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1 Introduction 

Accountability and positioning 

This is the Annual Report 2025 of the Radboud University's team of confidential advisors. In this report we 

account for our work, findings and recommendations in the context of social safety and (academic) integrity 

within our university community. 

 

As confidential advisors, we are part of the university's support structure. We provide intakes, guidance and 

advice to students, staff members and PhD candidates who encounter undesirable behaviour, integrity 

issues or suspected wrongdoing. In doing so, we contribute to a socially safe study and working 

environment. 

Development of the number of contact requests 

The appeal to us has grown significantly in recent years. In 2025, we received 359 contact requests* from 

students, staff members and PhD candidates. Although the number of reports per group fluctuates, the 

total amount remains high. On the one hand, this confirms that social safety and integrity require continued 

attention. On the other hand, we see it as an indication that the findability and accessibility of confidential 

advisors is good. 

 

The threshold for contacting us seems to have been lowered further. Our visibility at meetings and 

information activities, as well as intensive cooperation with faculties, HR and other partners in the support 

structure, contribute to this. We also see that managers are more often actively alerting employees to the 

possibility of consulting a confidential advisor. 

Recurring themes and observations 

In this report, we analyse the nature and background of the contact requests, broken down by students, 

staff members and PhD candidates. We also pay separate attention to contact requests in the context of 

academic integrity and the Whistleblower Regulations. 

In addition to the numerical insights, we share qualitative observations from practice. In it we see, among 

other things: 

 

• an increased complexity of casuistry, especially where dependency relationships are involved; 

• tension between social unsafety and labour conflicts, where attention to 'the person' can come under 

pressure; 

• the vulnerable position of PhD candidates within hierarchical relationships; 

• continued need for clarity on follow-up to contact requests and aftercare; 

• the need to make the support structure more manageable for students, staff members, and PhD 

candidates. 

 

We also note that current social and political developments are affecting the nature of some of the contact 

requests. Uncertainty, workload and changing organisational context may affect willingness to discuss 

experiences of undesirable behaviour. 

 

 
*“By a ‘contact request’ we mean a request to talk to a confidential counsellor, followed by the support, guidance, or advice they provide.” 
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Finally, we look ahead to 2026. The introduction of Safe@RU as a central advice and reporting point is an 

important step in further lowering barriers and improving line follow-up. In addition, we call attention to 

organisational integrity, to strengthening support for Student Board members in the event of reports of 

social unsafety and to being alert to power relations within hierarchical contexts. 
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2 Confidential advisor team 

We are here for Radboud University's 24,000 students, 5,600 staff members and all PhD candidates 

(internally employed, on a scholarship, externally funded or self-funded).  

Radboudumc employees, including PhD candidates working there, can contact the Radboudumc 

confidential advisors.  

 

We are all professionally trained and keep our knowledge and skills up to date by attending continuing 

education and peer consultation.  

2.1 The team 

 

2.2 Working method 

Contact requests generally come in via email (vertrouwenspersonen@ru.nl). The management assistant 

almost always responds to emails the same working day and does a short telephone intake. We can also be 

reached by phone to obtain information or request an appointment. 

 

The management assistant registers the contact request for the purpose of the annual report and puts it 

through to one of the confidential advisors. The handling confidential advisor will then contact the person 

mailto:vertrouwenspersonen@ru.nl
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who made a contact request within two working days to make an appointment. The notifier and confidential 

advisor will agree on a possible follow-up. In practice, this works well; there are no waiting times and people 

who are looking to get in touch appreciate being able to speak to a confidential advisor the same day if 

necessary.  

 

We also have three external confidential advisors available. We turn to them, for example, when the person 

wanting an appointment is a defendant in a complaints procedure. 

 

We have meeting rooms and workspaces on a quiet location on campus.  

2.3 Main tasks (proactive) confidential advisors  

We provide intakes, support and advice to staff members, PhD candidates, and 
students. 

We are a point of contact for anyone who experiences undesirable behaviour, such as (sexual) harassment, 

discrimination, bullying or aggression, or has concerns about (academic) integrity.  

Staff members, PhD candidates, and students can share their experiences with us and explore options with 

us to improve their situation. It often already helps a ton to just listen and sort things out together. The 

provided support can also go further, such as supporting someone during a conversation with a third party 

or in a complaints procedure. The person we support always keeps control. We do not take over the 

problem, but offer support so that the student, staff member or PhD candidate can improve the situation 

on their own as much as possible. 

 

We can refer to, for example, the campus psychologist, the student advisor or HR if the report exceeds the 

confidential advisor's role or concerns issues other than sexual harassment and (academic) integrity. 

We educate and provide information to staff members, PhD candidates, and 
students about the role of the confidential advisors. 

We provide information to all staff members, PhD candidates and students about undesirable behaviour, 

(academic) integrity and the role of the confidential advisor. We provide information on prevention of 

undesirable behaviour and transgressive behaviour, on (academic) integrity violations and on promoting 

good behaviour in the organisation for students, staff members, PhD candidates, management and board. 

We also inform staff members, PhD candidates, and students about the position and working methods of 

the Misconduct Complaints Committee and are a logical first port of call for those considering filing a 

complaint.  

We regularly consult and coordinate with administrators and cooperation partners such as the Ombuds 

Officers, HR staff, student advisors, the Occupational Health Officer and company social work. 

We provide solicited and unsolicited advice to administrators and management. 

We discuss the findings and recommendations contained in our annual report with the Executive Board. If 

warranted, we also provide solicited or unsolicited advice or signals in the meantime. We also have annual 

meetings with the boards of all faculties and other organisational units. Here also goes that we provide 

interim advice or signal problems if there is reason to do so. In turn, boards and management also contact 

us for advice. 
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2.4 Key activities in 2025 

The priority of our work was to do intakes, and provide guidance and advice to staff members, PhD 

candidates, and students who contacted us. The support provided was frequently of an intensive nature.  

This year, at the invitation of faculties and other organisational units, we again held presentations on the 

role of the confidential advisor as part of thematic meetings on social safety for staff members, PhD 

candidates, and students.  

The confidential advisors on academic integrity also actively drew attention to this issue organisation-wide, 

and explained their own role. 

 

We further strengthened cooperation with:  

– Various chain partners within Radboud University, such as (faculty) boards, HR advisors, social safety 

policy advisors, communications consultants, Student Life and International Mobility; 

– Partners in the support structure, such as the Ombuds Officers, the coordinating confidential advisor of 

Radboudumc, the team leaders of the Occupational Health Officers and company social work 

(Occupational Health & Safety and Environmental Service); 

– the target groups (student organisations, graduate schools, PhD candidate networks, etc.); 

– External partners such as the Network of Confidential Advisors of Dutch Universities (Nuvp).  

 

2.5 Our partners 
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3 Reports of undesirable behaviour 

There were 359 reports across the board in 2025.  

 

 
 

 

The following is a detailed analysis of the reports from students, staff members and PhD candidates and the 

reports made to the confidential advisors for academic integrity and whistleblowing.  

 

There are also general observations and findings that apply to all sections, which we therefore mention first: 

1 We often get feedback from people we support that it is nice to be able to tell their story to a confidential 

advisor who listens attentively and without judgement and helps them to see the situation in 

perspective, make choices and support in (preparing for) conversations. 

2 It adds value to the handling of situations that all confidential advisors are housed in one team. In cases 

involving, for example, a student and a staff member or where undesirable behaviour and breaches of 

academic integrity are involved, all expertise is available. 

3 The role of the confidential advisor is reasonably clear to staff members, PhD candidates, and students, 

but it remains difficult to see the wood for the trees when it comes to the support structure as a whole. 

This also applies to the professionals in the support structure itself. It helps to seek each other out to 

strengthen professional cooperation. 

4 It cannot be quantified what getting in touch with a confidential advisor has led to for the people 

contacting us. Often, one or a few conversations are enough for the person to move on, or referral 

follows, and that is the conclusion of our contact. In other situations, longer support is needed and we 

provide support, for example, in (preparing for) conversations. People who seek our support do not 

always report back whether the situation they find undesirable has actually improved. It is not 

mandatory. We do inquire after a while how the person is doing as part of aftercare in most cases. It also 

happens that a person contacts again after a long time about the same situation or with a new request 

for support.  
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3.1 Students 

Number of reports from students 

 
 

Nature of reports from students 

 
 

What stands out? 

In early 2025, it was fairly quiet in terms of reports from students. It became considerably busier in the 

second half of the year. Whereas last year there was a drop in the number of reports from students 

compared to the sharp rise in previous years, it is now noticeable that this drop has not continued. Our 

impression is that there is no clear shift in the nature of reports. 

 

The largest number of reports were registered as 'verbal harassment'. They often involve dependency 

relationships, such as between student and lecturer. But there are also reports of verbal harassment by 

fellow students.  
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The 'sparring' category often involves the board or confidential contact person of a student organisation 

wanting to think through casuistry together. The same applies to student advisors.  

What could be improved? 

Many students are members of a study association or student association accredited by Radboud 

University. We note an increase in the number of reports in those contexts. Following up on those reports 

often proves difficult. When dealing with reports of social unsafety within the association, Student board 

members bear responsibility, but they do not always have sufficient knowledge and experience to do so. As 

a result, things may actually escalate further and increase social unsafety for those involved. It is therefore 

important for the university to provide more tools to increase the acting competence of Student board 

members and take (co-)responsibility where it can and should.  

 

Current events affect the type of contact requests we receive. We see the (global and national) political 

tensions reflected in the nature of some of the reports. 

 

We notice a certain reluctance or inability to act when dealing with reports by (employees/management of) 

Radboud University, despite the good will that often exists.  

 

Radboud University's Code of Conduct for students has now been published. This Code of Conduct provides 

a firm handle for students to explicitly commit to the norms and values of our university. It also provides a 

clear framework for starting a conversation about (un)desirable behaviour. 

Review of our observations & recommendations in the 2024 annual report 

Last year, we mentioned that support could be improved for faculties in dealing with transgressive 

behaviour by students with severe psychiatric problems. The focus is often on the student causing the 

problem: what does the student need in terms of support and what (orderly) measures are possible? This is 

obviously important, but the behaviour often has an impact on the environment as well. It can result in 

fellow students and staff members experiencing a lot of hindrance and sometimes feeling very unsafe. It 

also requires a lot of time and effort from faculties. Therefore, this will also require attention next year, 

especially with regard to who has ownership and who directs which part of the process. 

Students continue to experience a high threshold in actually taking action in addressing perceived problems 

and hindrances, partly due to fear of repercussions regarding assessment or continuation of their (study) 

careers. 
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Student confidential contact persons within study associations and student 
organisations 

These confidential contact persons are usually students themselves and members of the study or student 

association. They have a signalling role within the association. The target group (members and board) can 

come to them for a confidential discussion on social unsafety. For advice on complex casuistry or to make a 

report, confidential advisors can contact us, the confidential advisors for students. As we wrote last year, the 

fact that student associations are independent organisations makes it difficult for the university to intervene 

when something is going on. 

 

The university's Student Life and International Mobility (SLIM) department is responsible for training 

confidential contact persons. In addition, as a pilot last year, SLIM trained Student board members in 

interview techniques for conducting difficult conversations. 

 

• SLIM supports some 150 accredited student organisations 

• SLIM provided 52 students with confidential contact person training in 2025  

• Intervision meetings with confidential contact persons are provided and hosted by us 

 

We have regular working meetings with SLIM and the student Ombuds Officer to keep the lines of 

communication short and to inform and consult each other on all kinds of student-related topics, such as 

social safety during orientation week. This works well.  

 

 

3.2 Employees 

Number of reports from employees 
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Number of reports from employees 

 
 

What stands out? 
Whereas until last year the number of reports increased each time, in 2025 slightly fewer employees called 

on confidential advisors. There is no unequivocal explanation for this. Employees may become more 

reluctant to raise perceived undesirable behaviour in this time of budget cuts and an uncertain future. 

However, conversely, you would expect job insecurity and increased workload to actually lead to more 

reports.  

 

As in previous years, the largest number of reports were recorded as 'verbal harassment'. These reports 

almost always involve a hierarchical relationship between the person contacting us and the ‘person inflicting 

hindrance’, and the person contacting us experiences intimidating behaviour from the supervisor (such as 

pressuring, emphasising a position of power, using language that deters). 

 

Managers and HR also know how to find us to spar on how to deal with casuistry (39 times last year) and 

regularly draw employees' attention to the possibility of getting support from a confidential advisor. On the 

other hand, we still get reports of managers taking a passive attitude. 

 

The reports on experienced discrimination can be divided into unlawful discrimination on 

nationality/language/cultural background (excluding a colleague who does not speak Dutch), working hours 

(not extending temporary contract on improper grounds) gender (fewer promotion opportunities for female 

scientists) and age.  

 

Last year, fewer general information activities were organised at the university. There was more frequent 

customised information for departments and teams, for which we were asked by managers and/or HR and 

provided together with them. This is a good development that indicates sufficient awareness of confidential 

advisors in the organisation and the felt urgency for a socially safe working environment.  
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What could be improved? 

We are seeing an increase in reports of employees feeling 'unsafe'. This is not always about social unsafety 

per se; sometimes it is about discomfort, ambiguity or inequality. For example, when someone is held 

accountable for their behaviour, or when responsibilities are not clear. Making this distinction clear and 

helping someone to interpret what is the problem exactly gives people a handle to take charge. We want to 

be even more specific about what the person contacting us is up against: undesirable behaviour and thus 

social unsafety, or something else, such as misunderstanding or lack of clarity. It also helps to determine 

whether the person contacting us is at the right desk with us or whether (also) other types of support are an 

option, for example from HR, company social work or coaching. 

 

We regularly identify a relationship between perceived undesirable behaviour and a situation leading to a 

labour dispute. When a situation has been going on for a long time, this often leads to sick leave. And once 

an employee is called in sick, it is even more difficult to resolve the issues and resume work. In a 

concurrence of undesirable behaviour and a labour dispute, we see that the relationship often hardens 

quickly and the focus is mainly on the conflict and too little attention is paid to 'the person'. It is important to 

regularly ask how the employee is doing, regardless of the conflict. 

Review of our observations & recommendations in the 2024 annual report 

Even if there is no undesirable behaviour or conflict, it is important to start and maintain a dialogue, for 

example about what employees can expect from their manager and HR, and vice versa. Budget cuts and 

(consequently) increased work pressure can actually mean that managers have or take less time to talk to 

their employees about more than just job-related tasks, even though this would contribute to a safe working 

climate.  

 

3.3 PhD candidates 

Number of reports from PhD candidates 
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Nature of reports from PhD candidates 

 

What stands out? 

In 2025, slightly fewer PhD candidates sought contact with confidential advisors than the previous year. 

Again, there is no single explanation. 

 

On several occasions last year, the confidential advisors signalled tension between the PhD candidates and 

the supervision team about the influence a PhD candidate has on how the PhD trajectory and supervision 

are proceeding. This can lead to mutually perceived undesirable behaviour.  

 

It is further notable that PhD candidates often contact us around an assessment moment, such as the go-no 

go decision. PhD candidates also tend to seek contact at the end of the PhD pathway, as previously emerged 

issues then escalate.  

 

One third of the reports concern verbal harassment. This includes pressuring, emphasis on power positions 

and unpredictable behaviour. The 'person inflicting hindrance' most often mentioned was the main PhD 

supervisor (promotor) and sometimes the daily supervisor or manager. The reports quite often require an 

intensive support process (many guidance and advisory conversations and, in some cases, also preparing 

for, and supporting during, conversations with the PhD supervisor, daily supervisor and/or management). 

What continues to emerge is that PhD candidates tend to be reluctant to raise an unsafe work situation with 

the PhD supervisor. PhD candidates are very dependent on the PhD supervisor for being able to complete 

the PhD thesis, and even after graduation, PhD supervisors can have a significant impact on the career of a 

PhD candidate. Another reason for reluctance is lack of faith that adequate follow-up will be given to a 

report. As a result, undesirable situations are perpetuated and PhD candidates seek the path of least 

resistance to complete the PhD thesis. If those around them already know about it (colleagues, mentor, 

Graduate School Coordinator, HR), they are not always in a position to intervene, or the PhD candidate does 

not want them to, for fear of the possible consequences. One positive development, however, is that we are 
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increasingly collaborating with the Graduate School Coordinators, HR, et cetera, in casuistry, rather than 

referring to each other. Of course, this can only be done if the PhD candidates agree to this. 

 

It is also notable that relatively many PhD candidates experience burn-out symptoms or (other) 

psychological problems. We also hear this back from the campus psychologists.  

What could be improved? 

The threshold to go to a confidential advisor could be further reduced by a more active referral role of 

supervisors and PhD supervisor. Managers sometimes want to help themselves, but have a different 

position from confidential advisors. Incorrect expectations about confidentiality can exacerbate problems; 

moreover, a supervisor is also responsible for the other employee(s). 

Review of our observations & recommendations in the 2024 annual report 

Last year, we indicated that even greater alertness is needed from PhD supervisors, management and board 

for early identification of situations of social and/or psychological unsafety of PhD candidates and how to 

address it. This is embedded for example in the theme 'Approach dependency research supervision' within 

the Prevent-Care-Cure social safety project. With the aim of reducing risks of undesirable behaviour and also 

providing clarity on rights and expectations, strategic principles have been formulated that will be 

developed in the coming period: 

 

• Standards 

develop clear minimum requirements in terms of tasks, responsibilities and expectations we set for PhD 

candidates, supervisors and graduate schools 

• PhD thesis guidelines 

creating clarity on minimum requirements for PhD theses, both in terms of content and process 

• Transparent procedures around conflicts  

designing an escalation ladder for (PhD-related) conflicts between PhD candidates and supervisor(s) and 

clarity on mandates 

• Distributing power  

reduce risk of abuse of power, including better monitoring and faster action if there are signs of 

undesirable situations and/or abuse of dependency relationship(s) 

• Increase quality of research supervision  

mandatory training for supervisors, plus opportunities for customisation if the quality of research 

supervision is inadequate. 
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Confidential contact persons for PhD candidates, postdocs and junior lecturers 

 

Confidential advisors were introduced in mid-2023 as an additional point of contact for the target group 

PhD candidates, postdocs and junior lecturers (further: PhD students) within their faculty or research 

institute, complementary to us as university-wide confidential advisors. Their focus is explicitly not on 

undesirable behaviour, but rather on a variety of other questions PhD candidates would like to discuss 

confidentially with someone outside their supervision team. 

 

In most cases, the confidential contact persons are themselves working as scientists in the research institute 

and therefore easily approachable for PhD candidates who have questions about supervision, work, 

performance or publication pressure or academic integrity, among other things. When it comes to 

behaviour perceived as undesirable behaviour, a ‘warm transfer’ takes place to us. Conversely, we may 

consult the confidential contact persons when we have questions about what is 'normal' within a particular 

department or research area.  

We provide training and peer consultation for confidential contact persons. 

 

There are now 33 confidential contact persons trained and active, spread across all faculties, and all 

branches of the Donders Institute. Awareness about their existence and role has increased through 

participation in information activities and information on the university and faculty or research institute 

webpages. 

 

Confidential contact persons are not reporting to the faculty or research institute regarding the quantity or 

nature conversations they have conducted with PhD candidates. Instead, they report to us concisely and 

anonymously. Below, we include a brief explanation of the activities of the confidential contact persons: 

 

In 2025, the confidential contact persons were approached 72 times, of which 49 times by PhD candidates, 

and further by postdocs, assistant (head) professors, professors, professional staff, junior lecturers, 

supervisors, and some others. 

Most conversations (68%) were about supervision and communication with supervisors, career, workload or 

personal questions; 

In these conversations, about half of the cases remained at one conversation. In 40% of cases, referrals 

were made to another party, e.g. HR, Graduate School Coordinator, supervisor, or us. In 10% of cases, there 

was a follow-up conversation with the confidential contact person. 

In 26% of the conversations it was (also) about undesirable behaviour and in about 10% about academic 

integrity. 

In one-third of these cases, one conversation was enough for the PhD candidate to move on. In another 

one-third of these cases, the situation was referred to another party, e.g. Graduate School Coordinator or 

Director of Research, either by the PhD candidate themself or by the confidential contact person after 

permission from the PhD candidate. The remainder were referred to us - confidential advisor for sexual 

harassment or academic integrity - for further support. 
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4 Reports in the context of academic integrity 

Number of reports on academic integrity  

 
 

 

Nature of reports on academic integrity 

 

What stands out? 

Compared to previous years, the number of reports has increased. It is also notable that it is relatively often 

postdocs who contact us. As in previous years, issues of authorship (including plagiarism) are the most 

common problems of people seeking contact with a confidential advisor. 

 

Of the many university-affiliated scientists, we speak to only a very small proportion. However, we know 

from informal conversations and other signals (staff surveys) that there are many scientists who have 

experience with academic integrity issues. Despite the fact that Radboud University pays a lot of positive 

attention to academic integrity through its graduate schools, for example, we should be aware that we are 

only seeing the tip of the iceberg. 

 

The support provided by the confidential advisors for academic integrity consists of offering a listening ear 

in a confidential conversation and thinking along about the various options for the person experiencing the 

problematic issues. Most cases involved one or two conversations. More conversations were held in a 

limited number of cases. Sometimes we assist the person in (preparing for/evaluating) a conversation with a 

committee or manager. In two cases, the confidential advisor went along to a hearing of the academic 

integrity committee.  
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What could be improved? 

We find that there is a great need for aftercare in the line and that it is not always there: how was the report 

followed up, what did the manager or organisation do with the report, what does the person reporting the 

behaviour need? A question from people reporting problems is whether problems are actually solved. 

 

People looking for support are often young new employees, with little familiarity with the routes in the 

organisation they can use to find answers to their questions/issues. It is therefore desirable to make 

information on academic integrity easier to find.  

 

Again, we call for academic integrity issues in candidates' employment history to be considered during 

application procedures and for issues of possible conflicts of interest to be discussed during annual 

appraisal interviews. 
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5 Reports in the context of the Whistleblower Regulations 

The Whistleblower Regulations  

From 1 January 2025, the Whistleblowers' Regulations of Dutch Universities, based on the Whistleblowers 

Protection Act, was introduced. This provides the entire university sector with a uniform procedure for 

reporting suspected wrongdoing.  

 

The Whistleblower Regulations help employees and students report suspected wrongdoing without causing 

the employee or student any problems. A malpractice under the Whistleblowing Regulations refers to a 

serious situation within an organisation where the public interest is at stake. This refers to a situation that a 

person observes in the context of work-related activities at Radboud University that does not only affect 

personal interests and which endangers, for example, the safety of persons or the proper functioning of the 

university.  

 

We can offer a person who seeks contact with us information, advice and support. 

Number of reports under the Whistleblower Regulations 

 
 

What stands out? 

We have not been contacted under the Whistleblower Regulations in the past year. In previous years, the 

number of reports to us was also very limited; so there is no break in the trend.  
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6 Looking ahead 2026: areas of focus & recommendations, 

plans of the team of confidential advisors 

6.1 Focal points & recommendations for the Executive Board  

Organisational integrity  

As a key issue for 2026, we highlight the need for regulations regarding organisational integrity 

(complementary to the Code of Conduct for employees). 

Employees and students can contact us for a confidential conversation, guidance and advice on suspected 

theft, (claim) fraud, conflict of interest or information leaks by an employee, for example.  

However, it is not clear how and where such an integrity violation can be formally reported and how it can 

be followed up. As long as that is the case, there will be many reports that are not made or which will not 

reach the right place, risking that the organisation misses out on relevant information.   

 

Policy for dealing with behaviour of concern 

In addition, we call renewed attention to further developing and implementing policies for dealing with 

students' behaviour of concern (such as stalking, persistent complaining behaviour or students with serious 

psychological problems, who pose a danger to themselves and/or fellow students or lecturers through their 

[transgressive] behaviour). The Guidelines on behaviour of concern are a step in the right direction, but they 

are not yet sufficiently developed, nor known to student supervisors and faculty leaders. 

6.2 Planning team confidential advisors  

Introduction Safe@RU advice and hotline 

Safe@RU will be launched in 2026: one central place that makes it even easier for employees and students 

to ask questions or report undesirable behaviour or an integrity violation. 

 

We are there to do intakes, guide and advise people looking for support in the same familiar way we do 

now: we offer space to tell the story, help analyse the problem and think through the options available (in 

short: from taking no action, engaging in conversation with the person inflicting hindrance, reporting to the 

supervisor of the person inflicting hindrance, to filing a complaint). This often leads to resorting to de-

escalating options (first). A new option introduced with Safe@RU is the possibility of reporting to the 

integrity officer, who can plot and monitor adequate follow-up in the line:  
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For us in practice, this means shaping the advice and reporting point together with the integrity officer. 

Besides providing support, guidance and advice in the area of undesirable behaviour, (academic) integrity 

and the Whistleblower Regulations, we will offer support to people in the procedure of reporting to the 

integrity officer. Also, we are the first port of call for anything to do with social safety and integrity. 

Additionally, we can provide information on and refer to, for example, the complaint committee for 

undesirable behaviour, the academic integrity committee, the faculty/university contact person for 

disciplinary measures, the student legal protection desk or the security department. We also remain 

involved in the development of a registration system and the webpage for Safe@RU. 

 

 
 
 
 
 
 

 

 
 

 
 
 
 
 
 

1 
You are considering making a report 
You can contact Safe@RU easily and confidentially, 
via e-mail, phone or the digital reporting form.  
What can you turn to? 

Questions or reports on undesirable behaviour and 
integrity. Even if you are unsure if your question is 
about this, you are welcome. 

  
Interview with confidential advisor 
The confidential advisor listens, thinks and discusses 
options with you. The conversation is confidential.  
You stay in charge: you decide whether and which 
follow-up steps you take. 

3 
A possible next step is a report to the integrity 
officer. 
Want to report undesirable behaviour? This is followed by 
an interview with the integrity officer, an independent 
expert who acts neutrally and impartially. A report to the 
integrity officer aims to find an appropriate solution. 
Integrity officer: 

- carefully identifies the situation through exploratory 
interviews with those involved. 

- can prepare an advice on follow-up, together with 
an expert team.  

- provides monitoring. 

What happens when you report to Safe@RU? 
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Strengthen network, also in view of our information and advice tasks  

We continue to invest in a wide network, including through regular working meetings with SLIM, student 

advisors, the Graduate School Coordinators, and the national network of university confidential advisors. 

Furthermore, we continue to exchange knowledge and experience in a structured way with, among others, 

the Occupational Health Officer, company social work, HR coaches and campus psychologists, in order to 

get a good picture of possible points for improvement for cooperation within the support structure and to 

be able to make recommendations to the Executive Board on this.  

Further training and peer consultation 

Next year, besides the bi-monthly intervision meetings with the entire team, the LVV-accredited upskilling 

training courses 'Dynamic judgment forming' and 'Signalling and counselling' are scheduled. Those courses 

are great additions to the previous upskilling courses 'Confidential advisor Integrity', 'Confidential advisor 

and labour conflict', 'Collaborative relationship with supervisors', 'The role of the confidential advisor in the 

complaint procedure', and 'Dealing with dilemmas' and 'Supervisor accused'. 

 

 



 

 

 


