
 
 

  

APPENDIX 15 

WHISTLEBLOWING POLICY 



 

1 
Version 2026 VONK 

 

WHISTLEBLOWING POLICY 

 

1.    Introduction 

VONK is committed to conducting business with integrity and in accordance with ethical standards 

and applicable regulations. Things do occasionally go wrong in the workplace. This need not be a 

problem. It only becomes a problem if there is a lack of openness about it. If an irregularity occurs, 

any VONK staff member – whether a director, employee, intern or temporary worker – may report 

such irregularities without risk of intimidation, dismissal or any other form of detriment. Every 

report will be treated in strict confidence. This policy explains how and where an irregularity can be 

reported and how the procedure proceeds. 

2.    Definitions 

Rules of conduct:     the rules as set out in the Code of Conduct and other policies relating to anti-

bribery, privacy and VONK’s Export Compliance Policy. 

Whistleblower:      A director, (former) employee, intern, job applicant, supplier or temporary 

worker of VONK. This also includes those assisting whistleblowers, internal 

investigators and relevant third parties.  

Report:  A report by an Employee of a Misconduct or a Suspicion of Misconduct 

Misconduct:     An (imminent) breach of laws and regulations, including the regulations and 

directives of the European Union and Dutch legislation based on these 

regulations and directives. Examples include: Data Protection Legislation, 

Competition Legislation, Environmental Legislation  

An act or omission that is of a structural nature or that is very serious or 

extensive and affects the public interest, rather than merely personal 

interests. It must therefore not concern an individual dispute. Examples: 

there is a risk to public health, personal safety or the environment, or a risk 

to the proper functioning of VONK as a result of improper conduct or 

negligence. 

An (imminent) breach of the Code of Conduct. 
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Suspicion of a Misconduct: 

A suspicion of a Misconduct based on reasonable grounds, meaning that the Employee is not merely 

aware of the Misconduct ‘from hearsay’ but has personally witnessed or experienced the events, or 

possesses documents (papers, emails, photographs or other evidence) demonstrating the Misconduct.  

Independent Officer: 

The officer appointed by the VONK board who is authorised to receive and follow up on the Report. 

VONK guarantees the independence of the officer. In the event of a potential conflict of interest 

involving the Independent Officer, the VONK board will appoint a replacement Independent Officer to 

handle the Report in question. 

3.    Report 

3.1     An Incident or Suspected Incident may be reported by an Employee in writing, verbally, by 

telephone, via Teams, or through a meeting at a mutually agreed location. In the case of a verbal 

Report, the Report shall be recorded by making a recording of the conversation, subject to the 

Reporter’s prior consent, or by means of a complete and accurate written transcript of the 

conversation. The written transcript of the conversation shall be sent to the Reporter for 

verification, any necessary corrections and for signature to confirm agreement. 

3.2     A Report may be made anonymously and will be taken seriously. However, an anonymous 

Report may limit the scope of the investigation.  

3.3     The identity of a Reporter and any information from which the Reporter’s identity can be 

directly or indirectly ascertained shall not be disclosed without their consent. 

3.4     Prior to making the Report and during the handling of the Report, the Employee may seek 

assistance from an adviser or a confidential advisor. VONK has appointed an external 

confidential advisor. The Employee may contact this confidential advisor or an adviser or 

confidential advisor of their choice. 

3.5     VONK will endeavour to maintain confidentiality within the limits of the law. 

3.6     The Report may be made to: 

•    A line manager or 

•    The “independent officer” or 

The authority responsible for investigating breaches of European Union law, such as the 

Whistleblowers’ Authority contact@huisvoorklokkenluiders.nl,  telephone number 088-133 

1000), the Dutch Data Protection Authority (Form for reporting a privacy breach 

(autoriteitpersoonsgegevens.nl), the Netherlands Authority for Consumers and Markets (Submit 

your tip or report to the ACM | ACM.nl telephone number  070-7222000 or 070-7222500 to 

protect your identity) 
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3.7     The immediate supervisor who has received the Report shall immediately forward the Report to 

the “independent officer” for handling and assessment. 

4.    Procedure 

4.1 Receipt of the Report of a Misconduct or Suspected Misconduct shall be confirmed in writing by 

the “Independent Officer” within seven (7) days of receipt.     

4.2     The Employee who made the Report shall receive information regarding the assessment and, 

where applicable, the follow-up to the Report no later than three (3) months after the 

confirmation of receipt has been sent. 

5.     Publication, reporting and evaluation 

5.1     The Independent Officer shall ensure that this policy is published on the intranet and made 

publicly available on the employer’s website. 

5.2     The independent officer shall draw up an annual report on the policy regarding the handling of 

reports of suspected irregularities, misconduct or breaches of EU law and the implementation of 

this scheme. This report shall in any event contain: 

a.    information on the policy pursued in the past year regarding the handling of reports of 

suspected misconduct, infringements and irregularities, and the policy to be pursued in this area 

in the coming year; 

b.    information on the number of reports and an indication of the nature of the reports, the 

outcomes of the investigations and the employer’s positions; 

c.    general information on experiences in preventing retaliation against the whistleblower; 

d.    information on the number of requests for investigations into retaliation in connection with 

the reporting of a suspected wrongdoing, and an indication of the outcomes of the 

investigations and the employer’s positions. 

5.3     The director shall submit the draft of the report referred to in the previous paragraph to the 

works council for discussion, after which it shall be discussed at a consultation meeting with the 

works council. 

5.4     The director shall give the works council the opportunity to express its views on the policy 

regarding the handling of reports of suspected misconduct, breaches and irregularities, the 

implementation of these regulations, and the report. The director shall ensure that the works 

council’s views are incorporated into the report. 
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6.    Legal protection of the Whistleblower 

Provided that the Whistleblower has reasonable grounds to believe that the information reported 

regarding a (suspected) Misconduct is accurate at the time of the Report, the Whistleblower must not 

be disadvantaged during or after the handling of a report or the disclosure of a (suspected) Misconduct. 

Disadvantage may include, amongst other things: dismissal or suspension, demotion, a negative 

performance review, withholding of a promotion, defamation or slander. 

7.    Confidential Advisor and Independent Officer 

Confidential Advisor: Ellen Kreule, email: ellen.kreule@richting.nl  tel. no.: +31 6 8200 4204 

Independent Officer: Matt Steens, email: matt.steens@iivonk.com  tel. no.: +31 6 50 66 69 26 

8.    Effective date 

This scheme was approved by the Works Council on 22 December 2023 and comes into force on 17 

December 2023, replacing all previous schemes or policies relating to reporting (whistleblower 

schemes). 
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