

- Current Work Capacity: __________________________ 

- Updates on Suitable Work/Tasks: __________________ 

- Changes in Health CondiƟon: ______________________ 

Adjustments to the Plan of AcƟon 

Original Plan Adjustments Made Reason for Change Notes 

____________ ________________________ _________________________ ________________ 

Next Steps 

- Agreed AcƟons: ___________________________ 

- Timeline: ________________________________ 

Signatures 

- Employee: __________________________ Date: ________________ 

- Employer: __________________________ Date: ________________ 
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4. Final Assessment for UWV Review 
Purpose: To summarize compliance and acƟons during the re-integraƟon process. 

Employee InformaƟon 

- Name: ____________________________ 

- PosiƟon: __________________________ 

Employer InformaƟon 

- Company Name: ____________________ 

- Assigned Contact Person: _____________ 

Summary of Re-IntegraƟon Efforts 

- Problem Analysis Date: _______________________ 

- Plan of AcƟon Date: _________________________ 

- Progress MeeƟng Dates: ______________________ 

Key AcƟons Taken 

Date AcƟon Outcome Notes 

___________ _______________________ _________________________ ________________ 

Reasonable Efforts Made by Employer: 

- Yes / No (AƩach supporƟng documentaƟon) 

Signatures 

- Employee: __________________________ Date: ________________ 

- Employer: __________________________ Date: ________________ 
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Quick Reference Charts  
Timeline of ResponsibiliƟes (Week 1 to Week 104) 
Week Responsibility AcƟon Required 

1 ReporƟng Illness Employee noƟfies employer; employer contacts Arbodienst. 

6 Problem Analysis Company doctor prepares a Problem Analysis. 

8 Plan of AcƟon Employer and employee create the Plan of AcƟon. 

26 Progress MeeƟng Evaluate progress and adjust Plan of AcƟon if needed. 

52 First-Year EvaluaƟon Conduct formal evaluaƟon of re-integraƟon efforts. 

104 Final Assessment and RIV-toets Submit documentaƟon to UWV for review. 

Wage Payment Rules (Percentage and DuraƟon) 
Period Wage Percentage Notes 

First Year At least 70% OŌen higher (e.g., 100%) as per CAO or contract. 

Second Year At least 70% Employers may reduce payments but cannot go below 70%. 

Beyond Two Years No obligaƟon If obligaƟons are met, employee transiƟons to UWV benefits. 

ExcepƟons: Payments can be reduced or suspended if the employee fails to cooperate with re-
integraƟon efforts. 

Steps for ReporƟng to the UWV 
1. Illness NoƟficaƟon: 

Report to the UWV if the illness extends beyond six weeks. 

2. Provide DocumentaƟon: 
Submit the Problem Analysis and Plan of AcƟon for UWV records. 

3. Progress Updates: 
Keep the UWV informed about significant changes or delays in re-integraƟon. 

4. Final Submission (RIV-toets): 
AŌer 104 weeks, submit all re-integraƟon records, including problem Analysis, plan of AcƟon, 
progress MeeƟng Reports and Final Assessment 

5. Review Outcome: 
Respond to any feedback or penalƟes based on UWV's review. 

These appendices are intended to simplify the pracƟcal applicaƟon of illness-related procedures and 
serve as a quick reference for key concepts, laws, and resources. Whether you’re managing a new 
illness case or reviewing your compliance strategies, this secƟon ensures you have the tools and 
informaƟon you need at your fingerƟps.  
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InteracƟve Checklists 
InteracƟve checklists allow users to track their progress through illness-related procedures in real 
Ɵme. These can be especially helpful for employers managing mulƟple cases or employees seeking to 
understand their obligaƟons. 

Employer Checklist 
Purpose: Track compliance with illness management laws and key deadlines. 

1. Illness NoƟficaƟon 

☐ Record the illness noƟficaƟon date. 
☐ NoƟfy the Arbodienst (OccupaƟonal Health Services). 
☐ Confirm internal communicaƟon with HR or relevant teams. 
☐ Inform the UWV if illness exceeds six weeks. 

2. Problem Analysis (Week 6) 

☐ Schedule an assessment with the company doctor. 
☐ Receive the Problem Analysis from the Arbodienst. 
☐ Review and document findings. 

3. Plan of AcƟon (Week 8) 

☐ Collaborate with the employee to create a Plan of AcƟon. 
☐ Define suitable work and workplace accommodaƟons. 
☐ Set clear re-integraƟon goals and Ɵmelines. 

4. Progress EvaluaƟons 

☐ Schedule regular progress meeƟngs with the employee. 
☐ Update the Plan of AcƟon as needed. 
☐ Maintain records of all evaluaƟons and updates. 

5. First-Year EvaluaƟon (Week 52) 

☐ Conduct a formal evaluaƟon of re-integraƟon efforts. 
☐ Adjust the Plan of AcƟon based on the evaluaƟon. 
☐ Document outcomes and next steps. 

6. Final Assessment (Week 104) 

☐ Compile all documentaƟon for the UWV RIV-toets. 
☐ Submit Problem Analysis, Plan of AcƟon, and evaluaƟon reports. 
☐ Respond to UWV inquiries or feedback. 

AddiƟonal Features for Digital Use: 

- Mark Completed: Clickable checkboxes for each step. 

- Reminders: Automated alerts for deadlines (e.g., six-week Problem Analysis). 

- Progress Summary: Percentage tracker to monitor overall compliance. 
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Employee Checklist 
Purpose: Ensure compliance with legal responsibiliƟes and track recovery milestones. 

1. Illness ReporƟng 

☐ NoƟfy your employer immediately about your illness. 
☐ Provide relevant details while respecƟng privacy laws. 
☐ Confirm the Arbodienst has been informed. 

2. IniƟal Steps 

☐ AƩend the first appointment with the company doctor. 
☐ Discuss your condiƟon and work capacity. 
☐ Cooperate in developing the Problem Analysis. 

3. Plan of AcƟon 

☐ Review the Plan of AcƟon created with your employer. 
☐ Agree on suitable work and accommodaƟons. 
☐ Keep a copy of the Plan of AcƟon for your reference. 

4. Re-IntegraƟon Steps 

☐ AƩend all scheduled progress evaluaƟons. 
☐ Communicate openly about your recovery progress. 
☐ NoƟfy your employer or the Arbodienst of any significant health changes. 

5. Wage Payment Milestones 

☐ Confirm receipt of wage conƟnuaƟon (first year: typically 70%-100%). 
☐ Track wage adjustments (second year: at least 70%). 
☐ Understand your transiƟon to UWV benefits aŌer two years, if applicable. 

6. Dispute ResoluƟon 

☐ Seek a second opinion if you disagree with the company doctor. 
☐ Consult the UWV for advice if needed. 

AddiƟonal Features for Digital Use: 

- Mark Completed: Clickable checkboxes for tasks. 

- Milestone Tracker: Visual Ɵmeline of wage payments and evaluaƟons. 

- Support Resources: Embedded links to UWV or legal advisors for assistance. 

ImplementaƟon SuggesƟons 

For digital interacƟvity: 

- WordPress Plugins: Use checklist or task management plugins like WP Checklist. 

- NoƟon Templates: Set up the checklist with reminders and progress trackers. 

- Google Sheets/Excel: Create a shareable sheet with checkboxes and automaƟc deadline alerts. 
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- HR Plaƞorms: Integrate these checklists into employee management tools like BambooHR or SAP 
SuccessFactors. 

These interacƟve checklists ensure that employers and employees can efficiently track their 
responsibiliƟes while adhering to Dutch illness management laws. 
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Quick Reference Charts 
Easy-to-read charts for quick decisions and compliance checks. 

1. Timelines: Re-IntegraƟon Deadlines 
A visual overview of key deadlines under the Wet Verbetering Poortwachter. 

Week AcƟon/Deadline Responsible Party 

1 Employee reports illness to employer. Employee 

 NoƟfy Arbodienst about the illness. Employer 

6 Problem Analysis completed by the company doctor. Employer & Arbodienst 

8 Plan of AcƟon created collaboraƟvely. Employer & Employee 

26 Progress evaluaƟon conducted. Employer & Employee 

52 First-Year EvaluaƟon completed. Employer & Employee 

104 Submit documentaƟon for RIV-toets. Employer 

2. Wage Payment Rules 
Breakdown of wage conƟnuaƟon percentages and duraƟons, including common CAO provisions. 

Period Minimum Legal 
Requirement 

Common CAO 
Agreement Notes 

First Year At least 70% of salary OŌen 100% May vary based on employment 
contracts or CAOs. 

Second Year At least 70% of salary OŌen 70%-80% Employers can lower payments but 
not below 70%. 

Beyond Two 
Years No obligaƟon Not applicable Employees transiƟon to UWV 

benefits if eligible. 

3. ResponsibiliƟes at a Glance 
Clear delineaƟon of obligaƟons for both employers and employees during the illness process. 

Phase Employer ResponsibiliƟes Employee ResponsibiliƟes 

Illness 
NoƟficaƟon 

NoƟfy Arbodienst; document illness 
details. 

Inform employer promptly; provide 
necessary details. 

Problem 
Analysis 

Schedule assessment with company 
doctor; review findings. 

AƩend medical assessment; provide 
relevant health updates. 

Plan of AcƟon Collaborate on creaƟng a detailed plan 
for re-integraƟon. 

AcƟvely parƟcipate in discussions about 
suitable work. 
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Phase Employer ResponsibiliƟes Employee ResponsibiliƟes 

Re-IntegraƟon Offer suitable work; monitor progress 
through evaluaƟons. 

Cooperate with re-integraƟon steps and 
aƩend meeƟngs. 

First-Year 
EvaluaƟon 

Conduct formal review of efforts and 
update the Plan. Provide input on re-integraƟon progress. 

Final 
Assessment 

Submit required documentaƟon to the 
UWV (RIV-toets). 

Ensure compliance with all agreed-upon 
re-integraƟon steps. 

Usage SuggesƟons 

 Digital Tools: Integrate these charts into HR management soŌware or online guides for quick 
reference. 

 Visual Aids: Print as posters for office use or include in onboarding materials for HR teams. 

 Mobile Accessibility: Convert these charts into mobile-friendly formats (e.g., PDFs or app 
features) for ease of use. 

These quick reference charts streamline complex procedures into digesƟble informaƟon, ensuring 
compliance and effecƟve decision-making for all stakeholders. 
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Call-to-AcƟon: Get Professional Advice 
 
Encourage users to seek expert guidance for complex cases: 

- Employers: Work with legal advisors or HR consultants to ensure compliance and avoid penalƟes. 

- Employees: Contact the UWV or an independent advisor for support in case of disputes or 
unclear re-integraƟon expectaƟons. 

This call-to-acƟon serves as a reminder that while the guide provides comprehensive informaƟon, 
professional advice can offer tailored soluƟons to specific challenges. 

Why These Features MaƩer 

By incorporaƟng these addiƟonal features, this guide becomes more than a staƟc resource—it 
transforms into a dynamic, user-friendly tool that empowers employers and employees to 
confidently navigate the complexiƟes of managing illness in the workplace. These features ensure 
clarity, simplify procedures, and enhance the overall user experience, making the guide a pracƟcal 
companion for all stakeholders. 
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Useful Links and Resources 
This page provides essenƟal links to organizaƟons, tools, and informaƟon to help employers and 
employees navigate illness-related procedures effecƟvely. 

Government Resources 
1. UWV (Employee Insurance Agency) 

- Role: Oversees sickness and disability benefits, re-integraƟon reviews, and compliance 
checks. 

- Website: www.uwv.nl 

- Contact: 088 - 898 9294 

2. Dutch Labor Inspectorate (InspecƟe SZW) 

- Role: Monitors compliance with employment laws, including illness management 
procedures. 

- Website: www.inspecƟeszw.nl 

- Contact: 0800 - 5151 

3. Netherlands Enterprise Agency (RVO) 

- Role: Provides general support and guidance for employers managing workplace obligaƟons. 

- Website: www.rvo.nl 

OccupaƟonal Health Services (Arbodienst) 
- Employers must collaborate with cerƟfied occupaƟonal health providers. Contact your chosen 

Arbodienst for guidance on illness assessments and re-integraƟon. 

- Directory of CerƟfied Providers: www.ohra.nl/arbodienst 

Legal and Advisory OrganizaƟons 
1. Dutch FederaƟon of Employers (AWVN) 

- Role: Offers advice and tools for employers navigaƟng employment law challenges. 

- Website: www.awvn.nl 

2. Employee Council for Health and Safety (OR) 

- Role: Supports employees in addressing workplace health and safety concerns. 

- Website: www.or.nl 

3. Netherlands Bar AssociaƟon (Advocatenorde) 

- Role: Find qualified legal advisors for employment disputes. 

- Website: www.advocatenorde.nl 
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Re-IntegraƟon Tools and Templates 
1. Re-IntegraƟon Plan Templates (UWV) 

- Download sample Plans of AcƟon and evaluaƟon forms. 

- Website: www.uwv.nl/plans 

2. InteracƟve Illness Management Checklists 

- Manage deadlines and re-integraƟon steps. 

- Website: www.hrchecklists.nl 

AddiƟonal Resources 
1. Dutch Civil Code (Burgerlijk Wetboek) 

- Details on employment laws and employer obligaƟons. 

- Website: www.overheid.nl/burgerlijkwetboek  

2. Ziektewet (Sickness Benefits Act) 
- ExplanaƟon of sickness benefits for employees without wage conƟnuaƟon rights. 
- Website: www.rijksoverheid.nl/ziektewet 

SuggesƟons for Use 

- Bookmark these links for easy access during illness management cases. 
- Share this list with HR professionals, employees, or legal advisors to ensure everyone has the 

tools they need. 

These resources are designed to simplify the process and provide clarity for both employers and 
employees navigaƟng illness procedures in the Netherlands. 
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