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Key points1

The influx into the Wajong system (under the old and new Wajong Act) was 17,800 in 2010, somewhat higher than 
in 2009 (17,600). 45% of the influx in 2010 was still influx under the old Wajong Act. The 2010 influx is not yet an 
accurate reflection of influx under the new act therefore. We can however note that for the first time in years,  
the Wajong influx is not growing much further. Influx in 2011 is expected to decline. There are two reasons for this: 
the number of applications under the new Wajong Act is lower and the rejection rate is higher (40%) than under 
the old Wajong Act (33%).
 
In 2010 the influx under the new law could be broken down as follows: benefit scheme 13%, work scheme 54%  
and study scheme 34%. The work scheme consists of four clearly distinguishable groups: those who ‘temporarily 
have no possibilities’ (20 percentage points), those who perform ‘sheltered work’ (3 percentage points), those who 
perform ‘regular work’ (26 percentage points) and those who follow an educational programme that is not covered 
by student grants and loans or the Fees and Educational Expenses (Allowances) Act (5 percentage points).  
The group that temporarily has no possibilities strongly resembles the group of people in the Wajong benefit 
scheme, in terms of characteristics. We therefore expect that the percentage in the benefit scheme will increase  
to at least 25% in the long term. The percentage in the work scheme will also increase as more individuals in the 
Wajong study scheme complete their education and transition from the study scheme to the work scheme.  
The percentage in the study scheme will decrease therefore.

The breakdown of the influx shows that a limited portion (29%) of the total group of people entering the Wajong 
system is initially eligible for placement assistance in finding work. This percentage will increase over time. This is 
related to the development path of people in the Wajong system. First they must finish school or successfully 
complete treatment. After that, assistance in entering the labour market becomes relevant, and finally help in 
finding and keeping work. Given this development path, the labour participation of people in the Wajong system 
will only increase in the long term.

At the end of December 2010, 17.4% of people covered by the new Wajong Act (Wajongers) were working, 12% in 
the work scheme and 5% in the study scheme. 18% were on their way to finding work and 33% were still in school 
or following an educational programme. Of the active file at the end of 2010 (new Wajong), 29% was unable to 
work because they permanently or temporarily had no possibilities. The status of 8% was still unknown at the end 
of 2010 and 1% have since left the Wajong system. 

As a result of the economic crisis, the percentage of people working when they enter the Wajong system is lower 
under the new Wajong Act than under the old Wajong Act. It is positive however that once in the new Wajong 
system, the percentage of working people grows faster than for similar influx under the old system. The use of 
reintegration instruments was at the same level in 2010 as in a comparable period under the old Wajong Act.  
This is logical because both participation and reintegration take time, also given the development path followed  
by Wajongers. That has not changed under the new law. Differences in the assistance provided under the old and 
new law will only become visible in time since the challenge of the new Wajong Act lies primarily in keeping 
Wajongers employed. 

The percentage of working people in the total Wajong population came to 24.6% in 2010. In absolute terms  
the number of working people in the Wajong system increased by 6%: from 47,600 at the end of 2009 to 50,400  
at the end of 2010. This increase took place entirely at regular employers. The number of employers with a  
Wajong employee rose from 3.8% to 4.2% between 2009 and 2010. 9% of employers who do not yet employ a 
Wajonger plan to hire such an employee in the coming year. If all these employers follow through on this plan,  
the percentage of employers with employees covered by the Wajong Act would increase from 4% to 13%.

 1  This publication is a summary of the Wajong monitor: second report.  
The full Dutch report can be found on UWV’s website: http://www.uwv.nl/overuwv/kennis-publicaties/kennis/index.aspx
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1 Introduction
The new Wajong Act was introduced on 1 January 2010.  
In order to be able to evaluate the new law and provide 
Parliament with information, UWV set up a Wajong 
monitor in cooperation with SZW (the Ministry of Social 
Affairs and Employment). The first report from the monitor 
(November 2010) gave a picture of the new Wajong Act in 
the first half of 2010. This is the second report, covering 
the whole of 2010. 

Whereas the first monitor was primarily dominated by  
the transition from the old to the new Wajong Act, in this 
monitor we make a start on analysing participation and 
reintegration under the new Wajong Act. We emphasise 
that this is just a start and that it gives an initial 
impression. In view of the short time period between  
the introduction of the law and the publication of the 
monitor, it is not yet possible to give a verdict on the 
effect of the new law on the labour participation of 
people covered by the Wajong Act (also known as 
‘Wajongers’). 

We summarise the findings in this monitor along two lines:

1.  The picture of the new Wajong Act in 2010. This focuses 
on the questions:

   •   What development does the influx in 2010 show?
   •   What is the breakdown across the various schemes?
   •   What are the characteristics of the Wajongers in the 

new scheme?

2.  Participation and reintegration under the new Wajong 
Act. This focuses on the questions:

   •   How is the labour participation of Wajongers 
developing? 

   •   To what extent and in what form are reintegration 
instruments used? 

   •   What perceptions of the new law do Wajongers have?
   •   What attitude do employers have towards hiring 

Wajongers?

Before we discuss the findings of the analysis, we will first 
briefly discuss the most important changes in the new law 
and the start-up effects associated with the introduction 
of the new law.

Most important changes in the new law
As stated earlier, the main goal of the new law is to 
increase the labour participation of young people with 
disabilities. The emphasis in the new Wajong Act is 
therefore on what Wajongers can do rather than what 
they cannot do. The main idea behind the new law is  
that most young people are still developing at the age  
of 18. This is also true of their possibilities for performing 
work. In order to activate the new people under the 
Wajong Act as much as possible, a number of components 

of the Wajong scheme have been adapted. The most 
important of these are mentioned below:

•  The abilities of Wajongers are the focus. Under the old 
Wajong Act, 98% of Wajongers were declared fully labour 
incapacitated. That means that a person covered by the 
Wajong Act was not deemed capable of independently 
earning at least the statutory minimum wage (WML) in 
regular work. In the new Wajong Act, the emphasis is on 
what Wajongers can do rather than what they cannot do. 
Under the new Wajong Act, participation is defined as 
the performance of any type of work by which any wage 
can be earned. 

•   The law is divided into three schemes. The right to labour 
support is the focus for young people with disabilities 
who have the prospect of performing paid work. They 
are admitted to the so-called work scheme. Young people 
whose prospect of work cannot be ruled out are also 
admitted to the work scheme. Young people who, as  
the result of illness, have no prospect whatsoever of  
a job, not even if provided with support, because of 
medical or labour reasons, continue to be entitled to an 
unchanged Wajong benefit in the benefit scheme. For 
them, income protection is the focus. This part of the 
new Wajong Act is similar to the IVA (Full Invalidity 
Benefit Regulations) in the WIA (Work and Income 
(Capacity for Work) Act). Wajongers who study or are 
still in school do not receive a full benefit. They receive 
25% of the WML as study allowance. These people fall 
under the so-called study scheme. 

•   Provisional and definitive assessment. The idea that 
Wajongers are still developing at the age of 18 has 
prompted a distinction in the work scheme between a 
provisional assessment after the initial application and a 
definitive assessment at a later point in time. From the 
age of 18 to 27, young people admitted to the Wajong 
work scheme receive intensive assistance in finding and 
keeping work. The individual’s remaining earning capacity 
(with or without labour support) is assessed at the age of 
27 and at that point the definitive assessment takes place 
with regard to permanent application of the Wajong Act.

•   New elements in labour support. Two new instruments 
have been introduced to help individuals find and hold a 
job: the participation plan and the offer of work. The 
preparation of a participation plan is a new instrument 
for boosting the participation of people in the Wajong 
work scheme.  The participation plan indicates what the 
young person should be able to do - whether or not with 
the aid of reintegration instruments - and what support 
would be necessary. The offer of work means that if a 
young person in the Wajong system does not manage to 
find paid work with an employer, whether or not with 
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the assistance of UWV, UWV can make him an offer of 
work as soon as a suitable position is available. 

•   Work must pay. The new law not only introduces new 
instruments, it has also been amended with regard to 
earnings from work in order to make work more 
attractive. Wajongers who work but earn less than the 
statutory minimum wage (WML) and more than 20% of 
the WML may keep half of every extra euro earned. This 
could make their income higher than 75% of the WML 
and as such working more will also be worth it. 

•   Obligation to accept offer of work and sanctions.  
The rights of Wajongers are expanded in the new law. 
The obligations have also been expanded, however, and 
the accompanying sanction regime for people covered 
by the new Wajong Act has been tightened up. Under 
the new Wajong Act, young people have the obligation 
to accept an offer of work (‘suitable work’) if the work is 
in line with their abilities. A refusal of an offer of work or 

the failure to cooperate with reintegration could result 
in termination of the benefit. 

Start-up effects
The law applies for everyone who submits an application 
after 1 January 2010. Since a maximum statutory decision 
term2 of 14 weeks applies for an application, the influx under 
the new law did not start until April 2010. The introduction 
of any law is, moreover, accompanied by start-up effects. 
That also applies for the new Wajong Act. Because of the 
start-up effects, we see some Wajong groups earlier than 
others. People who have been refused admittance to the 
Wajong system, for example, are entered in the registration 
systems earlier than individuals for whom a participation 
plan must be drawn up as part of the Wajong scheme. The 
analyses in the monitor show the impact of these start-up 
effects in many areas. That means that there is still no 
stable picture of the situation under the new Wajong Act 
and that we must be cautious in drawing conclusions 
therefore. This warning applies for the whole of 2010.

2  The decision term was extended from 8 to 14 weeks in the new law in order to create time in the imple-mentation process for preparing the  
participation plan.



73  Number of applications after data cleaning.

2 The (new) Wajong Act in 2010
The new law incorporates a number of expectations with 
regard to the development of the Wajong system. It was 
expected, for instance, that influx would decrease by 
about 10%. Outflow from the system is also expected to 
increase. The law also created new structures within the 
Wajong system: a benefit scheme, work scheme and study 
scheme. We will therefore address three questions in this 
section: 
•  What was the development under the new Wajong Act 

in 2010?
•  What is the breakdown across the various schemes?
•  What are the characteristics of the Wajongers in the 

new scheme?

2.1    What was the development under the new 
Wajong Act in 2010?

Just over 22,000 applications were submitted under the 
new Wajong Act in 2010. This brought the total number of 
applications, including those under the old Wajong Act 
(3,400), to 25,400: an increase of 800 compared to 2009. 
The fact that there was still a small increase in 2010 was 
due to the fact that there were many applications under 
the old Wajong Act at the end of 2009 that were not 
processed until 2010. If we compare the development in 
the applications under the new Wajong Act in 2010 with 
the development in the applications under the old Wajong 
Act in 2009, it emerges that the number of applications 
under the new Wajong Act is lower (see figure 1). We 
therefore expect there will be fewer applications in 2011 
than there were in 2010 (approximately 5 to 10%).

3000

4000

5000

6000

7000

8000

Applications under the new Wajong Act 2010 Applications under the old Wajong Act 2009

1st quarter 2nd quarter 3rh quarter 4th quarter

Figure 1   Applications registered per quarter, 2010 versus 2009 3
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In 2010, 40% of the applications under the new Wajong 
Act that reached the decision stage were rejected. That 
percentage is clearly higher than under the old Wajong 
Act (33%). We assume that the rejection rate under the 
new Wajong Act will remain higher.

With the influx into the new Wajong system, it is not so much 
the number of applications that is important, but rather the 
number of benefits. In 2010 just over 9,800 people were 
admitted to the new Wajong system. The total influx (under 
the old and new Wajong Act) came to 17,800 in 2010, a 
small increase compared to 2009 (17,600), as occurred in 
the number of applications as well. Even more than is the 
case for the applications, this was due to the influx of new 
benefit recipients under the old Wajong Act. 45% of the 
influx in 2010 was still influx under the old Wajong Act. 

Because of all the start-up effects, the year 2010 still does 
not give an accurate impression of the actual influx into 
the new Wajong system. Given the lower number of 
applications under the new Wajong Act and the higher 
rejection rate under the new law, if circumstances remain 
the same, the influx in 2011 will be lower than in 2010. 
Although we cannot say whether the new law results in 
lower influx, we can note that for the first time in years, 
the influx into the Wajong system is not continuing to 
grow and will probably even decrease. 

2.2   What is the breakdown across the various 
schemes in the new Wajong system?

Of the 9,800 people who entered the system under the 
new Wajong Act, 13% entered the benefit scheme, 54% 
entered the work scheme and 34% entered the study 
scheme (table 0.1). This breakdown does not differ 
significantly from the breakdown for the first six months 
of 2010. Nonetheless, it is still too early to consider this a 
definitive breakdown. The impact of the start-up effects in 
2010 was too great for this. 

The percentage that entered the benefit scheme (13%) is 
very low. We must mention two side notes here however. 
The first is that the low percentage in all likelihood relates 
to the fact that in case of any doubt, individuals admitted 
to the Wajong system enter the work scheme. It is difficult 
to declare in advance that an individual will permanently 
have no possibilities of performing paid work. We saw the 
same picture with the introduction of the WIA. That is 
why, just as with the WIA, we may see a substantial flow 

4 Breakdown is corrected for temporary registration (1st half of 2010) in the work scheme of people who are still in school or studying.
5  Provided the therapy or care allows, this group may be encouraged to seek part-time work or part-time study alongside treatment. This working method is 

becoming increasingly used in the mental healthcare system.
6  Kenniscahier 2008-I, De participatiemogelijkheden van de Wajonginstroom (Knowledge book 2008-I, The participation possibilities of the Wajong influx)

(UWV, 2008)

Table 1   
Breakdown of people covered by the new 
Wajong Act by scheme upon influx 4

Percentage 

benefit scheme 13%
work scheme, of which 54%
- temporarily no possibilities 20%

- sheltered work 3%

- regular work 26%

- study/education 5%

study scheme 34%
total new benefits 100%

from the work scheme (and from the study scheme) to the 
benefit scheme. The ultimate breakdown in the benefit 
scheme and work scheme/study scheme of the total 
population in the new Wajong system will most likely be 
different in the future than the impression given currently 
by the influx. 
A second side note is that the study scheme also includes 
a group that permanently does not have any prospects of 
paid work, but which is still at school. Once this group 
finishes studying, some of them (possibly many of them) 
will transition to the benefit scheme. In the first half of 
2010 this involves about 1.5% of the total influx. This means 
that the current percentage of 13% in the benefit scheme 
represents a lower limit, but that structurally a higher 
percentage will ultimately be in the benefit scheme.  
We will revisit this in the discussion of the work scheme. 

Just over one third of the people entering the Wajong 
system are admitted to the study scheme. The study 
scheme is by definition temporary. The movements 
between the various schemes also demonstrate that. In 
the short time that the law has been in effect, 8% of 
entrants have already changed scheme. By far the largest 
flow is from the study scheme to the work scheme. Of the 
people who entered the Wajong study scheme in 2010, 
17% have since transferred to the work scheme.

We can further divide the people in the Wajong work 
scheme on the basis of participation possibilities (which 
are determined by the labour expert when the individual 
enters the system). Four groups can be distinguished in 
the work scheme (see also table 1): 

•  Temporarily no possibilities. The category ‘temporarily no 
possibilities’ contains the group of Wajongers who are 
not immediately employable because they are receiving 
treatment5. When treatment ends, it may be determined 
as yet that the individual does not have any possibilities 
of work. The Wajong dossier study6 indicated that this 
was the case for approximately half of this group. In 
that case the person transfers to the benefit scheme. 
This means that at least 10 percentage points of the 
influx into the work scheme is expected to transfer to 
the benefit scheme in time. At least 25% of the influx is 
ultimately expected to end up in the benefit scheme.

•  Sheltered employment. The group ‘sheltered 
employment’ does have possibilities of working, but only 
in a sheltered environment. In principle this is the group 
that will work in a sheltered workshop. At 3%, the 
percentage that is initially found suitable for sheltered 
work is very low, given the fact that more than half of 
all Wajongers in 2010 worked in a sheltered workshop.  
It is important to note that to date, people usually end 
up working in sheltered employment later in their 
career. We ascertain that the longer people are in the 
Wajong system, the larger the percentage that works in 
a sheltered workshop. Sheltered employment is not so 
much a choice made in advance but rather an outcome 
of the reintegration efforts. 
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•  Regular employment. The group ‘regular employment’  
is the largest group in the work scheme, representing  
26 percentage points. This is the focus of the majority  
of the reintegration efforts.

•  Study/education. The work scheme also contains a 
number of Wajongers who are following an educational 
programme not covered by study grants and loans or 
the Fees and Educational Expenses (Allowances) Act. 
This includes people in the Wajong system who are 
following a part-time education course, for instance. 

The breakdown in table 1 shows that upon entering the 
Wajong system, just 29% of the total influx is eligible for 
placement assistance in finding sheltered or regular 
employment. The rest have no possibilities or temporarily 
no possibilities of work or are at school or following an 
educational programme. This also means that at the 
beginning, the participation under the new Wajong Act 
cannot be very high. Participation will only increase  
over time. We will revisit this in the discussion on 
participation.   

2.3    What are the characteristics of the 
Wajongers in the new scheme?

Compared to the first half of 2010, there has been little 
change in the characteristics of the people who entered 
the system under the new Wajong Act. This means that 
the composition of the influx population within the 

various schemes is already relatively stable. The number 
of men, at 57%, is clearly overrepresented (see table 2). 
The average age at influx is 21 years, but the majority 
(62%) enters at the age of 18/19. 66% of the influx has a 
developmental disorder (such as a mental impairment or 
autism) as primary illness. Just over 20% has a psychiatric 
illness and a small group (13%) has a physical ailment as 
primary illness. Finally: the percentage of people in the 
Wajong system with more than one illness (comorbidity) 
continues to rise: from 44% in 2008 to 49% in 2010. 

In the benefit scheme we see roughly two groups of people. 
The first group has (very) serious or moderate mental 
impairments. This represents 29% of the people in the 
Wajong benefit scheme. This group generally enters at the 
age of 18. The second group consists of people who have 
psychiatric illnesses. 35% of the people in the Wajong benefit 
scheme belong to this group. This group often enters later 
since these types of illnesses often do not fully develop until 
a later age. Compared to the total influx, the study scheme 
contains relatively few individuals with a psychiatric illness 
(7%) and relatively many with a physical illness (17%). 
More than three quarters of the individuals in the Wajong 
study scheme (76%) have a developmental disorder. In 
this group the less serious categories of mentally impaired 
(36%) and disorders in the autistic spectrum (20%) are 
overrepresented. In all cases these are young people who 
cannot independently earn the statutory minimum wage 
in regular work at the moment.

Table 2 Scheme by characteristics, influx under the new Wajong Act (2010) 7

benefit scheme work scheme study scheme total

sex
Male 54% 56% 59% 57%

Female 46% 44% 41% 43%

average age 23,2 22,2 18,4 21,0

age bracket upon influx
18 and 19 years old 58% 48% 86% 62%

20 to 24 years old 17% 30% 12% 22%

25 to 34 years old 11% 16% 2% 11%

35 years old and older 14% 6% 0% 5%

diagnosis group
developmental disorders 53% 62% 76% 66%

serious mental impairment 16% 0% 1% 2%

moderate mental impairment 13% 2% 8% 6%

slight mental impairment 8% 18% 26% 20%

very slight mental impairment 0% 11% 10% 9%

mental impairment, seriousness unknown 2% 1% 1% 1%

disorder in the autistic spectrum 8% 13% 20% 15%

attention deficit disorder (including ADHD) 2% 10% 6% 8%

other developmental disorders 3% 7% 4% 5%

psychiatric illnesses 35% 27% 7% 21%

 personality disorders 7% 10% 2% 7%

 mood disorders 6% 5% 1% 4%

 schizophrenia and other psychoses 12% 4% 1% 4%

 other psychological illnesses 10% 8% 3% 7%

physical illnesses 12% 11% 17% 13%

percentage of the influx 13% 54% 34% 100%

7 Re-opening of cases is left out of consideration in the analysis of the influx. 
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The average age for people entering the work scheme is 22; 
as such they are on average older than the total entering 
group. This is because many Wajongers who are younger 
than 20 are still at school and enter the study scheme.  
Of the people in the Wajong work scheme, 62% have a 
developmental disorder, 27% have a psychological illness 
and 11% have a physical illness. Within the group with 
developmental disorders, we mainly see individuals with 
(very) slight mental impairments (29%), a disorder that 
falls within the autistic spectrum (13%) and people with 
an attention deficit disorder (ADHD) (10%). 

On the basis of survey data, we can also give information  
on the educational background and living situation of 
people in the Wajong work scheme. Educational 
background: just over half of people in the Wajong work 
scheme have attended secondary special education (VSO) 
or practical education (PRO). A large part of people in the 
Wajong work scheme (44%) did not complete their 
education. Half of people in the Wajong system who had 
started senior general secondary education (HAVO) or pre-
university education (VWO) or a degree programme in 
higher professional education or at university did not 
complete this programme. One third of those who had 
started lower secondary vocational education (LBO)/ 
preparatory secondary vocational education (VMBO)/ 
lower general secondary education (MAVO) or a regional 
training programme (ROC)/senior secondary vocational 
education programme (MBO) failed to complete this 
education. Living situation: the majority of the 
respondents (work scheme and study scheme) were living 
with their parents, with other family or in a foster home 
when applying under the Wajong Act (68%). 19% of people 
were living independently or with another person and 13% 

were living in an institution or independently with 
assistance. 

The characteristics of the four sub-groups in the work 
scheme can be clearly distinguished. 
•  The group that temporarily has no possibilities 

resembles in many respects the group of people in the 
Wajong benefit scheme: relatively old (23 years) and a 
proportionately higher number of women (53%). With 
regard to illnesses, people with psychological illnesses 
represent the largest group (48%). This supports the 
expectation that a significant part of this group will 
ultimately transition to the benefit scheme.

•  The group deemed suitable for sheltered employment is 
the oldest group (average age of 26 years) and the large 
majority (89%) has a developmental disorder. Especially 
individuals with slight mental impairments are 
overrepresented. Comorbidity is also more common in 
comparison to the group suited to regular employment. 

•  The group found suitable for regular employment 
comprises almost two thirds men and is relatively 
young, with an average age of 21 years. Most people in 
the regular employment group have a developmental 
disorder. These are mostly people with a slight to very 
slight mental impairment (one third of the regular 
employment group), disorders that fall within the 
autistic spectrum (17%) and attention deficit disorders 
(13%). This group also has relatively less comorbidity 
than the other groups. It emerges that this group, as 
expected, has fewer limitations and more labour 
possibilities than other groups in the work scheme.

•  The group of people in the Wajong work scheme who 
follow an educational programme resemble in many 
respects the people in the Wajong study scheme.



11

3  Participation and reintegration 
under the new Wajong Act 

The main objective of the new law is to increase the 
participation of Wajongers. The new law has only been in 
effect for a short time however and influx only started in 
April 2010. As this section indicates in several places, 
participation and reintegration take time. We can only 
outline an initial picture therefore; we do that using four 
questions:
•  How is the labour participation of Wajongers developing? 
•  To what extent and in what form are reintegration 

instruments used? 
•  What perceptions of the new law do Wajongers have?
•  What attitude do employers have towards hiring 

Wajongers?

3.1    How is the labour participation of 
Wajongers developing?

At the end of December some 1,700 (17.4%) of the just over 
9,800 people who entered the new Wajong system in 2010 
were working; 12% of them in the work scheme and 5% in 
the study scheme (table 3). 18% were on their way to 
finding work and 33% were still in school or following an 
educational programme. 29% of those entering the system 
were unable to work because they permanently or 
temporarily had no possibilities. The status of 8% was still 
unknown at the end of 2010 and 1% have since left the 
Wajong system. 

A percentage of 17.4% does not seem very high in and of 
itself. But as we could see in table 1 already, upon influx 
only 29% (regular plus sheltered employment) of people 
are eligible for assistance in entering the labour market. 
We do expect that the percentage of people working will 
increase, as the figures from 2010 already show. Between 
the moment of influx and December 2010, the percentage 

 8 This is the status of all people who entered the new Wajong system in 2010. 
 9 An influx cohort is a group of people who all entered the Wajong system in the same period.
 10 Both those working at a regular employer and those working in sheltered employment

Table 3 
New Wajong Act: participation status  
at end of 2010 8

status  number  percentage 

benefit scheme 1,265 13%
working 38 0%

not working 1,227 13%

study scheme 2,818 29%
working 458 5%

not working 2,360 24%

work scheme 5,643 58%
working 1,198 12%

not working, on the way to finding work 1,735 18%
not working, following educational programme 411 4%
not working, temporarily no possibilities 1,557 16%

not working, unknown 742 8%

ended 59 1%

total 9,785 100%

Figure 2 Development in percentage of Wajongers10 
who work  from the moment of influx, influx 
cohorts under the old Wajong Act (oWajong) 
and new Wajong Act (nWajong)

oWajong 2008

oWajong 2009

nWajong 2010

10%

12%

14%

16%
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20%
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26%
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average number of months after influx

of people in the Wajong work scheme who were working 
rose by 1.7 percentage points. The percentage of people 
working at the end of 2010 is a picture of the situation at a 
given moment and will increase in the coming years.

The question is how a percentage of 17.4% compares to 
the participation of comparable influx cohorts9 under the 
old Wajong Act. In figure 2 the development of the 
percentage of people working upon entering during the 
2nd/3rd quarter of 2010 (new Wajong) is compared to the 
development during the influx under the old Wajong Act 
in the 2nd/3rd quarter of 2008 and 2009. 

Figure 2 shows that the percentage of people working 
upon influx is lower for the 2009 influx cohort and for the 
influx cohort in the new Wajong system than for the 2008 
influx cohort. We also saw this pattern in the previous 
monitor. The percentage of people working upon influx is 
lower the shorter the cohort has been in the Wajong 
system. This is the result of the economic crisis. The 
effects of the economic crisis were visible in the last 
months of 2008. The influx of 2008 was not yet affected by 
this (at the moment of influx). The 2009 cohort, on the 
other hand, was indeed affected, with the result that the 
percentage of people working was lower than in 2008.  
We see no change in this as yet under the new Wajong Act.
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If we then look at the new Wajong system, it is striking 
that the percentage of people in the Wajong system who 
are working increases one month after influx: from 16.6% 
(1 month after influx) to 17.8% (4 months after influx). For 
the 2008 and 2009 influx cohorts under the old Wajong Act, 
however, the percentage of people working decreased in this 
period. On average four months after influx, the percentage 
of people working under the new Wajong Act is higher (17.8%) 
than for the 2009 cohort (15.8%), but still lower than for the 
2008 cohort (19.7%). Among people who entered the new 
Wajong system in the second quarter of 2010, the percentage 
of people working increased further 7 months after influx.

Since the percentage of people working under the new 
Wajong system increases faster than under the old Wajong 
system, the initial impression of the development of labour 
participation under the new Wajong Act is a positive one. 
The question now is whether this positive development in 
the new Wajong system can be attributed to (the success 
of) the new law or the fact that people entering the new 
Wajong system are less affected by the economic crisis 
than their predecessors under the old Wajong Act. We 
cannot yet answer this question. In order to do so we will 
have to monitor the development of labour participation 
under the new Wajong Act over a longer period of time. 

Work scheme: the work scheme in particular is relevant for 
the analysis of participation. If we limit ourselves to the work 
scheme, 21% of the people in the Wajong work scheme at the 
end of December were working and 31% were on the way to 
finding work. There are various possibilities for assistance. 
For instance, for 42% of the people who were on the way 
to finding work a reintegration programme had been 
purchased from a reintegration company and 13% had 
been nominated for such a programme. For the others, the 
possibilities of a programme were still being looked into 
or they were being helped in some other way to find their 
way to work. It could also be the case that the placement 
assistance was provided by UWV itself or that concrete 
agreements had already been made with an employer 
where an individual would soon start work. If a programme 
were started for this group, it usually involved a regular 
programme or an IRO (individual reintegration agreement).  

Given the characteristics of the working people in the 
Wajong work scheme, the new Wajong system shows a 
picture similar to that under the old Wajong Act: men are 
more likely to work than women, people who entered the 
Wajong system before the age of 20 are more likely to 
work than people who entered the system at an older age. 
People with psychological illnesses are markedly less likely 
to work than people with other illnesses.

At the end of 2010, just less than half of the people in the 
Wajong work scheme earned less than 50% of the statutory 
minimum wage (WML) and just over half earned 50% or more 
of the WML, of whom 21 percentage points earned the WML 
or more. We also saw this picture under the old Wajong Act.

Of the people in the Wajong work scheme who were 
working at the end of 2010, 56% were working at a regular 
employer without support, 36% were working at a regular 
employer with support and 8% were working in sheltered 
employment. The majority of the people in the Wajong 
work scheme who were working at the end of 2010 (92%) 
were therefore working at a regular employer (the 
majority in a temporary job). 

The group working without support is still large shortly 
after influx. There are two reasons for this. The first reason 
is that it takes some time before Wajongers find work 
after being provided with reintegration instruments, as a 
result of which this group is still relatively small so soon 
after influx. The second reason is that the work performed 
without support shortly after influx seems in general 
terms to be of a different nature than work performed 
with support. Work performed without support often 
involves small part-time jobs that people held before they 
entered the Wajong system. Work performed with support 
is usually more significant in terms of the person’s career 
and therefore also involves more substantial jobs with 
higher earnings. The picture at the end of 2010 is primarily 
a picture of the situation at a given point in time and is 
distorted since the moment of influx is still so recent. The 
longer the young people are in the Wajong system, the 
more the ratio of ‘no support’/’with support’ changes and 
shifts towards the direction of ‘with support’.

Table 4
Percentage of people in the Wajong work scheme working at regular employers with the reintegration 
instruments used (up to the end of December 2010)

number
% of number of people 

working at a regular 
employer

use of support (facilities and instruments)
job coach 235 21%

wage cost subsidy 128 12%

wage dispensation 33 3%

other facilities 25 2%

works with at least one facility/instrument 319 29%

reintegration programmes used (purchased) 11 201 18%

regular programme 74 7%

IRO 74 7%

subsidised work 26 2%

other 27 2%

11 This involves programmes that were started. Most programmes are still active (173). The programme for 28 working people has been ended. 
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3.2    To what extent and in what form are 
reintegration instruments used? 

As already noted, at the end of 2010 36% of the people in 
the Wajong work scheme who were working were working 
at a regular employer with the support of a reintegration 
programme or facilities/instruments. The question is what 
kind of support this is. There are different types of support 
(see box 1). Table 4 shows what types of support were 
used in 2010 and to what extent.

Facilities and instruments: table 4 shows that 29% of the 
Wajongers who were working at a regular employer did  
so with the use of one or more facilities/instruments.  
This mainly involved the use of a job coach (21% of those 
working at a regular employer) and the use of a wage  
cost subsidy (12% of those working at a regular employer). 
At the moment we still see little use of wage dispensation 
(3% of those working at a regular employer). That 
percentage is expected to increase in future12. 

71%, of the Wajongers who worked at a regular employer 
did so without any facilities or instruments (although they 
could be following a reintegration programme). That is a 
pattern we also saw with the influx under the old Wajong 
Act13. It is related to the duration of the benefits, which  
is still short. The percentage that works without facilities 
or instruments will decrease as the period advances.  
This is comparable to the situation with the percentage  
of working Wajongers who work without support (see 
previous page). 

Programmes: table 4 also indicates that a programme has 
been deployed for 18% of the Wajongers who work. 
Regular programmes and IROs (individual reintegration 
agreements) are the most often used. In most cases, the 
programme has not yet ended. This means that 17% of the 
Wajongers who work are following a programme. 

 

12 The UWV knowledge report 2011-I indicates that 35% of the Wajongers who work at a regular employer work with wage dispensation.
13 Wajong monitor: first report, UWV, November 2010.
14 The comprehensive approach was introduced in the context of the regular programmes that were contracted as of 1 April 2010.

Box 1 Reintegration instruments
Wajongers are at a great distance from the labour market. Various types of reintegration instruments may be 
deployed to promote their participation. We distinguish between programmes and supporting instruments in this 
chapter.

Programmes
For the regular programmes, UWV uses a so-called ‘comprehensive approach’ 14. As part of the comprehensive 
approach, the reintegration company provides assistance to the client for a period of maximum 2.5 years.  
A programme takes on average one year. In first instance the company’s activities are focused on leading the client  
to a job vacancy. The reintegration programme does not end - as is usual - after the client is placed, but the 
reintegration company continues to provide the client with assistance after placement. After the client has resumed 
work, the emphasis is on monitoring the client’s performance in his new workplace. The aim is to ensure that the 
client remains employed. If the client should nonetheless become unemployed during the aforementioned 2.5-year 
period, the reintegration company ensures that the client is once again led towards the labour market. 

Programmes focused on social activation are designed for clients with such a great distance from the labour  
market that the use of a preliminary link or a reintegration programme would not (yet) be possible or worthwhile.  
The maximum programme duration is two years in this case.

Support
Employees covered by the Wajong Act and their employers can call on support, in the form of a job coach,  
wage dispensation, wage cost subsidy, premium discount and facilities.
Wage dispensation: wage dispensation means that an employer can pay a lower wage than the WML if a Wajong 
employee can clearly perform less than a colleague without any labour restrictions. The employer must apply for 
wage dispensation and be granted permission for this from UWV. This permission is valid for maximum five years.  
It is possible to be granted an extension.
Job coach: if extra assistance is necessary, Wajongers can call on a job coach. In order to be eligible for a job coach, 
the person covered by the Wajong Act must satisfy three conditions: he is unable to perform the duties without 
systematic assistance, he earns at least 35% of the WML, and he has a contract with a regular employer for at least 
six months. The job coach provides the necessary support and guidance at the work place, including guidance in 
practical performance of the work (help deciding in what order to perform tasks, structuring one’s work, learning  
a work routine) and help with social skills at the workplace (for example, how to interact with colleagues and 
supervisors).
Wage cost subsidy: from 1 January 2009 an employer may be eligible for a wage cost subsidy when hiring a  
person covered by the Wajong Act. The subsidy amounts to maximum 50% of the WML in the event of a full-time 
employment contract and can be used for one year.
Premium discount: employers who hire Wajongers can, for a period of three years, claim a discount on the  
labour incapacity and unemployment premiums to be paid. The scheme does not require any application to UWV.  
The employer can apply the discounts directly to the payments to the Tax and Customs Administration.
Other facilities: these facilities mainly include transport facilities (such as taxi transport and car modifications),  
audio-visual facilities (such as hearing aids and Braille displays) and intermediary facilities (such as an interpreter  
for the deaf and workplace modifications). 
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Premium discount: In addition to the instruments and 
facilities that UWV can grant, employers who hire 
Wajongers can apply a premium discount. At the end of 
December 2010, employers applied a premium discount 
for 26% of the people in the Wajong work scheme working 
in regular employment. There is a great difference in this 
between people who work with and those who work 
without the support of facilities, instruments or a 
programme. A premium discount is only applied for 12% of 
the people who work without support; that figure is 48% 
for the people who work with support.

There are three possible reasons why employers do not 
apply any premium discount. Firstly, the small part-time 
jobs scheme was in effect in 2010. This scheme means that 
employers do not need to pay employee insurance 
premiums for people younger than 23 with a salary below 
a certain maximum. A large percentage of the Wajongers 
who work had a small job at the end of December 2010 
(32%). The premium discount does not apply for this group 
therefore. A second possibility is that the person covered 
by the Wajong Act may have been in the employer’s 
employ for more than three years. Premium discount may 
no longer be applied after three years. This reason will 
probably not be relevant for people who have recently 
entered the Wajong system. Finally, it may be the case 
that employers are not sufficiently aware of this scheme.

Offer of work: a new instrument under the new Wajong Act 
is the offer of work. If a young person in the Wajong work 
scheme does not manage to find paid work with an employer, 
UWV can make him an offer of work as soon as a suitable 
position is available. To date, however, this instrument has 
only been used to a very limited extent (a few times), which 
is logical since people under the new Wajong Act have only 
been on the benefit for a short time. It can be expected that 
the instrument will become more important as new entrants to 
the system are further along in the reintegration programme. 

Comparison of new Wajong Act to old Wajong Act: just as 
with the development in the number of people working, the 
question is how the use of reintegration instruments under 
the new Wajong Act compares to the use of instruments 
under the old law. In figure 3 the total use of instruments 
under the new Wajong Act in 2010 is compared to the use 
of instruments for the 2008 and 2009 cohorts. 

Figure 3 shows that as the duration of the benefit increases, 
the use of instruments increases. After 8 months, use has 
increased to approximately 25%. So far, the use of 
reintegration instruments under the new Wajong Act is 
similar to the use of instruments under the old Wajong 
Act. This makes sense, as Wajongers are developing. First 
school must be completed or a treatment successfully 
concluded; then assistance in entering the labour market 
becomes relevant and finally efforts must be made to find 
and keep work. The degree to which Wajongers 
participate and the use of reintegration instruments are 
linked to the development path. This has not changed 
under the new law. Differences in the assistance provided 

15  See also the report: Snel, N. & Van Wensveen, D. (2011). Het eerste jaar nieuwe Wajong. Kwantitatief onderzoek onder Wajongers ten behoeve van  
de monitor nieuwe Wajong. (First year under the new Wajong Act. Quantitative survey among Wajongers for the monitor of the new Wajong Act.) 
Amsterdam: TNS NIPO. 

Figure 3 Percentage of reintegration instruments 
used up to and including December of the 
year of influx (April - December 2010, 2009, 
2008), per month of influx
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under the old and new law will only become visible in 
time since the challenge of the new Wajong Act lies 
primarily in keeping Wajongers employed. 

3.3    What perceptions of the new law do 
Wajongers have?

Up to this point we have mainly looked at the figures on 
participation. We must also ask how the Wajongers 
themselves view participation and the new Wajong Act.  
In order to chart out their experiences, for this Wajong 
monitor TNS NIPO15 conducted a survey among a 
representative group of people who have entered the 
work and study schemes under the new Wajong Act.  
This survey posed questions on four topics: familiarity 
with the goal and rules and responsibilities of the new 
Wajong Act, attitude towards work, familiarity with the 
participation plan and work situation.

Knowledge about the new Wajong Act: not all people in 
the Wajong work and study schemes are as aware of the 
primary goal of the Wajong Act. Three quarters correctly 
believe that the Wajong Act is mainly intended to provide 
assistance, assistance in finding work and half (also) 
believes that the primary goal of the Wajong Act is to 
provide a benefit. Wajongers are reasonably aware of the 
rights attaching to their benefit. Those with a mental 
impairment are less well informed and those with a 
physical ailment are better informed. People are more 
familiar with certain responsibilities, while they are 
relatively unaware of other responsibilities.

More than half of the Wajongers do not realise that they 
receive more income if they work more. 22% of the people 
in the Wajong work scheme believe that if they find a job, 
they are no longer eligible under the Wajong Act and their 
benefit is terminated. 36% of the people in the Wajong 
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work scheme believe that anything they earn is deducted 
from the benefit. This perception could be an impediment 
to participation.

Attitude towards work: most people in the Wajong work 
and study schemes indicate that they feel it is important 
to work and that work is about more than just earning 
money. Work does result in a great deal of stress for over 
half of the people in the work scheme and for a third in 
the study scheme. They also end up having little energy 
for other pursuits. One in five people in the Wajong work 
scheme feels that he or she really cannot work because of 
their disability; these are mainly people 25 and over, 
women, people with a higher level of education and 
people with a psychiatric disorder. 

Familiarity with the participation plan: the participation 
plan is an important component of the new Wajong Act.  
In this plan, it is agreed with the individual what steps 
shall be taken to ultimately achieve participation in work. 
It is important that people in the Wajong system know that 
the participation plan is there and what the agreements are. 

The survey indicates that people in the Wajong work 
scheme are more familiar with the term ‘participation 
plan’ and with the contents thereof than people in the 
Wajong study scheme, which is logical since people in the 
Wajong study scheme must first finish their school or 
educational programmeme. The familiarity with the 
participation plan also differs according to the person’s 
age, education and diagnosis. After an explanation of the 
participation plan, just over 60% of the respondents say 
that a participation plan has been drawn up for them, 
once again more of these are in the work scheme than in 
the study scheme. Virtually all people in the Wajong 
system who are aware of the participation plan know that 
they must comply with the agreements therein and what 
they must do for this. Two thirds are aware of what help 
they are provided with in seeking work and what the 
consequences are of not complying with the agreements. 
Two thirds of the people in the Wajong system who are 
familiar with the participation plan are satisfied with the 
agreements made in the plan.

Work situation: two thirds of the people in the Wajong 
work scheme said they had help finding their current job: 
primarily from their school, parents, other family or from a 
job coach or reintegration agency. Satisfaction with the 
work is reasonably high. People with a psychiatric disorder, 
with a higher level of education or those older than 25 are 
somewhat less likely to be satisfied with their work. Many 
Wajongers are confident in the continuity of their work.

Just over two thirds of the people in the Wajong work 
scheme who are seeking (other) work say that they are 
actively doing so while a third of them are not (yet) doing 
anything concrete towards this goal. People with 
psychiatric illnesses are the least active. Almost 80% of 
the job seekers in the work scheme say they receive help 
in seeking work. The largest group receives this assistance 

from their partner, from family and/or friends, or from  
a job coach or reintegration agency (40% and 43%, 
respectively). UWV, their school and social workers also 
regularly provide help in seeking work (21%, 5% and 13%, 
respectively). People with a higher level of education and 
people with a psychiatrci disorder are less satisfied with 
the assistance and support they receive than other 
groups. The majority of the Wajongers  find it difficult to 
find suitable work. 

3.4    What attitude do employers have towards 
Wajongers?

The participation of Wajongers can, generally speaking, 
only be increased if more employers hire these people. 
That is why it is important to know what attitude 
employers have towards Wajongers. We will first discuss 
the employment of Wajongers. 

Employment: the number of Wajongers who are working 
increased by 6% in 2010
Despite a further decrease in the number of employers in 
2010, the number of employers who employ a person 
covered by the Wajong Act increased from 3.8% to 4.2% 
between 2009 and 2010 (table 5). This increase is much 
greater than in previous years. It demonstrates that the 
low point of the economic crisis has passed, for people in 
the Wajong system as well. Given the significant increase, 
it is also an indication however that the efforts to 
persuade employers to hire more Wajongers are bearing 
fruit. Still, almost 96% of employers do not yet employ any 
Wajongers. 

The increase in the number of employers with Wajong 
employees is general. The number of employers increased 
among all sizes of business. At 12%, the increase was 
largest among small businesses (up to 34 employees). 
The increase at large companies was relatively small: 
3% among companies with 1,400 or more employees. The 
fact that the increase is relatively small at large employers 
and relatively large at small employers is also related to 
the percentage of employers that already employed a 
Wajonger. This percentage increases according to the size 
of the business. Among large employers (with more than 
1,400 employees), 89% now employ one or more 
Wajongers. Among small businesses this is 6% or less. 

If we look at the breakdown of the employment of Wajongers 
who work at regular employers in 2010, 38% of these were 
concentrated at small businesses (<34 employees), 30% at 
medium-sized businesses (between 34 and 500 employees) 
and 33% at large companies (>500 employees). 

The number of employers with a Wajong employee 
increased in all sectors in 2010. The greatest increase, 
14%, was in the Government sector (which excludes the 
Education sector), where the percentage of employers 
increased from 19% to 23%.
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At the end of 2010, 24.6% of all Wajongers (old and new) 
worked. That is 0.2 percentage points less than a year 
before. Since the decrease in 2009 was much greater than 
in 2010 and because the percentage in the youngest age 
bracket (18-19 years) has once again increased slightly 
(from 20.2% at the end of 2009 to 20.4% at the end of 2010) 
the decline in the percentage of Wajongers who are working 
seems to have stopped. In absolute terms, the number of 
Wajongers who work increased by 6% (3.3% in 2009). In view 
of this development, Wajongers were clearly hit less hard by 
the crisis than ‘regular’ employees. It also indicates however 
that their employment often is not ‘normal’ employment. 
They often work under sheltered conditions (in sheltered 
workshops) or in regular employment with (intensive) 
assistance and/or compensation for the loss in productivity. 

At the end of 2010, the percentage of Wajongers who worked 
at a regular employer rose from 11.4% at the end of 2009 
to 12.1%. The number of Wajongers working in sheltered 
employment has been stable for years and does not grow in 
line with the Wajong population. Consequently the 
percentage represented by this group is declining relatively. 
In 2011, for the first time there will be more Wajongers 
working at regular employers than at a sheltered workshop.

Attitude of employers: If employers follow through on 
their plans, the percentage of employers with employees 
covered by the Wajong Act could increase from 4% to 13%.  
Regional policy research agency Regioplan Beleidsonderzoek 
was commissioned by UWV to survey employers’ attitudes 
towards the Wajong Act and people covered by it16. In this 
survey, questions were posed on four topics: knowledge  
of the Wajong Act, employers’ attitudes towards the 
target group and Wajongers as employees, the willingness 
of employers to hire Wajongers and the willingness of 
employers to retain these employees. 

Employers’ knowledge about the Wajong Act: the 
employer survey indicated that a large percentage of the 
employers, both those with Wajong employees (91%) and 
those without Wajong employees (75%), were aware of 
the Wajong Act and so called ‘employer instruments’ (e.g. 
wage dispensation). If employers have plans to recruit 
Wajongers, they usually know what type of work these 

people seek. They still need support in these recruitment 
efforts however. This could include recruitment via UWV, 
reintegration companies or the employer service point. 
The familiarity with UWV’s employer service point emerges 
to have a positive effect on employers’ willingness to hire 
Wajongers.

Employers’ attitude towards the target group and the 
Wajonger as employee: employers emerge to generally 
have a positive attitude towards the target group. A large 
part of the employers believes that hiring Wajongers is part 
of their social responsibility and that Wajong employees 
enrich the company culture. Employers who have Wajong 
employees have a more positive view than employers 
without any Wajong employees. With regard to the 
Wajonger as employee, employers with Wajong employees 
are in fact somewhat less positive than employers without 
any employees covered by the Wajong Act. The former have 
a less positive view of the productivity of Wajongers, their 
ability to work as part of a team and the assistance needed. 
Just as in the first Wajong monitor, we can conclude that 
experience with a Wajong employee does not necessarily 
result in a more positive attitude; rather in a more realistic 
picture. This suggests that the information provided to 
employers on Wajongers should clearly indicate their 
abilities and limitations and what can and cannot be 
expected of them.
Employers who employ Wajongers are much less likely to 
think that these individuals have a higher sickness absence 
rate. On the aspect of sickness absence, therefore, 
employers who have Wajong employees have a more positive 
attitude than employers without any Wajong employees.

Willingness of employers to hire Wajongers: as indicated 
by table 4, in December 2010 4.2% of all employers 
employed one or more Wajongers. 9% of employers who 
do not yet employ a Wajonger intend to hire such an 
employee in the coming year. If all these employers follow 
through on their plans, the percentage of employers with 
Wajong employees would increase from 4% to 13%. 
Experience teaches however that plans are not always 
carried out. The question is what do employers need in 
order to actually convert their plans into action and how 
to encourage employers who have no such plans to 

Table 5  The employment of Wajongers (total population), 2008 - 2010

 2008 2009 2010
Change

 2010/2009

total number of employers 358,518 346,889 346,150 -0.2%
   of which employ Wajongers 12,920 13,309 14,462 8.7%

   % of employers which employ Wajongers 3.6% 3.8% 4.2%

number of Wajong employees 178,590 191,957 205,136 6.9%
number of Wajongers who work 46,113 47,614 50,406 5.9%

   of which at regular employers 20,657 21,961 24,789 12.9%

   of which in sheltered employment 25,456 25,653 25,617 -0.1%

% of Wajongers who work 25.8% 24.8% 24.6%

   % working at regular employers 11.6% 11.4% 12.1%

   % working in sheltered employment 14.3% 13.4% 12.5%

16  The survey was carried out by Regioplan Beleidsonderzoek at the beginning of 2011 as commissioned by UWV. A total of 751 employers were interviewed, 
285 of which employed one or more Wajongers at the time of the survey. The other 466 employers did not have any Wajong employees. The employers who 
had Wajong employees were overrepresented in the subject population.
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nonetheless hire Wajongers. It emerged from the survey 
at several points that this requires an active employer 
approach. It also emerged that a positive attitude (with 
regard to the target group of Wajongers in general and 
such individuals as employees in particular) has a positive 
effect on the employer’s willingness to hire. 

Willingness of employers to retain Wajong employees: 
employers’ experiences with Wajong employees are 
generally positive. Wajongers perform as expected or 
better. If Wajongers perform below expectation on a 
limited number of points, this does not have direct 
consequences for their job. The willingness of employers 

to retain Wajong employees is high: they offer them a 
permanent appointment or the prospect of a permanent 
appointment. 80% of the employers with Wajong 
employees are willing to retain them as employees.

Finally: the fact that still only a little more than 4% of 
employers employ a person covered by the Wajong Act 
shows that employment for these persons requires major 
efforts. That is why UWV has stepped up its service 
provision to employers by, among other things, concluding 
covenants with employers (such as C1000, Scapino and 
restaurant Fifteen) and employers’ organisations like the 
Federation of Private Employment Agencies (ABU).
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