
 

 

 
 
 

 

 

 

Factsheet Personnel in The Netherlands 

 
Insight into your employer’s costs and obligations in the Netherlands 
 
Which legislation applies? 

In several countries, it is possible to offer your products or services through a local employee 
without the need to have your own registered office there for this purpose. This can, however, 
often be subject to certain restrictions as to the nature of your activities as a foreign company 
without a registered office in the country in question. Please also note that, in principle, Dutch 
social security will apply to your employees residing in the Netherlands, whether they work there 
exclusively or partially. In addition, Dutch tax regulations will apply to the income they earn in 
the Netherlands and you will be obliged to observe Dutch employment law. One of the first 
questions you could have before taking on an employee in the Netherlands is what the annual 
employer's expenses are in the Netherlands.  
 
In this factsheet, you will therefore find an overview of the employee benefits package that is 
customary in the Netherlands and the costs associated with it, calculated on an annual basis. 
 
How to use this factsheet 

By means of the costs overview you will gain an insight into the terms and conditions of 
employment that are customary in the Netherlands, based on which you can decide whether an 
employee in the Netherlands fits the budget. As soon as this decision has been made, we will be 
happy to help you make a suitable offer for your employee, so you will be well prepared for 
entering into negotiations with your employee. 
 
In view of the complexity and, possibly, your insufficient knowledge of Dutch legislation, we 
recommend that you do not limit yourself to looking at the financial side! In the appendix you 
will find a detailed explanation of the sections that make up the cost overview. We also give an 
overall picture of employment law, social security, taxes, employee benefits, and health & well-
being in the Netherlands. 
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Statement of annual expenses1 
 

A Starting points 

1 Employee is 45 years of age and married, with 2 children   
2 Gross annual salary (12 x € 4,000) € 48.000 

3 40-hour work week    

4 Gross representative's commission (12 x € 500) € 6.000 

5 8% holiday allowance x (gross annual salary + commission) € 4.320 

6 Company car, tax-related value: € 31,000, with private use   

7 Telecom; Dutch ,mobile phone subscription   
8 Contract for an indefinite period. This leads to regular low unemployment insurance 

premium. 

  

 
B Gross/net route 

1 Gross annual salary incl. commission and holiday allowance € 58.320 

2 -/- Pension scheme via the employer; employee contribution € 2.486 

3 -/- Wage tax (incl. general tax deduction of € 4.062 and addition for private use or the 

company car of € 6.820)  

€ 19.070 

4 Net salary to be paid out (before taxes) (63% of the gross salary) € 36.764 

 
C Calculation of employer’s national insurance contributions 

1 Premium WW (Unemployment Act, 2,64%) € 1.654 

2 Premiums Aof (former WAO/WIA) (occupational disability, 5,82%) € 3.646 

3 WKO (Day Care Center); additional on premium Aof (0,50%) € 313 

4 Premium Whk (1,07%) € 670 

5 Employer’s contribution for Healthcare Insurance Act (6,68%) € 4.185 

6 Total national insurance contributions by employer for gross salary  
(18% of the gross salary) 

€ 10.468 

 
D Absenteeism support & insurances 

1 Sickness absence; Occupational Health Service subscription costs € 207 

2 Employer’s contribution to the pension scheme via the employer € 7.981 

3 Sick leave insurance € 3.114 

4 Disability insurance  € 1.633 

5 Accident insurance € 239 

6 Total costs of absenteeism support and insurance (23% of the gross salary) € 13.174 

 
E Total employer’s costs 

1 Gross annual salary € 58.320 

2 Total employer’s national insurance contributions € 10.468 

3 Total costs of absenteeism support and insurance € 13.174 

4 Total employer’s costs (41% of the gross salary) € 81.962 
 
  

 
1 No rights may be derived from this table of sample annual amounts. 

 

"For calculating the 

employer's costs a 

maximum annual 

salary of 

approximately   

€ 66.956 applies in 

2023. On the amount 

above this the 

employer and 

employee therefore 

pay no social security 

contributions"  
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Look beyond the financial side of things! 
 

Terms and conditions of employment & employment law in the Netherlands (category A) 

Although in theory, in the international context, freedom of choice applies with regard to the 
applicable employment law, there are certain “mandatory” provisions of Dutch employment law 
where no freedom choice applies. In other words, an employee who lives and works in the 
Netherlands can still invoke these “mandatory” provisions, even if the choice is made for another 
legislature. 
Important examples of this are: 
 
✓ In the event of illness, the employer is obliged to continue paying at least 70% of salary for 

2 years (100% for the first year is customary). 
✓ The maximum permissible trial period in the Netherlands is 1 to 2 months. A trial period is 

not possible for fixed-term contracts of 6 months or less. 
✓ Each year, in June at the latest, 8% of the gross salary over the preceding 12 months must 

be paid out as an additional holiday allowance. A 13th month or year-end bonus is not 
compulsory in the Netherlands. 

✓ Protection from dismissal is very substantial in the Netherlands. Simply terminating 
someone's employment with due regard for the agreed notice period is virtually never 
sufficient to end the contract of employment in a legally valid manner. We advise you to 
consult our legal department in advance in all such cases. 

✓ Your business may be subject to the application of a Dutch collective labour agreement 
(cao), the rules of which take priority over the individual contract of employment.  

✓ It is possible that compulsory participation in a collective sectoral pension fund may apply 
to your company, the regulations of which surpass those of the individual contract of 
employment. 

 
From a practical point of view, we therefore almost always advise entering into a contract of 
employment based on Dutch law.  

 
Social insurance / wage tax / net pay (categories B & C) 

The social insurance premiums to be remitted to the tax authorities are payable on a maximum 
annual salary of approximately € 66.956 in 2023. On the amount above this the employer and 
employee therefore pay no social security contributions. The employee does pay wage tax on the 
full salary (in the case of gross annual income above € 73.031 this rate is maximum 49.50% in 
2023). 
 
Social insurance in the Netherlands consists of various legal components, for which the 
employer and sometimes also the employee pay a certain contribution. The contribution 
percentages are revised annually and consist in part of a fixed contribution, which is identical for 
each employer, and a variable contribution, which differs by sector or by employer. 
 
For employees with a fixed-term contract, a 5% surcharge on social security costs applies.  
 
You will find an overview of the latest percentages on  
www.interfisc.co.uk/the-netherlands/#premiums-taxation 
 

“The maximum 

permissible trial 

period in the 

Netherlands is  

1 to 2 months. A trial 

period is not possible 

for fixed-term 

contracts of 6 months  

or less”  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://www.interfisc.co.uk/the-netherlands/#premiums-taxation
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Health & well-being, obligations regarding sickness absence (category D1) 

In this context employers in the Netherlands are subject to the obligation to play an active part 
in the supervision of employees who are ill. The ‘doctor's certificate’ requested from employees 
in a number of neighbouring countries does not exist in the Netherlands. Instead of this you can 
arrange for the employee to be called to the occupational physician’s surgery and, in addition, a 
wide range of administrative obligations apply, such as regular adjustment of a plan of approach 
and prompt reporting of incapacity for work to the authorities.  
 
Incapacity for work < 2 years (category D3) 

In the case of incapacity for work (illness or accident) on the part of the employee the employer 
is obliged to continue to pay at least 70% of the legally established maximum (namely  
€ 66.956 in 2023) for 104 weeks. It is also quite common for an employer to pay 100% of the 
salary in the first year of incapacity for work, and 70% in the second year. This may also apply to 
your company. No refund therefore takes place under the social insurance. 
 
This legislation consequently entails financial risks for your business operations, which you 
should take account of. An example is the situation in which your employee is ill for some time, 
as a result of which the commercial results have declined. You are considering a temporary 
replacement. You have to make an additional investment for this, because both the employee 
who is sick and the temporary person have to be paid. Are these costs that you can bear 
yourself? For how long? And what happens if several employees are absent due to illness for a 
long period of time?  
 
You can insure this financial risk by means of sick pay insurance, the premium for which is for 
the employer’s account. 

 
Incapacity for work > 2 years (category D4) 

On expiry of 2 years of incapacity for work, in principle your obligation to continue paying wages 
ends and the employee may be eligible for a social security benefit, the so-called WIA-benefit 
(Work and Income (Ability to Work) Act). 
As from this moment, the greatest financial risk begins for the employee. This is because, 
depending on its level, his or her income can fall back to 20 to 30% of the old annual salary. You 
can insure this financial risk, it being possible to divide the annual premium between employer 
and employee by means of a specific formula. 
 
State pension versus pension scheme via the employer (category B2 & D2) 

In the Netherlands the employer/employee pension forms an important part of the fringe 
benefits. In the Netherlands it is customary, but in particular also necessary in connection with 
the low state pension, also referred to as the “AOW” or the “first pillar pension”, for the employer 
to make a collective pension arrangement for his employee(s).  
To enable you to form a picture of this: a retired person who is married receives in 2023 a 
maximum of approximately € 12.241,32 on an annual basis. In contrast to the surrounding 
countries, in the Netherlands this AOW benefit is financed entirely by the employees themselves. 
There is thus no employer’s contribution to the Dutch state pension. 
 

“In case of illness, the 

employer is obliged to 

continue paying at 

least 70% of the 

salary, no refund 

takes place under the 

social insurance”  
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Substantively a pension scheme comprises the old-age pension, the partner pension and the 
disability pension. These costs for the employer generally amount to between 8% and 25% of 
the gross salary, depending on the quality of the arrangement and the age of the employee. 
 
In many sectors, moreover, pension is compulsorily arranged by means of an industry-wide 
pension fund. An investigation can show whether a Dutch collective labour agreement (cao) or 
sectoral pension fund (bedrijfstakpensioenfonds - bpf) applies in your situation, possibly even one 
that is mandatory. To avoid possible fines in the future, we therefore advise you to arrange for a 
collective labour agreement/sectoral pension fund investigation to be carried out. This 
investigation can be carried out by Interfisc at your request. 

 
Good employment practice (category D5) 

In the Netherlands strict guidelines apply with regard to the concept of good employment 
practice. This includes that, as employer, you have to have done everything within your power to 
avoid “financial” loss for your employees or to limit it to a minimum. As employer, you are 
naturally not always liable for an industrial accident; however, you are virtually always obliged 
to compensate financially the employees involved. 
Under Dutch law you are expected to know what risks your employees incur so that you can take 
precautionary measures to prevent accidents. One aspect of this is that you insure your 
employees appropriately.  

 
Driving a company car in the Netherlands (category A6) 

If an employee with a position that involves travel will be driving a high number of business 
kilometres annually, it is customary to provide a company car rather than the maximum 
applicable net, untaxed allowance of € 0.21 per km. 
However, an employee living and working in the Netherlands may not drive a car with a foreign 
registration, in connection with a special tax on vehicles. This tax can increase the cost of a car 
up to 25% comparison with the cost abroad. Checks regarding driving a car with foreign 
registration are the responsibility of customs and can result in fines and additional levying of 
this special tax, which is referred to as BPM. 

 
Telecom in the Netherlands (category A7) 

We can provide a contract for a Dutch mobile phone for your employee in your name.  
For other items, you can grant compensation for subscriptions taken out privately by the 
employee himself, if they are necessary for the proper performance of his work. 
 
Liability (not taken into account in annual cost schedules)  

Work inevitably results in mistakes. For example, someone is injured by your product, or one of 
your employees accidently breaks a customer’s window, or damages a customer’s property in 
some other manner. In such cases, customers, suppliers and personnel can hold your company 
liable. In the Netherlands, employer, company and product liability apply. If you are held liable, 
it can have substantial consequences for the continuity of your business. We therefore advise you 
thoroughly to investigate whether there is appropriate coverage under the current business 
liability insurance via your head office and, if so, what the coverage includes. More specifically, 
we urge you to check to what extent employer liability is covered, as this form of statutory 
liability is more extensive in the Netherlands than in other countries.   

“In contrast to the 

surrounding 

countries,  in the 

Netherlands the 

AOW benefit is 

financed entirely by 

the employees 

themselves. There is 

thus no employer’s 

contribution to the 

Dutch state pension”  
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Company travel insurance (not taken into account in annual cost schedules) 

It is quite possible that your employee(s) in the Netherlands must travel for their work, within 
the Netherlands and abroad. In this connection, we should like to call your attention to the 
Dutch medical expenses system. It may be different from what you are accustomed to and could, 
as a result, have financial consequences for you. All residents of the Netherlands are required to 
have basic health insurance, regardless whether it is supplemented with extra coverage. Such 
insurance is taken out on a private basis, without the involvement of the employer. This basic 
insurance provides coverage for all primary healthcare costs, including GP and hospitalisation 
costs, and features an excess amount of € 385.00 per person per year. Such insurance often 
features minimum coverage and/or limited remuneration for healthcare costs incurred outside 
the Netherlands. As a result, it is possible that an employee could, at any time, request 
remuneration from you, if necessary medical costs are incurred in the course of a business trip.  
As it is also possible that company property or personal property of the employee will be lost, we 
would advise you to include your employee(s) in the Netherlands under your current company 
travel-insurance policy. It is therefore important to check if this policy provides coverage for 
costs not included under the relevant Dutch healthcare insurance and whether the coverage is 
compliant with current market standards. You are also well-advised to request your employee(s) 
to effect their private healthcare insurance on the basis of world coverage. Please note that an 
existing healthcare insurance policy can usually be adjusted once per year, in January.  
  

“In contrast to the 

surrounding 

countries,  in the 

Netherlands the 

AOW benefit is 

financed entirely by 

the employees 

themselves. There is 

thus no employer’s 

contribution to the 

Dutch state pension”  
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What can Interfisc do for you?  
 
If you are involved in negotiations with an employee in the Netherlands, we will make a 
simulation of the monthly employer costs and pay slip for you. We investigate whether a Dutch 
Collective Labour Agreement or Industry Pension Fund applies. We assist you in drawing up an 
employment contract under Dutch law using templates or via our own legal department. 
 
Should you hire an employee in the Netherlands, we can register your company with the Dutch 
authorities, and provide you with the requisite personnel and payroll administration, including 
communications with the authorities, returns and national insurance contributions and the 
payment of net salaries to your personnel. You will receive monthly invoices from us for the net 
salaries paid out, including employer’s and administrative costs. We will take care of the rest. 
Naturally, we will keep you abreast of relevant changes to Dutch employment law.  
  
Further, Interfisc will provide you with practical solutions for all the other Dutch employers’ 
obligations listed in this factsheet. We provide the same services in Belgium, France, Germany, 
Italy and the United Kingdom. Interfisc makes life simpler for international employers by 
combining all their personnel and payroll administration for multiple countries in one office.  
 
For you, this means no needless loss of time switching between different parties/countries, and 
having all of your queries and updates handled by one single office. Result? Contented 
employees both at home and abroad, who in turn can direct all their energies toward attaining 
your commercial objectives. 
 
How you can reach us 
 
For further information as well as a personalised advice, please contact the advisors of our 
Welcome-Team. 
 
For advice in the area of pension and insurance you can contact Ravil Intersurance BV, financial 
service provider within the Interfisc Group (E-mail: intersurance@interfisc.nl). The advisors of 
Ravil Intersurance BV will be pleased to inform and advise you on your specific situation. You 
may naturally seek out another financial service provider for pensions and insurance, you are 
completely free in this regard. 
 
You can also contact us using the contact details below: 

 
0031 - (0)70 313 3000 0044 - (0)20 7125 0211 welcome@interfisc.co.uk 
0032 - (0)3 825 5003 0049 - (0)221 8000 4576 www.interfisc.co.uk 
 
 

This factsheet has been issued exclusively for information purposes and is in no manner to be construed as containing legal 
or professional advice. No rights can be derived from the contents of this factsheet. Should you be seeking legal or 
professional advice, kindly contact our consultants.  
  

“Having all of your 

queries and updates 

handled by one single 

office, means no 

needless loss of time 

switching between 

different 

parties/countries”  
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