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1 Introduction

1.1 Why this Code of Conduct?

The Code of Conduct on Integrity provides a coherent picture of the integrity policy at the UG. It
is the framework in which the main provisions are explicitly highlighted. In this way, the code
aims to contribute to the awareness of integrity and the creation of a more honest organization.
The Code of Conduct provides new staff with guidelines on how the UG deals with rules and
values.

The Code of Conduct on Integrity describes what is meant by integrity and acting with integrity
and also helps in identifying risks, resisting temptations and resisting pressure from outside. In
addition, it provides staff with insight into what is and is not permitted in common situations.

The Code of Conduct cannot cover every conceivable situation. In situations that are not
specifically covered, staff are expected to consider for themselves whether their actions are sound.
In doing so, they can rely on the core values of the UG, generally applicable standards and their
own judgement. It is also important to remain in contact with managers and colleagues about
this, especially in case of doubt.

1.2 What is integrity?

The identity of the UG is reflected in the behaviour and attitude of all members of the university
community. In the Strategic Plan 2015-2020, the UG established the core values that define the
culture of the university. These values are leading in taking decisions and in the cooperation
between staff, students and stakeholders.

One of those core values is integrity, which is described as follows: ‘Integrity (...) translates into
honesty, openness and transparency in our methods and reports, and is the foundation of our
research and teaching. Integrity and academic freedom go hand in hand.’

Honesty

Staff should be honest and trustworthy. Agreements should be honored. Working at the UG
should take place in an atmosphere of mutual trust and commitment. Staff should help and
support others where necessary.

Respect

Staff should refrain from undesirable behaviour. They should handle confidential and privacy-
sensitive information with discretion. They should also give room to diversity in the areas of
philosophy, culture, gender and origin, respecting the dignity and fundamental rights of others.
No one should feel excluded; there should be a general sense of inclusion.

Openness

Staff should create a climate of academic freedom, in which communication is open and free. They
should be committed to a socially safe environment at the UG, in which everyone behaves
responsibly and can be held accountable for their behaviour.

Transparency

The university is financed from public funds, which must be used carefully. Staff can make this
clear to the outside world. They should also be open to comments and feedback. Additional


https://www.rug.nl/about-us/who-are-we/strategic-plan/documents/strategic-plan-2015-2020-en-web.pdf

activities and interests should be reported. Conflicts of interest, including any semblance of them,
should be avoided.

Responsibility

Working for the university implies an obligation to society. Decisions should be carefully
prepared, taking into account interests other than those of the UG alone. Staff should be prepared
to give explanations and account for their actions.

1.3 To whom does the Code of Conduct apply?

The Code of Conduct applies to UG staff, including PhD students, student assistants, trainees and
on-call staff. In addition to its own staff, the UG also employs other people, such as externally
hired contractors and temporary staff. External parties are also expected to subscribe to the
principles of the Code of Conduct and to act accordingly. To this end, the code must be explicitly
brought to the attention of external partners, e.g. during purchasing, hiring and tendering
procedures.

All staff are expected to comply with the Code of Conduct and its provisions on integrity. The unit
in which a staff member works may also be subject to other codes of conduct, house rules and
work instructions, with which they must also comply.

This Code of Conduct does not apply to students. They are governed by the Student Charter.

1.4 What is the scope of the Code of Conduct?

Integrity is interpreted differently, culturally as well as individually. It is therefore a good thing
that the subject remains open for discussion. Through continuous reflection at the workplace,
integrity can gain a more prominent place in our consciousness, making it possible to specify and
concretize the subject in more detail. Opinions on this will gradually evolve in line with social
developments and changes.

Itis important to point out that we already have a number of specific rules and obligations relating
to integrity. The Code of Conduct on Integrity is an ‘overarching’ document. The detailed rules are
contained in background documents. These will be made more widely known and are referred to
in this document. The Code of Conduct on Integrity is therefore an addition to existing regulations
and not a replacement of it.


https://www.rug.nl/about-ug/organization/rules-and-regulations/education/studentenstatuut/
http://www.rug.nl/about-us/organization/rules-and-regulations/onderwijs/studentenstatuut/

2 Employer and Employees

2.1 Being a good employer

Like any employer, the UG has a duty of care. A good employer behaves properly towards its
employees, respects their rights, does not abuse its powers, provides good working conditions and
creates a safe working environment.

A fully-fledged integrity policy is also an essential part of the duty of care. This means, among
other things, that the employer protects its employees against integrity risks. This is done by
setting up an organization and work processes to that end (such as segregation of duties), making
provisions (such as the provision of a confidential advisor) and drawing up rules for attitude and
behaviour (such as this Code of Conduct).

Creating a safe climate is a responsibility of the UG. A safe climate makes it possible to discuss
integrity issues within the organization and to stimulate awareness of honest behaviour.

The Board of the University has committed itself to the Code of Good Governance drawn up by
the VSNU (Association of Universities in the Netherlands). The members of the Board of the
University are required to comply with this Code in the performance of their duties.

The Board of the University is accountable to the Supervisory Board. The Supervisory Board is
fully and promptly informed in order to properly perform its monitoring task.

The members of the Board of the University ensure transparency in their administrative
behaviour. They are open to criticism from staff and consultative participation bodies, as well as
to reports of irregularities.

The members of the Board of the University are open and transparent about the declaration of
costs. Information about this is published (e.g. in the Management Report). The provisions of the
Board of the University Members Declarations Scheme for Universities in the Netherlands  (only
available in Dutch) are followed in this respect.

2.2 Being a good employee

Staff are expected to behave as good employees. A number of values that place integrity in a
broader perspective are leading in this: reliability, service, autonomy, impartiality, openness,
confidentiality and attention to detail.

Being a good employee means, among other things, treating authority, resources and information
with care and responsibility and allowing the general interest to prevail. Staff are able to resist
temptation and avoid risky situations. Rules are interpreted according to both letter and spirit;
legitimate rights, interests and expectations are carefully weighed up, even in situations where
the right choice is not immediately clear. Staff are also prepared to have their deliberations
assessed - either beforehand or afterwards - and to account for them.

1 With effect from 1 January 2018, the Uniform Dutch reimbursements rules for members of boards of universities
(only available in Dutch) applies instead of the Board of the University expense reimbursements rules (only available
in Dutch)
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Values provide general standards and directions for the behaviour expected of staff. However,
some subjects are governed by more specific standards and rules. They are dealt with in the
following sections.

The purpose of this Code of Conduct on Integrity is to clarify what is meant by acting with integrity
and to further define ‘being a good employee’. By paying particular attention to the underlying
intentions of the values referred to, it is possible to make good choices, even in situations that are
not directly provided for in the Code of Conduct.

Acting with integrity takes place in daily practice and is not bound by a person’s workplace or
working hours. Moreover, in today’s digital world, the dividing line between work and private life
has become thinner and working methods have become more flexible. It is therefore important
for staff to realize that private conduct can have a negative impact on being a good employee and
that this can, in turn, harm their employer.



3 Integrity risks

3.1 Conflicts of interest

In the event of a conflict of interest, private and professional interests are intertwined. As a result,
conflicts of interest may be a threat to integrity. This subject requires constant attention from the
organization and its staff.

In the event of a conflict of interest, staff have private interests that are at odds with the
performance of their duties and responsibilities at the university and may adversely affect them.
This may relate to financial situations, for example in the event of an actual or potential loss or
gain for a staff member, his partner, a family member or a friend.

However, there may also be circumstances that are not related to financial gain or benefit, such
as improving a person’s career, education or professional reputation. It may also involve access
to confidential information or to certain facilities. This includes favouring a particular person or
organization with whom a relationship exists, to the detriment of a person with whom that
relationship does not exist.

The UG recognizes that staff have various interests and contacts in local, national and
international communities. Such connections with external organizations are in the public
interest as well as in the interest of the university and the person concerned.

Nevertheless, the university also realizes that such connections can lead to actual or potential
conflicts of interest. Conflicts of interest can have negative effects, not only on the university, but
also on the person in question and their colleagues. It is important that conflicts of interest are
identified, addressed and resolved in a timely manner. Even if it turns out to be a false alarm, it is
important that the possible conflict is dealt with seriously and with integrity. The responsibility
for avoiding conflicts of interest lies with the employee. In case of doubt, employees should
consult with their manager. Employees must report an actual or potential conflict of interest
immediately.

3.2 Academic integrity

The UG strives for professional academic conduct and ethically responsible research and
education. It is committed to academic integrity, because misconduct in scholarship, such as
plagiarism, data forgery and theft of intellectual property, must be avoided at all times. In
addition, the UG strives for ethical choices in all its activities, including a good animal testing
policy and the responsible use of personal data.

The quality of the UG’s research is tested against the strictest international standards. In addition,
the UG maintains the Netherlands Code of Conduct for Scientific Practice of the Association of
Universities in the Netherlands (VSNU). Important values underpinning this Code of Conduct are
attention to detail, reliability, verifiability and autonomy. The UG also has its own Regulations for
the Protection of Academic Integrity, which specify the steps to be taken when academic standards
are violated.

All those involved in the UG’s education and research activities are responsible for the prevention
and detection of academic misconduct. Upon commencement of their employment at the
university, researchers declare that they have read and agree to comply with the Netherlands Code
of Conduct for Research Integrity. Researchers, PhD students and students teach each other to
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conduct research with integrity and are able to report any suspicions that they have of conduct
that is incorrect and does not conform to standards of integrity (see also Section 6).

3.3 Additional activities

Dutch universities have three core tasks: conducting academic research, providing academic
education and making academic knowledge valuable for society. In this way, universities
contribute to the community. In view of the latter core task (also referred to as valorization), close
links between universities and commercial and non-commercial civil society organizations are
important.

Such contacts and forms of cooperation may lead to the performance of additional tasks by
academic staff. Non-academic staff may also perform activities outside the UG that can be
regarded as additional activities.

Additional activities are understood to mean all activities carried out by university staff outside
the scope of the task assigned to them by the university. The question of whether remuneration is
received for the additional activities or whether the additional activities are performed during or
outside working hours is irrelevant.

Additional activities vary widely. They can include membership of a journal editorial board or the
advisory board of a social organization, acting as an advisor to a private company or performing
tasks as a self-employed person. Holding additional positions need not impede independent and
honest academic practice or job performance. In fact, universities are in favour of additional
activities for university staff, as long as academic autonomy and ethical job performance are
safeguarded. Transparency about the additional activities is essential in this respect.

In the context of the VSNU, Dutch universities have set sectoral rules on additional activities. A
clear policy underlines the message that all university staff are expected to report their additional
activities.

Not all additional activities need to be reported. Additional activities which are performed outside
working hours and for which no financial reward is received in any form whatsoever and which
do not impede the proper performance of the employee’s duties do not have to be reported. Such
activities should, of course, not harm the interests of the UG in any way.

However, additional activities must always be reported if they generate additional income.
Additional income also includes shares and other financial interests. This means, for example,
that an equity interest in a spin-off must be reported.

Staff are responsible for reporting additional activities. Staff are always asked about the
performance of additional activities during the annual Results & Development (R&D) interview.
Agreements are then made and recorded.

Staff members must publish their additional activities on the staff member’s page. It goes without
saying that in the interests of academic integrity and autonomy, such activities must also be
reported in publications and grant applications. No permission will be granted for additional
activities that are incompatible with an employee’s position at the UG.

Good information is essential to ensure that the VSNU’s Sectoral scheme covering ancillary
activities is properly and proactively complied with by all those involved. It is also very important
to create a culture that makes it possible to enter into dialogue on this subject.



https://www.rug.nl/about-us/organization/rules-and-regulations/integriteit/171222-sectorale-regeling-nevenwerkzaamheden-met-aanvullingen-rug.pdf
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3.4 Accepting gifts

Staff may be faced with a situation in which a business associate offers them a gift.
This can be a tangible gift, a service or a favour. There are integrity risks associated with this, such
as influence and conflicts of interest. It is important that staff members take care to safeguard
their independence. Even the semblance of a conflict of interest should be avoided.

Furthermore, the context in which something is offered is important. This applies not only to the
acceptance of gifts, but also to invitations to, for example, special events such as theatre visits and
sports events.

The basic principle applies that fees, rewards (including services or benefits) and gifts should not
accepted unless the employer agrees (see Article 1.15 of the Collective Labour Agreement of Dutch
Universities). In addition, as an important principle, gifts and invitations from third parties
should only be accepted if they are functional, modest and appropriate and do not compromise
independence.

Provided that the employee’s independence is not affected, occasional small gifts (worth up to
€50) may be accepted. If the value of the gift is higher, the employee should inform the manager
and they should agree on the course of action to be followed.

3.5 Procurement, tendering and hiring

The tendering and procurement process is very vulnerable to breaches of integrity because it
involves financial transactions. Employees should bear in mind at all times that they are spending
public funds. This should be done carefully, efficiently and independently and in a spirit of honest
competition. All staff who are in charge of procurement and/or tendering must be well informed
about the applicable rules and, of course, strictly comply with them.

Staff in charge of procurement and tendering should be particularly wary about bribery and
corruption. They should also avoid favouritism, influence or conflict of interest (or any semblance
thereof). They should handle available information with care and not make undue commitments
or raise expectations when speaking with potential suppliers.

Staff should refrain from any interference that might lead to a personal rather than a purely
professional involvement in procurement activities. Staff should not take part in consultations or
negotiation situations in which family members, partner and/or friends are the external
negotiating party(ies) or are involved on behalf of the external party(ies). Employees are not
permitted to make private purchases via the employer.

It goes without saying that employees are not permitted to offer, accept or award exceptional
favours. Exceptional favours are defined as benefits granted to the transaction partner that may
disadvantage third parties or persons in a legal or financial sense. This includes, for example,
giving someone precedence in purchases or sales, the direct awarding of contracts that should
have been awarded according to guidelines and unreservedly promising follow-up or replacement
contracts. Major contracts and tenders

Procurement, tendering and deliveries occur on a large scale on a daily basis at the UG. Central
contracts have been concluded for many products and services to ensure price agreements and
delivery conditions are clear. In the case of sums above a fixed amount, various procurement
procedures have been agreed, which everyone working for the UG must comply with.

In the case of purchases with a higher order value, the Procurement Management Department
(IM) of the University Services Department (FB) plays an important role in the realization of the
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various contracts that have to be tendered out at European level (under the Dutch Public
Procurement Act) or that are contracted out by private tender. See also the web pages about
ordering and purchasing.

IM purchasing advisors also conform to the NEVI Code of Conduct, as set out in the
https://myuniversity.rug.nl/infonet/medewerkers/faciliteiten-

voorzieningen/facilityportal /werkwijze-bestellen-inkopen/achtergrondUG procurement policy.

3.6 Financial interests in companies

It is possible that UG staff have a financial interest in one or more non-listed companies, or that
they trade in securities or plan to do so. This may give rise to the risk of a conflict of interest. The
problem of insider trading in price-sensitive information may also arise, which carries with it the
risk of improper use. It is important to be transparent and open for debate. Financial interests of
an employee’s partner should also be considered, because these are indirectly also the interests of
the staff member in question.

If an employee has financial interests as referred to above, the following applies: In accordance
with the Sectoral scheme covering ancillary activities, the employee should report any financial
interests that may affect the interests of the UG insofar as they are related to the employee’s job
performance. An employee may have a financial interest in a company that has a relationship with
the UG. A financial interest in excess of 4.99% is in any case considered to be in conflict with the
interests of the UG. In case of doubt about the obligation to report, the employee should contact
his/her manager.

Financial interests that are harmful to the UG are not permitted. Confidential price-sensitive
information obtained by employees in the course of their duties should be kept confidential and
not be used for their personal gain.

3.7 Intellectual property

Employees who make a patentable invention during or in connection with their work must report
it in writing to their employer, as laid down in the Collective Labour Agreement of Dutch
Universities. In addition, the Dutch Patents Act stipulates that the ownership of the invention
belongs to the employer or the University.

The reporting obligation also applies wherever possible when an employee creates a copyright-
protected work. The UG/UMCG’s intellectual property (IP) policy dates back to 2008 and focuses
on patentable IP. Policy on non-patentable IP is currently being developed.

An important objective of the policy is acknowledgement. The UG wishes to be acknowledged in
patent applications where the inventor is a UG employee. This is important for the University’s
reputation, PR and rankings and it stimulates new research / contract research.

Furthermore, the UG seeks reasonable financial compensation. If IP is transferred to a third party
or a license is granted, UG/UMCG will charge a market-based fee.

More information about patent policy and the relevant procedure upon making a patentable
invention can be found in the brochure ‘The value of knowledge’: www.rug.nl/mu/patents.
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4 Dealing with information, facilities and resources

4.1 Confidential information

A staff member of the UG usually has access to a lot of information, sometimes also to confidential
and special personal data. Every staff member is obliged to observe confidentiality with regard to
all information that comes to their knowledge on account of their job, on the grounds of Article
1.16 of the Collective Labour Agreement for Dutch Universities. This obligation also applies after
termination of employment.

A staff member is expected to maintain the confidentiality of the information, to use information
only for the purpose for which it was provided, and to share the information only to the extent
necessary. This means that staff members do not only not disclose any confidential information,
they also treat it with care and deny others access to it. If a staff member discovers the careless
use of information, they must report this to their manager.

Staff members should be aware of the risks regarding data. This requires that information and
information carriers (such as tablets, smartphones, USB sticks) are handled accurately and that
specific (information) security rules are taken into account. Information carriers must be
allocated a password or access code. If this is not technically possible, the information itself should
be protected as much as possible.

4.2 Personal data and data breaches

Everyone has the right to respect and protection of their privacy and the careful handling of
personal data. The rules for this are laid down in the EU General Data Protection Regulations.
Each staff member must treat personal data with care and use it only for the purpose for which it
was collected.

The careful handling of personal data also means that the rights and wishes of the persons whose
personal data are processed are taken into account. Staff members and students have the right to
know what personal data about them are used by third parties and for what purpose. The
University has appointed a Data Protection Officer, who can be consulted as an independent
advisor (see website).

Personal data may not be disclosed to third parties without permission or any other legal basis. If
a staff member receives a request from a third party to submit personal data, the staff member
must contact their manager. It goes without saying that the manager may not oblige the staff
member to act in violation of the General Data Protection Regulation.

A data leak is a certain type of security incident. In that case, personal data is lost, or it cannot
reasonably be excluded that personal data has been processed unlawfully. A data breach also
includes the loss of a USB stick, loss or theft of written documents with personal data, loss or theft
of a laptop or a break-in by a hacker.

The UG is legally obliged to report a data breach to the Dutch Data Protection Authority within
72 hours (Procedure for Reporting Data Leaks). If a (possible) data leak occurs, the staff member
should not contact the Dutch Data Protection Authority personally. The data leak must be
reported immediately to the central contact point: cert@security.rug.nl.
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4.3 Premises and buildings

The UG is subject to the University of Groningen Regulations concerning the use of University
premises, grounds and other facilities. These regulations apply to staff members who are based in

the buildings or on the premises of the University, or who make use of the University facilities.
This means that the applicable rules, directions and instructions must be observed.

A staff member must not, directly or indirectly, cause any damage to the UG or to third parties
that use the University buildings, grounds or other facilities. They also must not affect the rights
of the UG, or other persons mentioned. Furthermore, they must not act in violation of legal
obligations or what is customary, according to unwritten law, in society.

4.4 Use of resources and facilities

Staff members may have access to University resources and facilities for their work, such as a
workstation, computer, office supplies, laboratory equipment, printing and copying equipment,
email address and internet access. Some staff members may also receive a laptop or phone from
the University on loan.

Staff members should respect the fact that these are resources and facilities that are financed
through public funds. Therefore, these resources and facilities should be used for the purpose for
which they were obtained. Staff members are expected to deal with them responsibly and
carefully. They should also take into account the possible conditions of use, security regulations
and contract conditions.

In modern labour relations, the private use of company equipment and facilities is commonplace.
However, abuse in the form of excessive, exuberant, unnecessary, disruptive or harmful private
use is not permitted.

It is undesirable and impractical to indicate in advance precisely when an abuse has occurred.
This therefore calls on the staff member’s own responsibility and ability to make decisions in this
matter. Staff members should always bear in mind that resources and facilities are financed
through public funds. In case of doubt, the staff member should, if necessary, discuss what is
permissible and what is permitted with the manager.

4.5 Claiming expenses

Some of the costs that the staff member incurs in the exercise of and/or for the benefit of their
work are reimbursed by the employer. When declaring these, the staff member should be aware
that these are funds that are mainly financed through public funds. The starting point is therefore
to strive to limit the costs to be declared. 2

The starting point for the submission of claims is that the costs must be transparent. This is why
evidence of the costs incurred (in the form of vouchers or invoices) should be provided together
with the declaration.

2 More information on reimbursements can be found on web pages of the Financial Shared Service Centre (FSSC).

12


https://www.rug.nl/about-ug/organization/rules-and-regulations/general/houserules-and-general-code-of-conduct.pdf
https://www.rug.nl/about-ug/organization/rules-and-regulations/general/houserules-and-general-code-of-conduct.pdf
http://www.rug.nl/about-us/organization/rules-and-regulations/algemeen/huisregels-ordemaatregelen.pdf
https://www.rug.nl/about-ug/organization/bureau-of-the-university/fssc-public

4.6 IT and the internet

The Acceptable Use Policy for University of Groningen Computer Systems contains rules for the
use of computer systems that the UG makes available to students, staff members, hired staff,
guests and others with whom the UG has an agreement. Users should treat the UG’s computer
systems with care, not send unsolicited emails, not capture access data from others and not use
these access data (secretly or openly).

There may be indications to a University user that abuse is taking place or has taken place. In this
case, steps will be taken to ensure the security and integrity of the University’s computer systems.
A suspicion of abuse must be reported to the Faculty Board or the management of the department
to which the University user belongs. This can lead to substantive checks by the system
administration regarding the way in which the person in question uses their account.

Social media

Special attention should be paid to the use of social media. This can have a major impact, because
information can spread on a massive scale and in a very short period of time and is then
permanently available on the internet. Inappropriate, incorrect or improper use can cause serious
damage to the University and people working, studying or otherwise present there.

For this reason, the forms of behaviour in the ‘real’ world also apply to contacts in social media:
staff members and students must take each other into account, listen to each other and have
respect for differences with regard to ethnic or national origin, religious beliefs, gender, sexual
orientation and disability (see also Section 5).
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http://www.rug.nl/society-business/centre-for-information-technology/security/aup/
http://www.rug.nl/society-business/centre-for-information-technology/security/aup/

5 Social behaviour

5.1 Respect

The UG stands for a good and safe working and study climate, in which people treat each other
with respect and in which mutual acceptance and mutual trust are important values. Good
manners mean that staff members should take others into account, listen to each other and
respect differences with regard to ethnic or national origin, religious beliefs, gender, sexual
orientation and disability.

Good manners have a positive influence on cooperation and therefore the job satisfaction of staff
members, which will benefit the health, professionalism and productivity of their work. Managers
should be aware of their role as role models and their influence in this area.

Staff members are expected to refrain from any form of undesirable behaviour, in particular
(sexual) harassment, aggression, violence and discrimination. The Code of Conduct on
Harassment, Sexual Harassment and Aggressive, Violent or Discriminatory Behaviour (UG) and
the Complaints Procedure for Harassment, Sexual Harassment and Aggressive, Violent or
Discriminatory Behaviour (UG) apply to these forms of undesirable behaviour (see also 6.5).

5.2 Role of the manager

In the area of integrity, managers have an enabling and enforcing role. In addition to reflecting
on their own manners, managers within their department or unit have an exemplary role to play.
They should create a safe and respectful environment within their department or unit. This means
that managers should be open and approachable, give feedback and also ask questions; in
addition, they should give room for talent development. Managers should be aware of the
dependency and inequality of power that exist in relation to their staff members.

5.3 Lecturer-student relationship

The relationship between lecturers and students is special, given the dependency and inequality
of power in the mutual relationship. Lecturers should constantly be aware of this and should also
be aware of their role as role models and be committed to the standards laid down in this Code of
Conduct in word and deed.

Lecturers should maintain the necessary distance in their dealings with individual students and
keep these dealings business-like. They should not abuse the relationship and trust that exists
between lecturers and students; a respectful approach is paramount.

Lecturers should avoid personal contacts with individual students in situations or in places where
they might create the appearance of (sexual) harassment or abuse of power. Lecturers and other
staff members should address each other about this and point out the (possible) prevention of
undesirable behaviour.

Lecturers should ensure that there is no mixing of personal and business relationships. If a
relationship of a personal or intimate nature arises between a lecturer and a student, the lecturer
will ensure that they do not have to assess the student in question regarding their teaching and
research or make decisions about this student in any other way. The lecturer should inform their
manager about the existence of the relationship.
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https://www.rug.nl/about-ug/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-gedragscode-09
https://www.rug.nl/about-ug/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-gedragscode-09
http://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-gedragscode-09
http://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-gedragscode-09
http://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-10.pdf
http://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-10.pdf
http://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/siagd-10.pdf

Students attach great importance to the quality of teaching and the enthusiasm of the lecturer.
Lecturers should therefore be constantly striving to improve themselves. They must ensure for
good course unit content and clearly indicate what is expected of students. Lecturers should
ensure that all assignments and exams meet the objectives of the subject and that students are
carefully assessed.

Lecturers should prevent students from ‘free-riding’ on the achievements of others. They must
stick to their timetable and their agreements, be positive about constructive feedback and should
be approachable for students at reasonable times, both personally and via email.

5.4 Relationships in the workplace

It may happen that UG staff members are not just colleagues, but also friends, partners or family.
In these cases, it is particularly important that all involved remain professional and objective, and
are aware of the integrity risks that these private relationships may entail.

Situations in which friends, partners or family members work in a hierarchical relationship or
assess or monitor each other’s work are undesirable. If these situations do occur, it is important
that the potential integrity risks are explicitly discussed with the manager concerned. Together
with the staff member, the manager should examine how this situation should be dealt with. If
necessary, work agreements may be made or tasks may be redistributed, but a transfer to another
department or service unit may also be necessary.
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6 Questions, reports and complaints

6.1 Formal or informal

A staff member is expected to take action if they suspect that laws and regulations and/or the
standards in this Code of Conduct on Integrity are being violated. It is preferable to always go the
informal way first: talk to the person who is causing the problem and find a satisfactory solution
together.

If this is not desirable or possible, the suspicion of an abuse can be discussed with the immediate
superior. If these options are not suitable, it may be decided to escalate the report in the
organization, with the faculty board or the service unit director. If a staff member needs help in
making this assessment, they can contact the HR-Advisor. A staff member can also choose to
discuss the situation confidentially with the confidential advisor (see 6.2).

If the informal route is not suitable or does not lead to a solution, it is possible to make a formal

report of an integrity violation or to make a formal complaint in the event of undesirable
behaviour (see 6.3 and 6.4).

6.2 Confidential advisor

If integrity issues are not discussed and resolved in direct consultation between the staff member
and the manager, a staff member can turn to the confidential advisor.

The confidential advisor is independent, listens, provides information, gives advice and mediates
if necessary. All questions, doubts or suspicions can be discussed confidentially. Care and
reliability form the basis of the functioning of a confidential advisor. The scope of the confidential
advisor’s work covers three subjects:

Undesirable behaviour

If a staff member or student experiences undesirable behaviour, such as intimidation, sexual
intimidation, aggression and violence or discrimination, they can turn to the confidential advisor
to discuss the problem in a confidential atmosphere. The confidential advisor will only inform
third parties with the staff member’s consent. The confidential advisor provides initial reception
and advises, supports and informs staff members and students about the various ways in which
the problem can be solved or how to file a complaint about the case (see the website).

Integrity

If a staff member suspects that an integrity violation (or the threat thereof) has occurred, they
may contact the confidential adviser to discuss the matter in a confidential atmosphere. The
confidential advisor will also point out to the staff member or student the need to report breaches
of integrity — possibly confidentially. The confidential advisor provides initial reception and
advises, supports and informs staff and students about the arrangements for reporting matters.

Cooperation problems

If a staff member suffers from cooperation problems, a conversation with their manager or
immediate manager can be the first step in the direction of a solution. If entering into this
conversation is difficult, an interview with the HR-Advisor is also a good interim step.
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If these steps do not contribute sufficiently to a solution, the staff member can approach the
confidential advisor to discuss these problems in confidence. The tasks of the confidential advisor
are mainly aimed at supporting and guiding the staff member in their own search for a solution.
The confidential adviser may mediate but does not act as an authorized representative of or on
behalf of the staff member and will not act as an official mediator either.

6.3 Suspected breach of integrity

Violation of this Code of Conduct on Integrity is an integrity violation or irregularity. This may
also apply, for example, in the case of a (imminent) criminal offence or a (imminent) threat to
public health, safety or the environment.

If a staff member suspects an irregularity, they should report this to their manager, faculty board
or service unit director, the Board of the University or the Supervisory Board.

The procedure and safeguards are laid down in the Reporting Regulations. These do not include
a suspicion of an infringement of academic integrity, because there is a separate complaints
procedure for this (see next section).

6.4 Suspected violation of academic integrity

One way of testing academic integrity is to report (suspected) violations. To this end, the

University has adopted the University of Groningen Regulations for the Protection of Academic
Integrity.

Confidential advisors on academic integrity

The UG has appointed_confidential advisors on academic integrity. They are the first point of
contact for questions or circumstances concerning scientific integrity and suspicions about a
(former) UG staff member. The confidential advisors on academic integrity have a duty of
confidentiality. They are also not part of the Academic Integrity Committee, which investigates
when violations of scientific integrity are suspected.

The most important tasks of the confidential advisors on academic integrity are to give advice and
to point out possible pathways and procedures to be followed. Together with the reporter, the
confidential advisor tries to determine the nature and seriousness of the suspicions and the routes
that can be taken. Of course, the reporter can also choose to first discuss the questions or
circumstances with, for example, direct colleagues or the scientific director of the relevant
institute.

LOWI

If the reporter or accused disagrees with the advice of the Academic Integrity Committee and the
(initial) opinion of the Board of the University, the case may be submitted to the Netherlands
Board on Research Integrity (LOWI). The LOWI then issues an independent advice to the Board
of the University.

6.5 Undesirable behaviour

Staff members who have complaints with regard to intimidation or sexual intimidation,
aggression, violence or discrimination can submit these to the Board of the University (see the
Complaints Procedure).
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https://www.rug.nl/about-us/organization/rules-and-regulations/vertrouwelijkheid-klachten-bezwaar-beroep/meldingsregeling-rug-2017.pdf
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The Board of the University has set up an independent committee to handle these (formal)
complaints: the Complaints Committee for harassment, sexual harassment, aggression, violence

and discrimination (SIAGD).
Filing a complaint and handling the procedure is fully confidential.
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7 Enforcement

Part of an integrity policy is to maintain it. A breach of this Code of Conduct on Integrity and the
underlying laws and regulations relating to integrity can result in various (punitive) measures.
These may vary from a simple warning to a much heavier punishment. If the violation is to be
regarded as a culpable act or omission, a punishment will be imposed, which may vary from a
reprimand to dismissal, depending on the seriousness of the observed behaviour. Culpable acts
or omissions are deemed to exist if a staff member does not behave in the manner expected of a
good staff member. Also, violating a statutory provision or doing or refraining from doing
something that a good staff member should not do or refrain from doing may result in culpable
acts or omissions.

Before a measure is imposed, a thorough and careful investigation will always be carried out. The
facts must be properly established, relevant circumstances must be taken into account and there
must be an adversarial procedure. The Board of the University makes the final assessment, after
which a decision is taken about the measure to be taken.

If there is a justified suspicion of criminal activity, the Board of the University will also transfer
the case to the police and the judicial authorities for criminal prosecution.
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