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1. Introduction 
 
In this report, we take a brief look at the tasks, working method and activities of the 
confidential counsellors and present the reporting statistics in 2019. We then outline 
trends and reporting and make various recommendations. 
 
The reports of the confidential counsellors only express the number of cases reported 
to the confidential counsellors. They do not provide insight into the total number of 
cases of bullying, discrimination or harassment. In the faculties, reports are 
sometimes handled internally, often by HR staff. Students can also approach study 
advisors, student deans and psychologists. These contacts are not reported centrally, 
so the extent of the problem is not clear.  
 
In 2019, there were 87 (in 2018: 66) calls on the confidential counsellor. In total, 190 
conversations took place. 
 
The confidential counsellors perform these tasks alongside their own work.  
The network is coordinated by Martin Blok, who also works as student counsellor at 
the Institute of Social Studies. 
 
The confidential counsellors report directly to the Executive Board. 
 
2. Vision of Erasmus University Rotterdam 

 

2.1. Task and working method of confidential counsellors 
 
The three main tasks of the confidential counsellor: 

1. support and guide the complainant 
2.  identify inappropriate behaviour and provide solicited and unsolicited advice to 

managers 
3. inform and coach staff and managers 

 
Support and guide complainant 
The confidential counsellor listens to the complainant and gives them the opportunity 
to tell their story and express their emotions. Everything remains confidential, unless a 
serious criminal offence is involved that causes a moral dilemma for the confidential 
counsellor.  
The confidential counsellor stands next to the complainant but does not take over. The 
confidential counsellor helps them make an appropriate choice. 
The confidential counsellor supports the complainant throughout the process. 
 
Identify inappropriate behaviour and provide managers with solicited and unsolicited 
advice 
The confidential counsellor can advise managers about updating, refining and 
implementing the policy relating to inappropriate behaviour. The confidential 
counsellor also has a signalling role to managers.  
 
 
Inform and coach staff and managers  
Managers may also call on the expertise of the confidential counsellor to discuss 
policy or a case of inappropriate behaviour they are dealing with or a trend observed 
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by a manager. This involves sharing ideas about the planned policy or listing the 
advantages and disadvantages of possible 'solutions' for a case. This often prevents 
unnecessary escalation and adds value for all concerned. The confidential counsellor 
can only do this when they are not involved in this case from their support role. If the 
confidential counsellor is involved, the manager may be referred to a colleague or 
external confidential counsellor.  
 
       2.2 The network of confidential counsellors  
 
From November 2018 to May 2019, Erasmus University Rotterdam only had one 
confidential counsellor for both staff and students. The second confidential counsellor 
had resigned in November 2018. Meanwhile, preparations were being made to 
introduce a network of confidential counsellors by way of a pilot.  
This network of confidential counsellors was eventually launched in May 2019. 
Besides 2 central confidential counsellors for both students and staff, there are now 
also 5 confidential counsellors for students and 15 for staff.  
As a student, you can choose which confidential counsellor you wish to speak to. This 
does not need to be the confidential counsellor of the student's own faculty. The same 
principle applies to staff, who can choose which of the available confidential 
counsellors for staff they talk to. This counsellor does not need to be part of your 
faculty or department. In practice, people still usually choose the confidential 
counsellor from their own department or faculty.  
The network meets 4 times a year. Besides the network meetings, there are also 
intervision meetings, which discuss cases in smaller groups. 
The confidential counsellors in the network ensure that they are known in their faculty 
or department. They can provide solicited and unsolicited advice about any issues. 
There is also a small sounding board group, which is tasked with preparing the 
network meetings, for example.  
If desired, confidential counsellors can consult each other about cases if they have 
consent from the complainant.  
The 2 central confidential counsellors participate in the National Consultation 
Confidential Counsellors of Dutch Universities, which meets twice a year. This 
network of confidential counsellors makes it possible to monitor current developments 
relating to inappropriate behaviour and offers the possibility for intervision or peer 
coaching. 
The confidential counsellors are also members of the National Association of 
Confidential Counsellors (LVV). Different themes are offered every year to maintain 
the professionalism of the confidential counsellor.  
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3. Reports  
 

3.1. Reports from students 
 
The number of students reporting inappropriate and unacceptable behaviour has 
increased in recent years from 18 in 2017 to 42 in 2019. Significantly, there has been 
a rise in the number of reports of sexual harassment, from 12 to 20 over the course of 
two years. In 3 cases, this resulted in a complaint to the SIAG committee 
(Sexual Harassment, Aggression and Behaviour). We have also seen a strong rise in 
the number of reports about negative discrimination and harassment. From 4 in 2017 
to 12 in 2019. 
Some reports related to several problem areas 

  
  Complainants (students): 2019 2018 2017 

Male    6   7   4 

Female 36 19 14 

        

Total 42 26 18 

        

    Accused 2019 2018 2017 

Male (students)  21 17 12 

Female (students)   6   3   1 

Faculty/Staff 10   5   2 

Other 
(welfare/perpetrator/unknown) 

  5   1    x 

Total 42 26 15 

    Nature of the report:  2019 2018 2017 

Negative 
discrimination/harassment 

12   3   4 

Bullying   2   2   3 

Sexual harassment (incl. 
digital) 

20 13 12 

Aggression   5   3   4 

Discrimination   5   7   1 

Welfare   1   4   0 

Stalking (physical/digital)   3      x    x 
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3.2. Reports Staff 
 
In total, 45 members of staff have made reports, with again significantly more women 
than men in 2019. The number of men reporting inappropriate behaviour also 
increased.  
As in 2018, the accused were generally men, often in managerial positions. 
By far the most reports concerned negative discrimination and harassment. More than 
in 2018, many cases involved a labour dispute.  
We have also seen a significant rise in the number of reports about negative 
discrimination and harassment. One of these reports was submitted as a complaint to 
the SIAG committee.  
The number of reports of sexually unacceptable behaviour remained the same (6).  
One of these reports led to proceedings through the SIAG committee. 
Some reports related to several problem areas. 
 
 
 

Complainants (staff) 2019 2018 2017 

male 15 10   3 

female 30 30 20 

        

Total 45 40 23 

  

  
  Accused 2019 2018 2017 

Male 26 25 16 

Female 15 15   7 

Organisation   4   0   0 

Unknown   0   0   0 

        

Total 45 40 23 

   
 

 

 

 

  

   

  
  Nature of the report  2019 2018 2017 

Negative 
discrimination/harassment 

34 23 10 

Bullying   8   9   1 

Sexual harassment   6   4   4 

Aggression   4   4   2 
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Discrimination   3   3   2 

Labour conflict 16 5 9 

Integrity   0 1 0 

Stalking (digital/physical)   2  x  x 

Abuse of power   4   x  x 

 
 

3.3. Conclusions, trends 
 

The total number of reports at EUR increased to 87 (was 66). 
There was a particular increase in the number of reports by students. In previous 
years, our impression was that students could not find the confidential counsellors and 
were often unsure what issues they could contact the confidential counsellors about. 
The improved visibility of the confidential counsellor was partly due to increased 
attention in social debates for the topics of sexual harassment, discrimination and 
inappropriate behaviour. 
Another reason for the increase in the number of reports may be related to the 
publicity related to the launch of the network of confidential counsellors. 
Articles were published in Erasmus Magazine, flyers were distributed, posters hung up 
and a video was regularly shown on the big video screen on campus Woudestein. The 
online visibility of confidential counsellors on both the general website and those of the 
faculties also improved. 
Sometimes invited, sometimes on their own initiative, the coordinating confidential 
counsellor visited several student initiatives, also to improve the visibility of the 
confidential counsellor. The number of reports by international students about 
inappropriate behaviour was also relatively high last year. Compared to Dutch 
students, international students are in a much more vulnerable position, and they are 
usually dependent on the available network at the university.   
 
The arrival of more confidential counsellors may have lowered the threshold to report 
an issue. However, in the conversations we conducted, we noted that there is still a 
fear of reporting an issue. We can therefore assume that there are still many people 
who do not report issues for that reason.  
That fear can be driven by uncertainty about the procedure. What happens with a 
report when it becomes a formal complaint? Is the procedure secure? 
It is difficult to submit a complaint against your manager because of the relationship of 
dependence. In many cases involving a complaint about the behaviour of a manager, 
people are worried about their own career.  
 
 
3.4 Recommendations 
 
As described earlier, the number of reports of inappropriate behaviour does not reveal 
the extent of the problem. For staff, the satisfaction survey gives an indication. 
Nothing is known about the number of incidents in which students are the victim of 
inappropriate behaviour. The increase in the number of reports would suggest that the 
problem is greater than we see. We therefore appeal for a survey among students that 
addresses all areas of inappropriate behaviour as described in this annual report. This 
should include special attention for international students.  
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In 2019, the subject of inappropriate and unacceptable behaviour was a regular topic 
of conversation on campus. Theatre shows with forum discussion about ‘#MeToo in 
Academia’ and a talk by Sara Ahmed, ‘Complaint as Diversity Work’, contributed to 
this. 
It is vital to continue the discussion about this subject and to do so publicly.   
 
We ask all confidential counsellors in the network to publicise the training 
opportunities for managers in their faculty about recognising inappropriate behaviour 
on the work floor (and among themselves). We will be happy to put faculties and 
departments in touch with organisations that offer such training sessions. HR could 
also play a role here. This training should be a standard component of the current 
training sessions offered in the framework of expertise development.  
 
 
 
4. Other activities and developments 
 

At the end of 2020, the performance of the network of confidential counsellors should 
be evaluated 
. 

The central confidential counsellors conduct annual conversations with staff from all 
parts of Erasmus University Rotterdam. The aim of these conversations is to introduce 
and draw attention to the work of the confidential counsellors and give them the 
opportunity to share ideas and make suggestions.  
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