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Background 

Detachering (pronounced “data-shearing”) is a form of employment model widely used in The 
Netherlands. This model evolved during the late 1990s and early 2000s, underpinned by 
principles established in response to the "Polder Economic" approach. This approach, adopted 
by the Dutch government, emphasised collaboration between workers, employers, and 
industry. A significant legislative milestone was the Flexibility and Security Act of 1999, which 
formalised the basis of engagement between these stakeholders. 

The Detachering model operates on a tri-party arrangement involving: 

1. Client: The company temporarily utilising the worker’s services without direct 
employment obligations. 

2. Employer: Typically, a staffing or secondment agency responsible for wages, benefits 
and career growth. 

3. Employee: Holds a permanent contract with the employer, whilst working under the 
client’s supervision for the assignment duration. 

This model balances employer flexibility with worker security, offering a stable yet adaptable 
employment framework. It is often quoted as a fundamental part of “The Dutch Miracle”, the 
name given to the economic turnaround in The Netherlands.  Fundamental to its success is 
collaboration between Government, Union and Industry. 

Introduction 

Hughes et al (HEA) are not Australian economists, employment lawyers, industrial relations 
specialists, or training experts. Rather, HEA specialises in developing local content strategies 
for major projects. These strategies aim to increase local procurement, foster local 
manufacturing, and bolster supply chain employment. HEA assists organisations in leveraging 
their purchasing power to achieve better local content outcomes, address resource 
productivity, and maximise investment value. 

HEA’s interest in the Detachering model stems from Ben Hughes’s experience of building 
employment models in The Netherlands from 2000 to 2002. This experience, combined with 17 
years working in major Australian construction projects, is the basis of this dual perspective. 

Relevance 

This paper briefly introduces the concept of Detachering and opens the topic for discussion 
about what can be learned, applied and developed in the Australian market context. Whilst the 



Dutch might not have all the answers, at the very least it provides a precedent and a roadmap of 
what can be achieved through collaborative transformation. 

Clearly, any national level strategy involves change from others, so the question becomes what 
can industry do to independently lead change? 

Market Leadership 

Amongst a range of distinguishing characteristics between the Dutch and the Australian 
employment markets, one area that is heavily influenced by Industry stakeholders is how the 
employment market mechanisms that support industry and workers are both procured, and 
supported at an industry level, as well as a company level. 

In short, Dutch clients often collaborate in their demand for workers at an industry level, set 
high standards from their staffing industry to be expert employers, and leverage their ability to 
procure employment services to drive competition from the staffing industry to support the 
projects and the workers. 

Differences in Market Mechanisms 

In The Netherlands, the employment market mechanisms are referred to as “Uitzendbureaus” 
(Out-send-bureaus) – more broadly described as “staffing agencies”. These companies are 
more likely to be a sophisticated alignment between recruitment firms, training organisations, 
professional development initiatives, human resource professionals, career coaches, and 
rehabilitation services. Crucially, there is far greater recognition that a worker needs a range of 
supports and services throughout their journey, when in comparison, the Australian market is 
almost exclusively focused on training being the only solution. 

Training is important, but the Government led hegemony that it’s the only solution, as opposed 
to one part of the solution, suffocates a range of services that workers and industry would 
benefit from.  

Key differentiators include: 

• Incentivised Engagement: Staffing companies are incentivised to maintain long-term 
engagement with workers. Whole upfront fees for placement of people are rare, and 
payments are made throughout the life of the worker’s contract. Fees can be earned for 
successfully transitioning workers into new roles at the end of contracts. 

• Career Support: Workers benefit from having a dedicated “agent”—a staffing company 
invested in their career progression and sustained employment. Whilst training is an 
important element of that development, it’s only seen as part of a broader approach. 

• Industry Identification: Workers in The Netherlands identify more with their industry 
rather than a single employer. This industry is far more proactive at communicating and 
advocating for workers development, this enables the workers to connect around 
common needs and solutions and build robust professional networks. 

• Worker Confidence: Workers feel supported in their employment journey, reducing 
anxiety about being contracted, and not permanently employed. The flexibility afforded 
by greater industrial security is the enabler for industry flexibility. 

• Benefit Portability: Workers’ benefits accrue independently of their employer, creating a 
sustainable employment model. 



• Employment Standards: Industry bodies drive higher standards of performance for the 
staffing industry, this drives professional competition resulting in workers and projects 
being provided better employment services and support. 

  

The Detachering Advantage 

At its core, the Detachering model strikes a balance between employer flexibility and worker 
security. This equilibrium drives higher standards across the employment market. Yet, in 
Australia, many stakeholders—including Owner’s Teams and Contractors — fail to leverage their 
purchasing power to optimise employment outcomes and enhance workforce productivity. 

By adopting elements of the Detachering model, Queensland could: 

• Enhance Flexibility: Enable companies to scale their workforce based on project needs 
without long-term contractual constraints. 

• Provide Security: Offer workers stable employment through the employment market 
mechanisms, even during temporary assignments. 

• Streamline Processes: Reduce administrative burdens for companies by focusing HR 
responsibilities internally, and interfacing with specialised external agencies. 

• Productive Collaboration: Promote stronger alignment of recruitment, training, career 
development and human logistics organisations to deploy a more capable workforce. 

Conclusion and Discussion Points 

The Detachering model presents an interesting opportunity for the Australian construction 
industry to rethink both the way it collaborates at an industry level, and the employment 
frameworks and market mechanisms that it uses to attract, develop and deploy a workforce.  

The key thing is lifting the companies that service both the employers and the workers, to 
workers engaged, developed and productive. 

1. What could the industry do to establish a standard of performance from the companies 
that provide employment services? 

2. How could the industry procure employment services to achieve great competition, 
efficiency and effectiveness? 

3. How could economies of scale be leveraged, to create better outcomes for the industry 
and its workforce? 

4. How could the market offer more coverage of an employment lifecycle to keep workers 
engaged. 

 

 
























































































































































































