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1. Introduction: The importance of an annual social report 
The well-being and social safety of employees have been important themes at universities for some 

time now, and this is also the case for EUR. In some cases, working at EUR can be very demanding 

for our employees. The world is changing at a rapid pace, and all of these changes have an impact on 

university education. In this context, social safety is an important factor, and moreover, it contributes 

to our employees’ well-being. A socially safe climate imparts a sense of safety to employees that 

enables them to express themselves at work and gives them the scope to develop their talents to the 

fullest. Briefly summarised, a social and safe workplace climate: 

 Contributes to a better working environment within the organisation; 

 Contributes to the better quality of work; 

 Could have a positive effect on employees’ productivity; 
 Could lead to fewer psychological and physical complaints1.  

That is why it is important for employers and employees to pay attention to a socially safe working 

climate and make joint efforts to prevent and challenge undesirable behaviour in the workplace. In 

addition to a commitment to challenge undesirable behaviour, efforts are also being made in a number 

of areas to create a working climate that offers the highest possible degree of social safety. These 

areas include leadership programmes and leadership development, recognition and appreciation, and 

various dialogue sessions. However, this report will focus on the aspect of social safety. More 

specifically, it will focus on how both risks to safety and types of undesirable behaviour at EUR or the 

university’s immediate surroundings can be prevented and addressed. We can differentiate between 
types of undesirable behaviour: aggression and violence, bullying, (sexual) harassment, discrimination 

(also in recruitment and selection)2. 

One of the components needed to create a socially safe working environment is to offer various 

resources and actors. EUR currently offers a wide range of resources so that employees can turn to 

various actors, both within the organisation and external parties, if they want a consult, to make a 

report or ask a question. Some examples of these social safety actors are the confidential counsellor, a 

psychologist for PhDs, and the Company Welfare Officer. Please refer to table 3 in appendix 1 and 2 

for a complete overview of the social safety actors and resources.  

All of these actors possess information and insights regarding the well-being of EUR employees. A 

number of them prepare an annual report identifying the most significant patterns and trends, and 

some of these actors discuss the key topics with HR in feedback sessions. In the current situation, this 

leads to fragmented information from different sources. Because the information is fragmented, it is 

not possible to obtain a comprehensive view. This Annual Social Report has been prepared for the 

first time to better integrate this information and provide insight throughout the EUR organisation. A 

comprehensive view provides insight into patterns and trends, making it possible to create (more) 

targeted policy and deal with issues more effectively. The Annual Social Report focuses specifically 

on employees rather than students.  

This Annual Social Report offers: 

- Insight into patterns in the area of social safety; 

- Insight into the persons seeking assistance; the group of employees at EUR who most 

frequently seek assistance; 

- A recommendation pertaining to which aspects within the theme of Social Safety require 

attention or additional attention in the coming year. 

                                                      
1 This list was derived from ‘TNO handreiking gedragscode ongewenste omgangsvormen’. 
2 Definition taken from the Working Conditions Act (Arbowet), ‘Psychosocial workload’.  

file:///C:/Users/61582nvm/Downloads/TNO_Handreiking+Gedragscode+(on)gewenste+omgangsvormen.pdf


This report will be prepared annually and discussed with the actors themselves as well as with the 

Executive Board, participation in decision-making bodies and organisational units (via support and 

management), and the Deans-Executive Board consultation. The report will be presented to the HR 

business partners and further distributed at the faculties and services.   

2. Explanation of how the Annual Social Report was created 
This Annual Social Report was prepared through HR policy and created after an analysis of the public 

annual reports of various actors in the social safety network, for the period covering 2020 (see Table 

1). If an annual report was also available for 2019, this was included in the analysis.  

Table 1: Overview of actors (internal/external) and availability of an annual report 

Actor Internal/External Annual report 2019 Annual Report 2020 

Psychologist for PhDs Internal Yes Yes  

OpenUp External party No report was 

prepared 

Yes 

Company doctor Internal No No, only an overview of 

consultation hours 

Confidential Counsellor 

undesirable behaviour3 

Internal & External Yes No, only figures  

Confidential Counsellor 

Research Integrity 

Internal Yes Yes 

Committee for Undesirable 

Behaviour (COG) 

Internal Yes Yes 

Company Welfare Officer4 Internal Yes Yes 

Ombudsperson Internal N/A5 Yes 

Work-life balance coaches6 

(WLBC) 

External parties No No 

 

The analysis was conducted by comparing the social safety topics of the reported cases, the persons 

seeking assistance, and the number of reported cases with each other. Table 2 provides an overview of 

the number of reported cases registered, but this Annual Social Report also uses explanations and 

descriptions provided by the actors with regard to these reported cases. The information is either 

derived from the annual reports, or separate data is provided to HR by the actors if work-life balance 

coaches, OpenUp and the company doctors are involved. 

3. Overview of main patterns: Key findings 
Table 2 presents a comparison of the topics of the reported cases, the persons seeking assistance, and 

the number of reported cases taken from various annual reports. The registration of the actors was 

viewed when determining the nature of the reported case. Not all actors use the same terms, and this 

has resulted in a wide range of topics. A complaint that has been classified under a particular social 

safety topic can also be linked to another social safety topic (for example, a complaint about work 

pressure could also be related to a conflict between an employee and a manager, leading to a socially 

                                                      
3 One of the confidential counsellors at the central organisation is an external hire; the other confidential counsellor at the 

central organisation is an EUR employee (as well as the coordinator of the pilot).  
4 The Company Welfare Officer and Company Doctor are external hires through Zorg van de Zaak as part of the 

occupational health and safety service provision agreement.  
5 The Ombudsperson’s annual report covers the period from July 2019 through June 2020. 
6 The work-life balance coaches do not produce an annual report, because this service is comprised of a pool of different 

coaches who are hired on a temporary basis. However, there is coordination with HR regarding the number of consults 

(based on invoicing) and general trends and patterns.  



unsafe situation that has an impact on the employee’s well-being). This will be explained in more 

detail in chapter 4.  

Finally, only the reports of the confidential counsellors allowed for a trend analysis to be prepared 

(available from 2017 on). This was not possible for the other actors, because no annual reports were 

available prior to 2019. 

The table lists the number of reported cases, not the formal complaints. Formal complaints solely 

involve complaints submitted to the Committee for Undesirable Behaviour (COG). Four complaints 

were submitted to the COG in 2020. Three of them were declared admissible, and one was dismissed. 

Because no additional information is available on how these complaints were handled, they have not 

been included in the table.  

 



 

Table 2: Overview of actors and topics, reported cases, and persons seeking assistance 

 
  TOTAL Gender7 Position NL/INT Nature of the reported case 
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Psychologist for 

PhDs 
60 . 60 . . 60 . 22 38               X   X     

OpenUp 90 183 90 20 70 . . . .             X     X     

Company doctor . 791 . . . . . . .               X     X   

Company welfare 

officer 
24 

. 24 3 21 . . . .       X   X     X X   X 

Conf. Coun. 

undesirable 

behaviour 

45 . 45 15 30 . . . . X X X                   

Conf. Coun. 

Research Integrity 

25 20 . . . . . . .                         

Ombudsperson 122 . 122 . . 31 91 . . X   X   X     X       X 

WLBC . 103 . . . . . . .       X X     X   X     

Total 366 994 341 38 121 91 91 22 38                         

 

Registration 

A period (.) in the table means there is no known registration. In the table, this makes it clear that actors use different methods of registration. The missing 

data makes it difficult to compare the figures with each other. Additionally, not every actor registered the nature of each reported case. In this sense, no 

distinction can be made between different groups (gender, position and NL/INT) when looking at the nature of the complaint, because most of the actors did 

                                                      
7 The #persons has been reported for gender, position, and NL/INT.  
8 We differentiate between types of undesirable behaviour in accordance with the Working Conditions Act: aggression and violence, bullying, intimidation, sexual harassment, discrimination 

(also in recruitment and selection). 



not report any figures here. But the data does give an indication of how frequently cases were reported, who reported the case, and what it was about.  We will 

provide more details about this below.



 

Reported cases and sessions 

In 2020, a total of 366 reported cases9 were handled by the various actors. The reported cases category 

consists of an intake session (psychologist for PhDs and OpenUp), reports registered by the 

confidential counsellor for undesirable behaviour and the confidential counsellor for Research 

Integrity, and requests (Ombudsperson). Despite the different designations used, they all count as a 

case in this overview. Specifically, this is a registered instance where contact was sought regarding a 

single specific request for help made by an employee. All of the different actors have their own way 

of dealing with a case, and there are differences in the ways cases are registered. In total, all the actors 

jointly registered 994 sessions and/or consults. 

 

Insight into the groups reporting cases 

In 2020, 341 employees requested help. This is 9.4% of the total number of employees10. Of these 

employees, women were the largest group (76%). This is proportionally higher than the percentage of 

women in the EUR workforce (56%)11. A higher proportion of international employees submitted 

complaints (63%), while the percentage of international employees at EUR is 21% of the total 

workforce. The number of reported cases registered within the academic staff and the professional 

services staff (PSS) job categories was the same. 50% of the persons requesting assistance belong to 

the academic staff group, while academic staff comprises 59% of the entire EUR population12. PSS 

report cases more frequently to the Ombudsperson than academic staff, with this group accounting for 

74.5% of the total number or persons and reported cases. Only academic staff (PhD students) have 

access to the services provided by the psychologist for PhDs. With regard to these reported cases, the 

majority come from international employees (63%).  

Nature of the reported case 

Undesirable behaviour, abuse of power, and workplace conflicts are reported to the confidential 

counsellor for undesirable behaviour (45 reported cases) and to the Ombudsperson (5 reported 

cases)13. However, most of the reported cases are in relation to work pressure, work stress, 

employment relationships, working conditions and personal circumstances (a total of 316 reported 

cases). In many cases, the problems resulting from personal circumstances are linked to work or 

performing work activities. For example, a burn-out or a conflict with a supervisor or manager could 

be an obstacle to performing work tasks. Employees experiencing this type of problem can turn to 

multiple actors. The figures for ‘#persons’ show that the cases are also distributed among the actors. 

This means that many multiple actors were engaged for the same type of complaint. Employees 

turned to the company doctors in cases related to physical strain. And finally, the column ‘Other’ 
involves cases reported to the confidential counsellor for research integrity, dealing with integrity 

issues related to research. This column also involves cases reported to the Ombudsperson, mainly 

dealing with complaints related to procedures. However, it is important to bear in mind that with 

regard to these figures, each of the actors used their own manner of registration and their own 

definitions of terms. This can result in a case being placed in a certain column, even though in 

practice it could have been categorised under another topic.  

 

4. What do the findings mean? 

1. Work pressure is the most frequent reason for requesting help. 

Various actors registered work pressure or work pressure-related symptoms (such as stress, anxiety) 

as the most frequently occurring complaint. While this was not immediately apparent in the annual 

                                                      
9 Based on the reports, it is difficult to ascertain whether these involved unique reported cases. Employees and students can 

report multiple complaints to multiple actors.  
10 Based on the 1 December 2020 reference date figure of 3,669 (figures taken from the Q1 2021 Welfare monitor report). 
11 Based on the 1 December 2020 reference date figure of 3,669 (figures taken from the Q1 2021 Welfare monitor report). 
12 In line with the EUR population that is based on the 1 December 2020 reference date figure of 3,639; Academic staff = 

59% and PSS = 41% 
13 The Ombudsperson’s report states that 5 of the 122 cases reported involved undesirable behaviour (Ombudsperson interim 

evaluation and annual report, p. 16). 



reports, it came to light in the interpretation of the figures. A distinction can be made here in 

complaints associated with workload (range of duties) and additional circumstances (such as changes 

in an employee’s private life, or even work-related changes as a result of the COVID-19 situation). 

The registration does not clarify whether one of the two occurs more frequently, because employees 

often seek help when things go wrong in different areas. For example, a busy working week combined 

with the children staying at home could be the trigger for some employees to seek help. Something 

else that the annual reports revealed was that complaints about feelings of anxiety and worry arise 

when an employee experiences work pressure. Employees become stressed and experience difficulties 

in performing their work activities within the allotted time. The annual reports also reveal that 

generally speaking, employees often wait too long before seeking out help (see paragraph 4.2), and 

this usually exacerbates their problem. Multiple annual reports indicated that reported cases frequently 

originate from women, and that the topic is usually work pressure (based on the figures that were 

registered). One thing the analysis fails to clarify is whether there is a difference between men and 

women when it comes to the reporting threshold, and thus it is not possible to conclude that women 

experience more problems compared to their male colleagues.  

The descriptions provided by various actors show that employees seeking help find it difficult to set 

boundaries, especially now that most work activities are being performed digitally due to COVID-19. 

According to a number of actors, organisational culture and leadership at EUR also play an important 

role in experiencing work pressure. In spite of the fact that some components of work pressure also 

stem from the individual, the current organisational culture offers some employees the opportunity to 

excel. But depending on other life circumstances, or a particular life phase, the organisational culture 

can also contribute to an imbalance. Employees who come to the actors with their complaints state 

that they often find it difficult to cope with the political forces at play within the organisation. It is 

also unclear whether employees feel they can approach their supervisor or manager with complaints 

(considering the manager is the first point of contact in the line). Are employees contacting the actors 

because they are unable to resolve the issue by meeting with their manager, or are they unconsciously 

skipping this step altogether and immediately contacting an actor? 

2. Employees often wait too long before seeking help  

From the annual reports, it can also be deduced that a large majority of employees who submit a 

complaint often wait to long before taking this step. As a result, the issue for which they are seeking 

help has already reached such an advanced stage, that there is a strong likelihood of absenteeism (or it 

is possible that absenteeism has already occurred), or that external specialised care has to be arranged 

(such as a mental health psychologist).   

The actors report that employees identified a number of frequently occurring reasons for not seeking 

out help earlier, such as: 

- A feeling of shame: Employees feel ashamed to ask for help at an early stage; there is a taboo 

associated with needing help or experiencing mental health complaints. This is something that 

is observed mainly among international employees, but it is not limited to this group.   

- Employees unaware of the help available: Actors state that when they ask an employee why 

he/she did not sound the alarm earlier, employees say they were not aware of the range of 

facilities available to provide them with help. For example, this the reason given by 

employees who use the services of the company doctor.  

- Confidence in the facilities If employees are aware of the facilities available, it appears that 

they sometimes (unjustifiably) think the actors would not be of much help to them. This is 

their reason for not asking for help at an earlier stage.  

- Fear: In some situations, employees find themselves in a relationship of dependence with 

their manager. Due to a fear of the consequences, potentially affecting their career, employees 

often choose not to submit a complaint in cases that involve, for example, undesirable 



behaviour. However, fear also plays a role in work pressure, because employees do not want 

to be seen as ‘ineffective’ in their job. This pressure is seen as part of their work, something 
that ‘comes with the job’. In this sense, this also has a strong link with feelings of shame and 
the feeling that there is a taboo associated with seeking help.    

PhD candidates 

Waiting too long or seeking help when it is too late is also something that was evident in the reports 

of the psychologist for PhDs. This actor provides assistance solely to PhD candidates. This is a 

vulnerable group of employees, and this is due in part to their dependant position, their perceived 

performance culture and an urge to prove themselves, coupled with dysfunctional personality traits 

(that lead them to cope with difficult/stressful events in a particular way). The meetings with PhD 

candidates show that there is not enough awareness of the facilities that could provide them with help, 

such as OpenUp and the psychologist for PhDs. Due to the wide range of graduate schools (each with 

their own arrangements regarding the role of the PhD officer and information provision), the 

assistance available from the central organisation does not reach the PhD candidates in many cases (or 

more needs to be done to raise awareness). And if they are aware of these facilities, PhD candidates 

often wait too long before actually taking the step of seeking assistance.  

 

3. Rise in number of reported cases of undesirable behaviour, particularly negative 

treatment and intimidation  

Over the past few years (2017 - 2020), the confidential counsellors14 have observed a visible trend 

involving a rise in the number of reported cases of undesirable behaviour. The number of reported 

cases in 2018 (40), 2019 (45) and 2020 (45) shows a slight increase over time; in 2017, there were 23 

reported cases. This was before the establishment of the confidential counsellors network and the 

launch of the pilot. The increase in the number of reported cases does not necessarily mean that 

undesirable behaviour occurs more frequently. It could also be related to the fact that the confidential 

counsellors have made efforts to make employees more aware of their presence, and a heightened 

willingness to report. There are more reported cases of negative treatment and intimidation (2018=23 

reported cases, 2019=34 reported cases, and in 2020=22)15. Women are significantly more likely than 

men to report a case to the confidential counsellor, even though this percentage has been dropping 

slightly over the past few years (2017= 87%, 2018=75%, 2019=67%16). In many cases, the alleged 

perpetrators are men17 holding a leadership position. However, the confidential counsellors do not 

make any distinction with regard to the job role (academic staff/PSS) or whether the employee is one 

of the EUR community’s international colleagues.  

5. Conclusions  
We can conclude the following based on the abovementioned findings: 

 Registration is done in many different ways.  

Since the actors use different ways of registering and reporting, it is difficult to obtain a reliable 

picture of the number of people reporting cases, who they are exactly, and the nature of their request 

for help. The more unreliable this picture is, the harder it is to make adjustments to policy, and at this 

point it also not possible to perform a comprehensive trend analysis.  

 Delaying asking for help leads to many unnecessary problems. 

The reports show a variety of reasons for why employees often wait too long before asking for help, 

or ask for help when it’s too late. As a result, employees end up having more complex problems when 

                                                      
14 Figures available in the annual reports since 2017.  
15 The total overview of the number of reported cases was included in the 2019 Annual Report. 
16 This figure is not available for 2020, but it is included in the Annual Report.  
17 2017= 70%, 2018= 63% and 2019= 58%. 



they meet with the company doctor, for example. In many cases, they are already (partially) unfit for 

work.  

 Rise in reported cases of undesirable behaviour, but the cause is unclear. 

Over the past few years, there has been an increase in the number of reported cases of undesirable 

behaviour, but it is not clear if this has been caused by 1) better provision of information by the 

confidential counsellor, 2) a heightened willingness among employees to report a case, 3) an increase 

in undesirable behaviour, 4) the availability of a more extensive network of actors (such as the 

appointment of an ombudsperson and the creation of a network or confidential counsellors), or 5) the 

possibility that a unique reported case is received and registered by multiple actors, making it appear 

as if there is an increase in the number or reported cases (due to each actor using their own manner of 

registration), or 6) a combination of these reasons. In order to obtain insight into why the number of 

reported cases has increased, long-term monitoring of the types of reported cases of undesirable 

behaviour throughout the EUR organisation is necessary.    

 Work pressure one of the causes of reported cases 

Based on the reports of the actors, it appears that work pressure is often an underlying reason for the 

reported problems. Work pressure seems to almost always be an ongoing issue, but help is only 

sought when something goes wrong in another area (such as personal circumstances). A solution to 

this problem should be sought out by the employee in consultation with the manager, where both 

parties would examine the employee’s range of duties, work activities, etc. The actors’ findings show 
that this either does not happen or it does not happen as frequently as it should. The department’s 
culture also plays an important role in this context. This is something that requires more attention on 

the part of the manager. 

6. Recommendation 
HR recommends that the Executive Board take the following steps: 

 

Reporting and registration system 

 Instruct HR and Academic Affairs to initiate consultations between the relevant HR and 

Academic Affairs policy officers. Their task will be to work with the actors to devise a 

uniform way of registering reported cases. Academic Affairs is responsible for the 

coordination of the confidential counsellor for Research Integrity, while HR is responsible for 

the coordination of the remaining actors. This is one of the key steps that needs to be taken in 

the short term. Each actor is required to produce an annual report, with agreements in place 

regarding deadlines and how the report is to be prepared. A better trend analysis can be made 

if there is more uniformity in the registration of reported cases. The ambition is to create more 

uniformity in the reports prepared in 2022. 

 

Both the company doctor and the WLBC currently do not produce an annual report. 

Agreements also have to made regarding what will be reported in this annual report. For 

example, this could involve aspects such as the topic of the request for assistance, the number 

of reported cases, the number of meetings and insight into the nature of the groups from 

which the reported cases originate.  

 

HR is currently engaged in an exploratory study with E&S and collaborating with the 

Integrated Safety coordinator and D&I to set up a centralised reporting system for 

Undesirable Behaviour for both students and employees. The agreements for registering cases 

in such a system could be linked to the registration for the annual reports.  

 



 In addition to the reporting system, efforts are also under way to establish our own team of 

experts for dealing with conduct that is a cause for concern. To a large extent, this team will 

involve the same actors. The team of experts can be called in for serious reported cases of 

undesirable behaviour; for risk analysis, and, if needed, the team can take on a de-escalating 

role. Knowledge development will also be enhanced thanks to the connections in specific 

cases between different actors in the social safety network. 

 

Break taboos and remove barriers caused by a sense of shame 

 Take steps to break taboos and remove barriers caused by a sense of shame when it comes to 

seeking help. ‘It’s okay to not be okay’ and seeking help to deal with this should be regarded 
as normal. HR is currently working on a proposal for a campaign with the partner OpenUp, in 

collaboration with the M&C service, to draw attention to this idea at EUR. A 

recommendation for the Executive Board is to promote this message in the organisation so 

that taboos can gradually be removed. The communications to the deans and the service 

directors also plays a particularly important role when talking about social safety and well-

being.   

 

Working conditions policy 

 Encourage HR to continue working on policy in 2021 as well. An important component of 

this work involves developing new absenteeism policy. The absenteeism specialists have 

drawn up a plan, and they are working on it together with the HR policy officers and the 

Occupational Health and Safety coordinator. The plan will highlight proactive absenteeism 

management and absenteeism prevention among various groups such as managers. The 

managers are the first point of contact for our employees, and they have an important early 

warning role in preventing and managing absenteeism. The manager is also responsible for a 

safe working environment that offers scope for discussing problems with each other.  

 

Information provision to employees 

 Encourage HR to continue working on improving the provision of information to employees 

in 2021 as well. HR is currently working on what is referred to as a ‘help matrix’. This is an 
overview of which actor is available for a specific type of request for help. This component 

also includes the scope of the network of actors, because it looks at which actors are available 

for a specific type of social safety topic. This could lead to overlap, but it could also expose 

gaps in some of the topics. As soon as this overview has been completed, it must be 

prominently made available on MyEUR and through other communications channels. EUR 

should strive to create an environment in which employees seek out help at an earlier stage. 

This is also something that is in line with good employment practices. This point will be 

included in the communications. The ambition is to have this ready by Q3 2021.   

 

The scope of undesirable behaviour 

 To investigate or commission a study in the coming years on the best way to obtain insight 

into the scope of undesirable behaviour at EUR. The reports and the registered cases currently 

provide the input for policy, but this input does not clarify the actual scope (and possibly the 

reasons why an employee does/does not report undesirable behaviour). The HRNU is 

conducting an exploratory study regarding the possibility of establishing a Social Safety 

monitor. It is important for HR to closely follow the development of this monitor and 

implement it in our own organisation where possible. The reporting centre for undesirable 

behaviour will also play an important role here.  

 

In conclusion: raise awareness about this theme 



 In conclusion, HR must ensure that managers and supervisors are aware of the theme of social 

safety in the organisation. For example, this could be emphasised in training sessions and 

leadership programmes. Managers and supervisors occupy a key role when it comes to well-

being and social safety in the workplace. It is important that they recognise signals and know 

how to act when they see them. An important part of this is studying how we can enhance the 

role of the manager so that it promotes a safe organisational and work culture. Additionally, 

studies need to be conducted in the long term to determine what is needed to encourage a safe 

culture where it is a matter of routine to challenge certain types of behaviour that are deemed 

undesirable.  



 Appendix 1: An overview of ‘Which actor an employee should contact for which social safety topic’18
 

                                                      
18 Dark green = the first line, possibly consisting of multiple persons, light green = potential escalation.  
19 LG = manager, BA = company doctor, BMW = Company Welfare Officer, WLBC = work-life balance coach, VP OG = Confidential Counsellor undesirable behaviour, VP WI = confidential 

counsellor Research Integrity, COG = Committee for Undesirable Behaviour, OF = Ombudsperson.  

 LG19 A manager’s supervisor HR consultant Occ. Health and Safety 

Occ. Health and Safety 

officer OpenUp iPractice WLBC Psychologist for PhDs Conf. Coun. undesirable behaviour C

    Company doctor Company welfare officer        
Aggression and violence               
Threats                
Workplace accident               
Burnout                     
Conflict with colleague(s)                    
Conflict with manager                
Discrimination                  
Financial problems               
Fraud                 
Academic fraud               

Job performance issues                
Physical health complaints                  
Health problems                
Intimidation                
Informal care                 
Misconduct                
Improper application of rules              
Undesirable behaviour                 
Threat of dismissal               
Physically unsafe/hazardous situations              

Nervous exhaustion                     
Bullying                 
Plagiarism               

Personal problems                 
Psychological problems                   
Racism                   
Sexual harassment                 
Stalking                 
Stress                     



Appendix 2: Explanatory notes on actors’ roles 
Manager All work-related and personal problems that have an impact on the employee’s work 

The manager’s supervisor An escalation channel if consultations with the immediate manager come to a deadlock 

HR consultant All work-related questions about (implementing) human resources policy, regulations, rights and similar matters, as 

well as personal problems that have an impact on work 

Company doctor Advises employee and manager with respect to recovery and the employee’s rehabilitation. Covers all health problems 

that could have an impact on work 

Company Welfare Officer All (psychosocial) work-related problems and personal problems that have an impact on work 

Health and Safety Officer The first point of contact in a unit or department for questions related to working posture, workplace accidents, and 

potential physical injury risks when performing work duties  

OpenUp Accessible help for all employees in the area of welfare issues, regardless of whether these have a personal or work-

related cause 

iPractice Insured online mental health service for individuals with a diagnosis who are referred by the Company doctor, OpenUp, 

family doctor, or referrals through other channels 

Work-life balance coach A one-time coaching session to help improve and enhance an employee’s work-life balance 

Psychologist for PhDs Accessible help for PhD candidates who have come to a standstill in their work, possibly due to personal problems  

Confidential Counsellor 

undesirable behaviour 

Handles all types of undesirable behaviour (bullying, intimidation, sexual harassment, discrimination, aggression and 

violence)  

Confidential Counsellor 

Research Integrity 

Handles issues related to research integrity 

Committee for Undesirable 

Behaviour (COG) 

This committee was established to investigate a complaint related to undesirable behaviour, assess the complaint, and 

issue a recommendation to the Board or Council   

Ombudsperson Independent official for cases related to improper treatment/application of rules and procedures at the university. 

Escalation channel if there are potential problems with other actors  

Mobility Manager Mediates and advises on all sorts of career-related issues (internal or an external party) 

Security Responsible for the physical security and surveillance of the campus and buildings  

Company Emergency 

Response 

Assistance in incidents involving fire, workplace accidents or an evacuation, and providing first aid to all employees 

and students 

 

Work pressure                    
Illness                
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