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Introduction 
This toolbox provides executives with an overview of interventions they can use to boost the 
development of their organisation, team(s) and individual employees. The document suggests both 
policy and operational measures (at team and individual level). The document is organised according 
to the four themes that emerged as most urgent in the last staff survey: leadership, workload, career 
development and social safety. Each measure is accompanied by a brief description of what the 
intervention entails. Sometimes a link is used to redirect to another page on RadboudNet or gROW, 
login may be required. 
 
As a director, manager or HR adviser, would you like more specialist advice? Or do you need more 
information about possible interventions on personnel survey themes other than those included in 
this toolbox? Then contact one of the advisers from the central HR department Strategy, Policy and 
Development (SBO), or e-mail the general e-mail address hr-ontwikkeling@ru.nl.  
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1 Leadership 
From the university-wide staff survey results, the picture emerges that employees in particular miss 
the fact that their supervisor gives them regular feedback on their professional development. Paying 
extra attention to this need, for example by having continuous good conversations, could therefore 
make a positive impact for many employees. At the level of units and divisions, there may obviously 
be other or additional issues. 
 
In line with Radboud University's leadership vision, good leadership is an interaction between 
'Personal leadership' (directing yourself) and 'Leading a team' (directing others). The core values of 
courage, openness and connection are the common thread in each of these forms of leadership. This 
chapter only covers interventions to develop 'Leading a team'. Interventions on personal leadership 
can be found in section 3.2.2. 

 
 
The central HR division offers specialist expertise on this topic if required. Bart Mom, policy advisor, is 
leading the dossier and happy to think along. His e-mail address is bart.mom@ru.nl.  

1.1 Leadership development 

1.1.1 Core programmes 
There are four generic core programmes for different target groups that (further) equip leaders at 
different levels. For these programmes, an executive is selected by your faculty board. Within these 
programmes, Radboud University's leadership vision is central.  
a) Core programme Courage, Connection and Openness 

 Goal: lead from leadership vision to role, team, environment.  
 Target audience: professors, directors and heads of departments. 
 More info: click here. 

  

https://www.radboudnet.nl/english/employees/development/leadership/
https://ru.capp12.nl/courses/93
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b) Core programme Leadership 
 Goal: facilitate further development in the role of team leader or coordinator.  
 Target audience: team leaders and coordinators of Radboud Services and faculty support 

services. 
 More info click: here. 

c) Academic Leadership core programme 
 Aim: to develop leadership skills in the academic context. 
 Target audience: UDs and advanced UHDs with leadership roles. 
 More info: click here. 

d) Core programme Administrative leadership 
 Goal: Develop administrative leadership to shape the university's mission and strategy. 
 Target audience: university administrators. 
 More info: programme is still under development, email bart.mom@ru.nl if you have any 

questions. 
 

1.1.2 In-depth, specific programmes 
After attending a core programme, an in-depth learning activity can be taken by an executive to meet 
specific development objectives. Most of these activities can be found in gROW-Channel Leadership. 
Some of the in-depth programmes on offer include:  
a) Masterclass Change and Renewal  

 Goal: learn how to get an organisation and teams moving and generate innovativeness.  
 Target audience: all executives.  
 Format: E-learning by Arend Ardon, change management expert.  
 More info: here.  

b) Masterclass Tribes of the Future 
 Aim: to gain insights from anthropology regarding sustainable leadership of change in 

organisations.  
 Target audience: all executives.  
 Format: E-learning by Jitske Kramer, corporate anthropologist. 
 More info: here.  

c) Course Supervising PhD students 
 Aim: to learn and improve coaching skills, in order to supervise PhD students more 

effectively.  
 Target audience: all staff who supervise PhD students.  
 Format: three physical meetings: one full-day and two half-day meetings. 
 More info: here.  

d) E-learning Social Safety 
 Goal: raise awareness, gain knowledge about university policies, code of conduct and 

applying the regulations and procedures.  
 Target audience: all executives. 
 More info: via HR-ontwikkeling@ru.nl. 

 
1.1.3 Counselling and self-examination 
In addition to following targeted learning activities, there are several ways to provide ongoing 
support for executive development. Consider the tools below.  
a) Intervision 

https://ru.capp12.nl/courses/366
https://ru.capp12.nl/courses/379
https://ru.capp12.nl/channels/504361a3-3765-4339-8121-a5024199fcd5
https://ru.capp12.nl/courses/231
https://ru.capp12.nl/courses/207
https://ru.capp12.nl/courses/226
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 Intervision is an experience-based learning method focusing on concrete issues from your 
own work situation. In a fixed group (4-8 people), you think together about individual 
issues and bottlenecks from your work situation, using a structured method. The (external) 
facilitator monitors time, process and progress. After a number of guided sessions, you 
continue working independently as a group.  

 Target audience: all executives. 
 More info: email HR-ontwikkeling@ru.nl.  

b) Development assessment 
 A development assessment identifies the personal development points and learning needs 

of supervisors and employees for a particular job. Using various tools, such as 
questionnaires and assignments, the development assessment provides a picture of a 
person's capabilities and challenges. 

 Target audience: all executives. 
 More info: see Development Assessment (Ontwikkelassessment). 

c) Environmental feedback 
 You can ask for feedback from your environment from various considerations. For 

instance, for the development process you are in. Or it serves as input for your annual 
meeting with your manager. Or you are simply curious how your colleagues and colleagues 
experience you in your role. You will be given tools to shape this feedback in a good way. 

 Target group: all employees. 
 More info: Environmental Feedback for Executives 

d) Individual coaching 
 For individual questions on development, vitality and career, you can contact the 

advisers/coaches of the SBO (Strategy, Policy and Training) department. They can give you 
advice that can help you along the way. This could be in the form of simple tips & tricks, 
but also the offer of a number of coaching sessions, referral to modules on gROW or other 
advice. 

 Target group: all employees. 
 See Coaching for more information. Email HR-ontwikkeling@ru.nl for targeted leadership 

coaching. 
 

1.1.4 More (practical) info 
On RadboudNet you will find an extensive start page for supervisors with practical HR information to 
support you in your personnel tasks, including: vacancies, recruitment and selection, new employees, 
guidance during illness, holiday and leave rules, regulations on hybrid working, annual appraisal and 
assessment, professionalization and development. Click here.  
 

https://ru.capp12.nl/courses/277
https://ru.capp12.nl/courses/50
https://ru.capp12.nl/courses/327
mailto:HR-ontwikkeling@ru.nl
https://www.radboudnet.nl/english/employees/more-information/supervisors/
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2 Workload 
Work pressure has long been high on the agenda within Radboud University. Thus, already in 2018, a 
university-wide working group of administrators, academics and policy staff formulated a multi-year 
action plan on this topic after an internal analysis (see also 2.1.1.). Too high a workload (compared to 
what is considered acceptable) is a complaint that our staff, mainly the WP, unfortunately experience 
to a greater or lesser extent, as the results of the PQ 2022 also show. There are several causes for 
this, which are divided into demands (e. g. the amount of tasks and quality standards) and 
(inadequate) resources (e. g. autonomy, (social) support from colleagues and supervisors and 
participation opportunities). By implementing targeted policies, perceived workload can be 
controlled.  
 
University-wide PQ results show that, on average, employees experience excessive workload due to 
excessive task demands. This gives reason to put extra effort into a good discussion between 
supervisor, team and individual employees of the workload. If appropriate, this can be followed up by 
reducing too much work, unnecessary peak workload, too heavy responsibilities and competitive 
and/or performance pressure. At the component and unit level, other or additional issues may 
obviously arise, such as issues of control options, social support and personal workload. 
 
The central HR division offers specialist expertise on this topic if required. Jacqueline Heijen, policy 
advisor, is lead on the file and is always willing to help think about workload policies. Mail her at 
jacqueline.heijen@ru.nl.  

2.1 Policy/ board 

2.1.1 Optimise your organisation and policies through the five lines of action  
The Radboud-wide workload reduction work plan (see also the introduction above) recommends five 
action lines. These action lines serve as instruments to realise improvements in a structured way 
both centrally and decentrally. Below, each action line is briefly described and referred to concrete 
measures.   
a) Less bureaucracy, fewer rules 

 Work pressure at Radboud University is partly the result of administration and 
bureaucracy. How can we be smarter about it and how do we guard the balance between 
accountability and autonomy? 

 Concrete measures: click here. 
b) A simple, effective teaching organisation 

 More students and other forms of funding put pressure on education and our formation. 
Therefore, we focus on what is really needed for good education and on the quality of our 
offer. Ensure clear and realistic standards in allocating tasks and in assessing staff. 

 Concrete measures: click here. 
  

https://www.radboudnet.nl/publish/pages/964661/werkplan_vermindering_werkdruk_1.pdf
https://www.radboudnet.nl/personeel/diversen/werkdruk/minder-bureaucratie-minder-regels/
https://www.radboudnet.nl/personeel/diversen/werkdruk/eenvoudige-effectieve-onderwijsorganisatie/
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c) Stability in education 
 Stability is the key to good education. That means improving, not constantly changing. 

Education (innovation) is often time-consuming, at the expense of research. That is why it 
is important to make education more effective, without compromising on quality: only 
innovate when necessary and, above all, avoid parallel innovation. In addition, we focus on 
appointing, retaining and supporting well-qualified staff. We strive for realistic task 
allocations and assessment standards. 

 Concrete measures: click here. 
d) Appreciation for education 

 Increase job satisfaction by better matching personal interests and qualities and by 
rewarding excellent teaching with career advancement. 

 Concrete measures: click here. 
e) Workload reduction in research 

 Workload is affected by the scanty grant environment and the amount of work it takes to 
win grants. Moreover, performance requirements place an emphasis on quantity rather 
than quality. Young university staff experience work pressure due to job insecurity and the 
need for profiling. 

 Concrete measures: click here. 

2.2 Team and individual 

2.2.1 Further exploration of problems, causes and solutions  
a) Have a conversation with your employee about his/her work package, habits and needs.  

 Openly (continuing to) discuss this issue with your employee(s) and then linking this to 
concrete agreements is a crucial factor in successfully managing workload.  

 Available tips: here. 
b) Organise a counselling session with an in-house coach.  

 Employees can sign up for an Advisory Meeting with an advisor/coach for questions 
relating to vitality or career or training advice. This could be a workshop, training (internal 
or external) or coaching. The advisor likes to think along how someone can stimulate 
further development in their own work context through small initiatives. 

 Target group: individual employees. 
 More info: click here. 

c) Organising meeting with Rate Card Workload in Science  
 Using a dialogue tool to talk together at group level. The discussion card provides tools to 

create and tackle work pressure. Employees can discuss their issues with each other and 
reach agreements to relieve each other's workload. The discussion card can be used 
independently, both physically and online; the steps speak for themselves. For the 
participants, it provides insight into their bottlenecks and helps each other find solutions. 
In two hours, they go through several steps: from looking at triggers for workload to 
making agreements together to relieve workload.  

 Target group: groups of employees. 
 More info and request call card: click here. 

 
2.2.2 Promote carrying capacity employee(s) (sources) 
a) Participation in Vitality programme Fit@Work. 

https://www.radboudnet.nl/personeel/diversen/werkdruk/stabiliteit-onderwijs/
https://www.radboudnet.nl/personeel/diversen/werkdruk/waardering-onderwijs/
https://www.radboudnet.nl/personeel/diversen/werkdruk/reductie-werkdruk-onderzoek/
https://www.radboudnet.nl/personeel/diversen/werkdruk/vm/slag-laagdrempelige-tips-0/tips-alle-medewerkers/
https://ru.capp12.nl/library/articles/a7687ca9-95f6-4fa7-9770-bc42e07d9ca0
https://ru.capp12.nl/courses/209
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 Workshops to improve work ability, vitality and wellbeing by promoting a healthy and vital 
lifestyle.  

 Target group: all employees. 
 More info and registration: click here. 

a) Team coaching 
 Want to work with your team to develop together and manage workload together? You can 

contact the advisers/coaches of the SBO (Strategy, Policy and Training) department. They 
can guide you and your team or advise you on how to take up team coaching. 

 Target group: all employees.  
b) Participation in specific training, e-learning or other development activity on gROW 

 Sample of offerings: time management, sleeping better, dealing with workload and stress 
and self-insight - key to your career. 

 Target group: all employees. 
 To be found on the Vitality/Wellbeing Channel. 

c) Participation in specific activities to promote physical and mental well-being through Radboud 
Sports Centre 
 Besides the regular sports offer, the sports centre offers various Body & Mind activities for 

employees such as: mindfulness, meditation, tai chi, yoga and pilates. 
 Target group: all employees. 
 More info: click here. 

d) Participation in specific activities to promote mental wellbeing through Student Church 
 Various activities such as: meditation, mindfulness, retreats, silence walks. 
 Target group: all employees. 
 More info: click here. 

 
2.2.3 Targeted support to prevent bigger problems 
a) Campus psychologist consultation 

 If an employee experiences a lot of stress, anxiety or gloom in relation to work, it is 
possible to speak to the campus psychologist. This will help with personal problems that 
lead to work-related complaints. 

 Target group: employees with work-related psychosocial complaints. One to ten 
consultations. 

 More info: here.  
b) Visiting consultation hours company doctor or company social worker.  

 If you want advice on preventing health risks at work, your employee can visit the company 
doctor's preventive consultation hour. 

 Target group: employees with urgent, work-related health concerns. 
 More info: click here. 

 
2.2.4 Other information 
On RadboudNet you will find a comprehensive page on workload including concrete measures to 
reduce work pressure. You will also find the latest tips, advice and best practices.  

https://edu.nl/mayrv
https://ru.capp12.nl/channels/bd10533a-a479-494f-9212-3a576a00d0d6
https://www.ru.nl/rsc/sportaanbod/algemene_informatie/
https://www.ru.nl/studentenkerk/activiteiten/aanbod-medewerkers-ru-han/aanbod-voor-medewerkers/
https://www.ru.nl/medewerkers/services/hulp-en-ondersteuning/consult-van-de-campuspsycholoog
https://www.ru.nl/amd/
https://www.radboudnet.nl/personeel/diversen/werkdruk/#hd12c7332-bb66-439b-a434-12b212819073


 
 

 

Date  30 januari 2023 

Page  10/15 

 

3 Career and development 
 
An organisation evolves with the development of its staff. Employees can 
this often not only, however, they have a good, ongoing conversation about their professional 
development needed, clear and transparent policies, opportunities to grow and 
support facilities such as training opportunities. 
 
From the university-wide results of the staff survey, a varied picture emerges on the points of 
concern regarding career and development. Insufficient facilities and opportunities to grow are 
themes employees indicate relatively often. Paying extra attention to this question, for example by 
helping to think about future career steps, therefore seems to make a positive impact for many 
employees. At the level of units and divisions, other or additional issues may obviously arise. 
 
The central HR division offers specialist expertise on this topic if required. Please email one of our 
specialists or our general email address hr-ontwikkeling@ru.nl. 

3.1 Policy/ governance 

3.1.1 Policy development and implementation  
a) Strategic personnel planning 

 A (multi-year) planning of your organisation's required formation, competences and other 
personnel values, aligned with internal and external developments.  

b) Career paths and job descriptions 
 A clear picture of the functions you use in your organisational unit, giving substance to the 

UFO (framework set by the collective labour agreement), including the paths between 
functions/promotion guidelines (e.g. tenure & career tracks) and the competences 
appropriate to each function level. 

c) Training plan 
 The overview of the training you, as the organisation's leadership, consider desirable for 

the various positions, as well as the resources you make available for this purpose. 
d) Development/(annual) appraisal cycle 

 The procedure you use as management regarding monitoring and supporting the 
professional development and performance of employees, whereby the conversation 
between the manager and individual employee is central.  
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3.1.2 Gain more knowledge and skills in policy and practice 
a) Participation in three-day course 'Sustainable careers' 

 Top scientists provide you with tools for an appropriate HR policy and discuss the latest, 
relevant models. Afterwards, you will be completely up-to-date and can immediately start 
working with the best practices, a practical toolkit and applicable intervention options for 
the challenges surrounding sustainable employability in your own work context.  

 Target audience: executives and HR professionals. 
 More info: click here. 

3.2 Team and individual 

3.2.1 Further exploration of problems, causes and solutions  
a) Have a conversation with your employee about his/her work package, habits and ambitions.  

 Openly (continuing to) discuss this topic with your employee(s) and then linking it to 
concrete agreements, such as a mapped career path, is a crucial factor in successfully 
promoting professional development.  

 See also, the E-Learning 'The Good Talk''  
b) Organise a counselling session with an in-house coach.  

 Employees can sign up for an Advisory Meeting with an advisor/coach for questions 
relating to vitality or career or training advice. This could be a workshop, training (internal 
or external) or coaching. The advisor likes to think along how someone can stimulate 
further development in their own work context through small initiatives. 

 Target group: individual employees. 
 More info: click here. 

 
3.2.2 Development interventions for individual employees 
a) Training 

 Radboud University reimburses 50 to 100 per cent of training that the employee attends as 
part of career development. The reimbursement depends on the importance of the 
training for your job.  

 The training scheme and training application form can be found here. 
b) Participation in learning activity on gROW 

 Many learning activities can be found through gROW to help guide careers. 
 Target group: all employees. 
 Overview e-learnings can be found here, overview workshops here.  

c) Personal Leadership Training 
 Goal: you become aware of your own potential and strength, develop the courage to 

choose what is important to you, learn to balance your work and know what your obstacles 
are and how to deal with them. In this training you turn your insights into concrete actions.  

 Target audience: all employees with a healthy dose of self-reflection, who want to get a 
better grip on their work, career and development.  

 Format: an intake interview and 2.5 training days, provided by trainers from agency Stach. 
 More info? Click here. 

d) E-learning The power of failure  
 Goal: Be able to deal with disappointments and turn this into positive learning experiences.  
 Format: six-part e-learning, from Good Habitz. 

https://www.ru.nl/opleidingen/onderwijs-trainingen/radboud-academy/interdisciplinair-vervolgonderwijs/duurzame-loopbanen/
https://ru.capp12.nl/library/lti-modules/29
https://ru.capp12.nl/library/articles/a7687ca9-95f6-4fa7-9770-bc42e07d9ca0
https://www.ru.nl/regelingen/scholingsfaciliteitenregeling
https://ru.capp12.nl/courses/224
https://ru.capp12.nl/courses/130/subjects/347
https://ru.capp12.nl/courses/9/subjects/562
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 More info: here.  
e) E-learning Ownership  

 Goal: encourage sense of responsibility, commitment and ownership.  
 Format: six-part e-learning, from Good Habitz.  
 More info: here.  

f) Guidance to other work (at end of contract) 
 If a contract is not renewed or the employee is dismissed, Radboud University supports the 

search for other work. The support is aimed at finding other work as soon as possible. The 
support ranges from career workshops and coaching to strengthening your CV together. 
Employees can receive counselling from the moment their contract ends within six 
months. If the need arises, counselling for other work can sometimes be used earlier. 
Guidance stops at the moment the employee no longer receives benefits. 

 More info: contact your department's HR adviser. 
 

3.2.3 Development interventions for too ams
a) Team coaching 

 Want to work with your team to further develop as a collective and learn together? You can 
contact the advisers/coaches of the SBO (Strategy, Policy and Training) department. They 
can guide you and your team or advise you on how to take up team coaching. 

 Target group: all employees.  
 For more info, email HR-ontwikkeling@ru.nl. 

b) Other interventions 
 More workshops, articles and other support on team development can be found on gROW 

channel 'Getting started with your team'. Topics include online collaboration, ownership, 
the power of failure and improving teamwork.  

 More info: click here. 
 

https://ru.capp12.nl/courses/9/subjects/261
https://ru.capp12.nl/courses/9/subjects/185
https://ru.capp12.nl/courses/273
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4 Social safety  
Radboud University aims to provide an open, inclusive and safe working and studying environment. 
Social 
safety is therefore a strategic goal. The support structure (i.e. confidential counsellors) has been 
expanded and the various regulations on social safety have an overarching framework in the form of 
the Code of Conduct. To improve social safety in your section, it is important to both 
incentivising as well as controlling policies.  
 
From the university-wide staff survey results, the picture emerges that social safety problems are 
quite diverse, but that gossiping and exclusion are the most common. Paying extra attention to these 
undesirable patterns, both through exemplary behaviour and targeted interventions, therefore 
seems likely to make a positive impact for many staff members. At the level of units and divisions, 
other or additional issues may obviously arise. 
 
The central HR division offers specialist expertise on this topic if required. Ilja Hijink, policy advisor, is 
the lead person on the file and is always willing to think along. Mail her at ilja.hijink@ru.nl.  

4.1 Policy/ governance 

4.1.1 Code of conduct and regulations 
a) Code of conduct  

 The Code of Conduct has been the organisation-wide framework for acting with integrity 
since August 2022. The Code of Conduct contains the common values of Radboud 
University that guide our professional behaviour and the specific rules on undesirable 
behaviour, relationships in the workplace, ancillary activities, scientific integrity, 
whistleblowers and (social) media. 

b) Consolidating/strengthening auxiliary structure 
 When undesirable behaviour occurs, support from the help structure is available. There is 

a network of HR advisers, confidential advisers, an Ombuds Officer for employees, campus 
psychologists and more who can advise on creating social safety within teams and offer 
support to all involved in situations of undesirable behaviour.  Positioning and/or (further) 
equipping local confidential contact persons strengthens the social safety policy. More 
information on the help structure can be found on the Radboud University website.  

c) Complaints scheme 
 The complaints scheme prescribes the procedure if an employee wishes to make a 

complaint about undesirable behaviour. Actively publicising the scheme ensures that 
undesirable forms are addressed.  

  

file://ru.nl/wrkgrp/DPO-EXPO-leiderschap/Toolbox%20(tijdelijk)/Sociale%20veiligheid%20aan%20de%20Radboud%20Universiteit%20|%20Radboud%20Universiteit%20(ru.nl)
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4.1.2 Action-oriented policy frameworks 
a) Gender, diversity, equity and inclusion 

 The university has a comprehensive and applicable Gender Equality Plan and Diversity, 
Equity and Inclusion Plan action plan to achieve a gender-equal, diverse, inclusive and 
equitable campus society. Some of the policy interventions under this framework directly 
benefit social safety. 

b) Social security 
 The 'guide' Social safety in Dutch science - From paper to practice, published by the KNAW 

in 2022, provides an overview for directors and supervisors to realise improvements in the 
structure, culture and system of their own (scientific) organisation. Radboud University 
embraces this overview. 

 
4.1.3 Leadership 
a) Exemplary behaviour 

 Directors, supervisors, (university) lecturers, professors at the university have a special 
responsibility in propagating integrity and respectful behaviour. They propagate policy. 
They create the conditions for a safe working environment and for inspiring cooperation in 
teams. They listen to and engage with employees. They address employees on improper 
behaviour while being open to criticism and suggestions from employees. Supervisors are 
aware of the dependency and power imbalance that exists in relation to employees and 
students. 

b) Appointment and promotion 
 When appointing and promoting supervisors, it is important to critically assess the extent 

to which they are capable of setting an example. Including social safety requirements in 
application/selection procedures is of value here.  

c) Development 
 The importance of the exemplary role means that the organisation also has an explicit 

responsibility towards supervisors. They need advice and guidance to perform their role 
properly. Leadership development programmes can help in this regard. Consider the Core 
programmes Courage, Connection and Openness1 . 

d) Guideline for executives in case of signal inappropriate behaviour 
 An E-learning in the field of social safety (see also 1.1.2) will soon be published, containing 

a guideline for supervisors on how to deal with a signal of undesirable behaviour. A clear 
and concrete step-by-step plan will give you as a manager insight into how to act 
appropriately in the event of signals of undesirable behaviour and where to go for advice 
and support. More info will follow, updates are available at ilja.hijink@ru.nl. 

  

 
1 See section 1.1.1. 

https://www.ru.nl/over-ons/overradboud/diversity-equity-and-inclusion/gender-equality-plan/
https://www.ru.nl/english/about-us/our-university/diversity-equity-inclusion/
https://www.ru.nl/english/about-us/our-university/diversity-equity-inclusion/
https://storage.knaw.nl/2022-07/KNAW-advies%20Sociale%20veiligheid%20in%20de%20Nederlandse%20wetenschap%20-%20Van%20papier%20naar%20praktijk%20-%20juli%202022.pdf
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4.2 Team and individual 

4.2.1 Increased awareness and skill in the team 
a) Participation in (online) training course 'How to tackle discrimination and harassment' 
Aim: To raise awareness of structural inequalities in society and science that disadvantage certain 
groups and encourage bullying. The online training provides insight into individual actions you can 
take to promote equality. 

 Format: two sessions, offered by Epigeum/Oxford University Press. 
 More info: at the top of this page  

b) Participation in (online) training course Inclusive Communicating 
 Goal: learn to work together to create a safe, equal and inclusive campus. 
 Format: three modules (cultural awareness, effective inclusive feedback, inclusive language 

use) offered by Radboud In'to Languages. 
 More info: see here. 

c) Invite a DEI faculty ambassador. 
 Invite a local ambassador to talk more about the topic or to help think about an inclusive 

approach to new initiatives. 
 More info: email DEI office at inclusion@ru.nl. 

d) Participation with team in training 'Fearless organisation' (Amy Edmundson) 
 Goal: work on the quality of interaction in the team by increasing psychological safety, 

creating awareness by experiencing signature practices.  
 Format: two to three sessions, plus preparation and evaluations. Supervision by external 

agency.  
 More info at hr-ontwikkeling@ru.nl. 

 
4.2.2 In the case of a current concern 
a) Follow the steps in the Guide for supervisors 

 A guideline for supervisors on how to deal with a signal of undesirable behaviour will soon 
be published. A clear and concrete step-by-step plan will give you as a manager insight into 
how to act appropriately in the event of signals of undesirable behaviour and where to go 
for advice and support. More info will follow, updates are available at ilja.hijink@ru.nl. 
 
 

  

https://www.ru.nl/english/about-us/our-university/diversity-equity-inclusion/dei-initiatives/
https://www.ru.nl/radboudintolanguages/communicatie/inclusive-communication-skills/inclusief-communiceren/
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Overview 
Internal specialists 

 
 
What Who 
Advice on policy or casuistry Local HR advisor/manager 

Specialist advice on policy or case histories Central division HR (through HR advisor) 

Advice on career or vitality Coach 

Health and tax advice Company doctor/company social work 

Advice on psychosocial, work-related problems Campus psychologist 

Advice on undesirable behaviour Local confidential advisor 

Advice on unwanted scientific behaviour Local Scientific Integrity Confidential 
Advisor 

Suspected breach of scientific integrity Confidential advisers Academic Integrity 
(central) 

Question, report or complaint about the behaviour of 
any kind of an employee or organisational unit. 

Ombudsperson (central) 

 

https://www.ru.nl/afdelingen/radboud-services/human-resources
https://ru.capp12.nl/library/articles/a7687ca9-95f6-4fa7-9770-bc42e07d9ca0
https://www.ru.nl/amd/
https://www.ru.nl/medewerkers/services/hulp-en-ondersteuning/consult-van-de-campuspsycholoog
https://www.radboudnet.nl/wiewatwaar/a-tot-z/vertrouwenspersonen/
https://www.radboudnet.nl/wiewatwaar/a-tot-z/vertrouwenspersonen/
https://www.radboudnet.nl/wiewatwaar/a-tot-z/vertrouwenspersonen/
https://www.radboudnet.nl/wiewatwaar/a-tot-z/vertrouwenspersonen/
https://www.radboudnet.nl/english/research/accuracy-integrity/academic-integrity/
https://www.radboudnet.nl/english/research/accuracy-integrity/academic-integrity/
https://www.radboudnet.nl/assistantnetwork/nieuws/ombudsfunctionaris/
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