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PREFACE

ABOUT THE DUTCH WHISTLEBLOWERS AUTHORITY

The Dutch Whistleblowers Authority contributes to ethical working relationships in
society. The Authority encourages and supports public authorities, semi-public
institutions and companies in developing and safeguarding their integrity policies. In
addition, the Authority annually provides advice to hundreds of individuals who suspect
wrongdoing.

The Authority also conducts detriment investigations, as reporting persons must not
suffer any detriment as a result of their report. As a last resort, the Authority may also
investigate alleged wrongdoing itself — for example, if no supervisory authority or
competent authority has been designated, or if no proper investigation has yet been
carried out by a specialised supervisory authority.

CULTURE OF INTEGRITY

More and more organisations are recognising the importance of an open culture of
integrity. They are aware that this is essential to the proper functioning of the
organisation. If sufficient attention is paid to developing a good working culture,
employees will perform their work better and with greater enjoyment. Employees will
experience less stress and have more confidence, both in each other and in the
organisation. In addition, absenteeism will be lower and the risk of wrongdoing will be
reduced. Third parties (e.g. customers, clients or citizens) also have more confidence in
the organisation if they experience an open culture of integrity there. For this reason,
many industry codes and regulators are currently focusing on culture.

HOW TO USE THIS BROCHURE

This brochure is a publication of the Dutch Whistleblowers Authority. It provides
organisations with guidance for the development and advancement of an open culture
of integrity. This brochure focuses specifically on the Integrity Infrastructure model. This
is a practical model for building integrity. Additional information is available in the Dutch
Whistleblower Authority's Integrity Management and the Integrity Manager - Current
status and possibilities for development at www.huisvoorklokkenluiders.nl/english.

The Integrity Infrastructure model can help to establish, maintain and strengthen the
organisational culture in a coherent manner.

When is an organisational culture one of ‘compliance’, ‘ethics’ or ‘integrity’? All these
terms apply to an organisational culture in which all parties adhere to the desired norms
and values. The preferred term varies across organisations, sectors or professional group.
In this brochure, the Dutch Whistleblowers Authority uses the term ‘integrity’ to express
that an organisation has an organisational culture that is characterised by adherence to
the desired norms and values.

In this brochure, ‘they/them’ is used to refer to a single person whose gender is unknown.


https://www.huisvoorklokkenluiders.nl/documenten/2022/05/02/dwa_integrity-management-and-the-integrity-manager
https://www.huisvoorklokkenluiders.nl/documenten/2022/05/02/dwa_integrity-management-and-the-integrity-manager
http://www.huisvoorklokkenluiders.nl/english
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A Culture of Integrity

WHAT IS CULTURE

‘Culture’ has many meanings. In this brochure, however, the term refers to collective
patterns of perception, thinking and behaviour within a group. These patterns arise from
shared learning experiences, and they provide guidance to the members of the group.
They ensure that all members of a group know what to expect from each other.

Culture is most visible in people’s behaviour. Underlying this behaviour, however, are
patterns of perception and thinking (e.g. opinions, beliefs, assumptions, principles,
prejudices, taboos, values and norms).

This brochure focuses specifically on workplace culture. In an organisation, employees
depend on each other in the performance of their work. This requires coordination. Over
time, employees notice that certain ways of coordinating work well. This is how collective
patterns emerge in the workplace.

Within an organisation, there may also be different subcultures (e.g. by department or,
within department, by team). Cultures outside the organisation (e.g. those of professional
groups, sectors or countries) also have an influence. This brochure concerns only the
culture of the organisation as a whole.

EXISTING CULTURE

An organisational culture has a significant influence on employee behaviour. This is
because employees usually follow the patterns of the group. The strength of a culture is
not surprising, as collective patterns within a culture provide stability for the group. If
individual employees deviate from the patterns, uncertainty arises within the group.
Those who do things other than what the culture dictates run the risk of placing
themselves outside the group. Conversely, this means that people are likely to adapt,
thereby demonstrating that they belong. For this reason, new employees are often quick
to familiarise themselves with the ins and outs of their new workplace.

Important

When employees no longer maintain an organisational culture and no longer pass
on collective patterns, that culture can fade or even disappear. In the absence of a
guiding culture, employees must determine their own course, thereby increasing
the risk of wrongdoing, integrity violations, incidents and scandals.

CULTURE OF INTEGRITY

The culture prevailing within an organisation can vary widely. Regardless of these
variations, however, this culture should always be one of integrity.

It is often not difficult to identify what constitutes a toxic culture. For example, this could
be the case if no one dares to express criticism (also known as a ‘culture of fear’), when
mistakes are severely punished (also known as a ‘culture of reckoning’), when short-term
goals always take precedence (also known as a ‘performance culture’) or when there is
poor cooperation between departments (also known as an ‘island culture’). It is much
more difficult to define exactly what a desirable culture is.



A Culture of Integrity

Characteristics of an organisational culture of integrity include being dynamic and able
to adapt to new developments. New challenges sometimes call for a new approach. A
culture of integrity can respond to changes in society, as well as to changes in
employees, customers, citizens or clients. Employees also have the freedom to question
and change existing patterns. This ensures that the organisational culture does not
become rigid and that the organisation maintains contact with the outside world.

A culture of integrity reflects the desired moral values and norms of the organisation
(and of society). These moral values and norms are reflected in the group patterns,
collective behaviour, attitudes and beliefs of the employees.

Some values and norms apply almost always and in virtually every organisation. These
are general values and norms. For example, no organisation accepts theft, fraud or
corruption. It is therefore desirable for employees to be able to raise these kinds of issues.

At the same time, however, other values and norms may be important within a particular
organisation, industry or professional group, but are less important in other
organisations. This is related to the nature of the work, the professional ethics within the
organisation and internal agreements on ethical norms, values or requirements. It is also
linked to society's expectations of certain professions or sectors. For example,
accountants should be careful and independent, teachers should treat all children
equally, judges should remain impartial, car mechanics should perform only necessary
repairs and doctors should be committed to the health and well-being of their patients.

Important

Integrity issues are not always cultural problems. If integrity issues are seen as
cultural problems, this may lead to a failure to take measures to resolve the issues,
even though such measures are necessary. Some organisations have even been
known to hide behind the concept of ‘culture’ to gain time. This is because
everyone understands that quick results cannot be expected when dealing with a
cultural problem.
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CULTURE AND
STRUCTURE

For a long time, integrity management focused on structural measures, such as
changing or introducing laws, rules, procedures and controls (‘hard controls’). In practice,
this emphasis often led to a legalistic approach, focused on compliance with rules and
the punishment of violations. The focus is currently shifting towards cultural measures
(‘soft controls’), which influence the beliefs and perceptions of employees. A combination
of structural and cultural measures works best. Such a broad approach will have the
greatest positive effect on the integrity of the organisation.

CULTURAL MEASURES
Cultural measures are important when working towards a culture of integrity. These soft
controls primarily concern the beliefs and perceptions of employees. The following are
examples of cultural measures:

e value sessions;

e introduction and mentoring programmes;

e peer review, training courses and awareness sessions;

e internal communication;

e employee satisfaction surveys;

e focus on giving and receiving feedback.

STRUCTURAL MEASURES
In addition to an organisation’s culture, its structure also influences employee behaviour.
Structural measures could involve introducing procedures and protocols that specify
how employees should act. Like cultural measures, structural measures provide direction
to the way people work. For example, structural measures could focus on:

e laws, codes and regulations;

e performance standards and remuneration systems;

e procedures and protocols;

e reporting and investigation procedures;

e physical and digital access rights;

e allocation of powers;

e control and enforcement.

CONSTANT INTERACTION

In practice, there is a constant interaction between structure and culture, as well as
between measures associated with these aspects. The structure indicates what
employees should and should not do, whereas the culture ensures that employees
actually adhere to this.

Suppose that an organisation wishes to prevent (or reduce) theft and therefore installs a
safe in which employees must store valuable items. This measure will do little to prevent
theft if that safe is never locked in practice. The effectiveness of structural measures (e.g.
installing a safe for valuables) is thus heavily dependent on the organisational culture
(e.g.the safe is not locked) —and thus on cultural measures (e.g. encouraging people to
lock the safe).
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Conversely, the structure can also influence the culture of an organisation: the structure
influences group patterns. For example, performance standards and bonus structures
can be incentives for short-term thinking or behaviour that is not consistent with
collegial standards. These structural measures could thus threaten an organisational
culture of integrity. If the organisation also lacks a guiding culture, it will be difficult for
employees to resist such incentives.

Organisational culture and organisational structure are thus two sides of the same coin,
which constantly influence each other and, ideally, support each other.

INTEGRITY INFRASTRUCTURE

Organisations wishing to build integrity can choose from a wide range of tools and
measures. Examples include codes of conduct, integrity training, reporting procedures,
confidential advisers, screening of new employees or different remuneration structures.
These types of measures are most effective when the organisation implements themin a
way that allows the various measures to interact with each other.

The Integrity Infrastructure model - see also the figure on the next page — can assist
organisations in this regard. This model was drawn up by the former Public Sector
Integrity Promotion Agency (BIOS) and used by the Dutch Whistleblowers Authority to
compile this brochure. The model describes the seven elements of integrity
management.

The Integrity Infrastructure model is based on three insights:

e Work across multiple dimensions: Integrity requires a multidimensional
approach, with attention to each of the seven elements.

e Work in an integrated manner: Integrity requires an integrated approach,
meaning that all measures support each other.

e Combine hard, soft and general controls: The model combines ‘hard controls’
(e.g. regulations and enforcement) with ‘soft controls’ (e.g. values and training)
and ‘general controls’ (e.g. planning, monitoring, evaluation and management).

Culture is one of the seven dimensions in the Integrity Infrastructure model for good
reason. It is an important area of focus for successful integrity management. Working
towards an organisational culture of integrity contributes in many ways to the
functioning of the organisation. In addition to reducing the number of integrity
violations, this can enhance reputation, increase employee satisfaction, decrease
absenteeism and improve products and services.

Additional information on the model is available in the Dutch Whistleblowers Authority's
Integrity Management and the Integrity Manager - Current status and possibilities for
development_at www.huisvoorklokkenluiders.nl/english.

In the next section, the model is used as a method for promoting an organisational
culture of integrity.


https://www.huisvoorklokkenluiders.nl/documenten/2022/05/02/dwa_integrity-management-and-the-integrity-manager
https://www.huisvoorklokkenluiders.nl/documenten/2022/05/02/dwa_integrity-management-and-the-integrity-manager
https://www.huisvoorklokkenluiders.nl/english
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A Culture of Integrity

WORKING TOWARDS A
CULTURE OF INTEGRITY

The Integrity Infrastructure model was introduced in the previous section. This section
provides some tips and guidelines based on that model. They can assist efforts to work
towards an organisational culture of integrity from seven different perspectives. The tips
and guidelines are intended as examples and sources of inspiration. They demonstrate
that cultural measures can encompass more than simply offering training courses and
awareness sessions.

Each of the seven elements is accompanied by a description of how it can contribute to
an organisational culture of integrity. If an organisation implements several integrity
measures simultaneously and follows the model in the process, these measures will
reinforce each other.

LEADERSHIP AND STRATEGY

An integrity-based organisation cannot be achieved unless management invests in
integrity — in terms of time, money and ongoing attention, as well as through exemplary
behaviour. This can prevent or reduce the potential damage — and associated costs —
resulting from integrity violations. An organisational culture of integrity can also help to
create a trustworthy image. Management should have a clear vision of the desired
culture within the organisation and communicate this consistently, in both words and
actions.

This list contains three tips/guidelines for creating an integrity-based organisation,

followed by an explanation.:
e Encourage integrity in leadership.
e Proceed from the intention.
e Conduct scenario and trend analyses.

ENCOURAGE INTEGRITY IN LEADERSHIP

Leaders play a very important role in shaping an organisational culture of integrity. They
know what the goals are, and they steer all their efforts in that direction. In this way, they
both provide direction and set a good example. Integrity in leadership is therefore more
than simply acting with integrity yourself. It involves actively promoting integrity within
the organisation.

Leaders should set an example. They can do this by supporting the integrity policy in
both words and actions. This entails saying that integrity is important, explaining why
when necessary and embodying this view of the importance of integrity in their actions.
One way in which leaders can do the latter could be by making sufficient resources
available to promote integrity. Another could involve attending information sessions on
integrity. If such a meeting is planned for all employees, managers might say that it is
important to attend - but that message will not come across well if they skip the
meeting themselves or leave early. Even worse, their absence could give many
employees the impression that integrity is not important. Furthermore, it is crucial for
managers to address employees respectfully when they engage in behaviour that
violates norms. They should also enforce the norms of conduct where necessary.

10
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Tip

Invest in the integrity and competences of managers within the organisation. With
the help of personal development and reflection programmes, they can grow in
integrity-based leadership.

PROCEED FROM THE INTENTION.

If integrity decreases within an organisational culture, it can have significant negative
effects on the organisation. For example, it could lead to scandals. Examples could
include a financial institution that loses sight of its customers’ interests due to complex
and risky financial products, or a car manufacturer that prioritises a low-cost production
process over safety or environmental standards.

It is therefore important for an organisation to remain focused on the reason for its
existence. In other word, they should ‘proceed from the intention’. Management should
take the lead in this regard. That ‘intention’ is the organisation’s compass - its mission,
and the desired values and norms that give meaning to its choices.

CONDUCT SCENARIO AND TREND ANALYSES.

Integrity issues change with the environment and the times. New developments create
new opportunities and risks. For example, consider the use of social media, the
application of artificial intelligence and the emergence of new movements (e.g. #MeToo0).

By using methods such as scenario planning — in which various scenarios are discussed
and examined from multiple perspectives - in the development of the strategic vision,
management is well prepared for possible future circumstances, including the desired
corresponding culture and behaviour. These methods enable management to steer the
organisation towards this desired culture and behaviour.

VALUES AND NORMS

Values and norms indicate what is important to the organisation. They show what all
employees stand for and can be held accountable for. Values and norms are not optional,
but provide guidance in everyday and difficult situations in the workplace. They are
therefore an important benchmark for culture.

Important

Values and norms are often mentioned in the same breath. This is because they
both play a role in our behaviour and choices. There is nevertheless a difference.
Values are beliefs about what is important. Norms are rules of conduct (either
written or unwritten).

This list contains three tips/guidelines for creating an integrity-based organisation,
followed by an explanation.:

e Draw up a code of conduct together.

e State the unwritten rules.

e Share success stories.

n
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DRAW UP A CODE OF CONDUCT TOGETHER.

A code of conduct is the expression of the organisation’s values and norms. A good code
of conduct is enlightening, inspiring and supports employees in their decisions,
regardless of their ease or difficulty. It thus provides direction to the desired culture
within an organisation. At the same time, however, the code of conduct should be a
living document: the organisation should pay continuous attention to it and update it as
needed. This prevents the code of conduct from becoming merely a reality on paper.

A code of conduct is also particularly likely to have an influence on the organisational
culture if management draws up the document together with the employees. In the
process of drawing up a code of conduct together, a discussion takes place about what
behaviour is desirable within the organisation. This discussion is crucial to the desired
organisational culture — much more so than the final text of the code.

Storytelling

Values and norms often remain somewhat abstract for employees. Mutual storytelling
can remedy this and steer the culture in the right direction. In this storytelling session,
employees discuss essential questions together: what do we consider important, what
do we value, and what are we proud of? What is the history of the organisation, what is
its shared future, and how will the organisation achieve it? Stories about these aspects
can make the values and norms more concrete. In addition, allow employees to tell their
stories about events or examples with which they are familiar. The sharing and
discussion of stories allows everyone to gain a better understanding of the existing
culture. Moreover, it creates a bond and establishes cohesion between people and work
activities.

STATE THE UNWRITTEN RULES.

Every organisation has both a formal and an informal reality. In that informal reality,
there are unwritten rules of conduct. These can be more powerful than written rules, and
they strongly determine behaviour within the organisation. Even if procedures and
processes are perfectly clear on paper, they may not be followed properly if they are
obstructed by informal realities. For example, consider important decisions that are ‘pre-
cooked’ outside of normal procedures, or information that employees share all too
readily at the coffee machine.

An organisation cannot change unwritten rules unless employees and management are
aware of them. Identification of the organisation’s unwritten rules can create greater
openness and change the culture.

SHARE SUCCESS STORIES.

One good way to embed values and norms in the organisational culture is to share
success stories. These stories convey what employees are proud of and affirm what is
important to the organisation. They also encourage employees to exhibit the desired
behaviour.

STRUCTURES AND PROCEDURES

Ideally, the structures and procedures should support the desired values and norms.
They thus reinforce the desired culture and reduce integrity risks. It is important to note,
however, that certain rules and agreements may also hinder the desired culture and
objectives. For example, individual targets, bonuses and performance agreements can
have unintended negative effects (e.g. impede cooperation within a team).

12
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This list contains three tips/guidelines for creating an integrity-based organisation,

followed by an explanation.:
e Checkthe impact of the rules.
e Apply nudging and workplace design.
e Establish decision-making and budgetary powers.

CHECK THE IMPACT OF THE RULES.

Structures and procedures specify (in some cases, quite precisely and strictly) what
employees should or should not do. In practice, however, these rules and procedures do
not always work well, as employees find ways to circumvent them. Informal and
undesirable patterns can also arise within the culture. For this reason, it is important to
review rules regularly in terms of their impact, support and utility. Rules that are no
longer useful, that are inconsistent or that hinder the proper performance of the work
should be amended or deleted.

APPLY NUDGING AND WORKPLACE DESIGN

In addition to structures and procedures, the design of the working environment
influences the organisational culture. For example, access rights may restrict access to
certain physical spaces or digital environments. What cannot be accessed can also not
be misused. The workplace design thus supports both the structure and the culture of
the organisation.

In addition, the psychological technique of nudging can help to reinforce desirable
patterns in the culture and discourage undesirable ones. For example, to make people
less likely to break the rules in a certain room, hang a mirror there. To encourage them to
keep the office environment tidy, make sure that they find it spotless in the morning and
that they clear and clean their desks themselves at the end of the day. Those who enter a
clean and tidy office space usually keep it tidier than they would a messy space.

ESTABLISH DECISION-MAKING AND BUDGETARY POWERS.

Many procedures in organisations concern the authority to make decisions. In many
cases, this is linked to budgetary authority. Authority generally increases as an employee
moves up the organisational ladder. As employees move higher in the organisation, they
are allowed to take more important decisions — often without having to consult anyone.
Many integrity issues arise from soloistic actions (e.g. concluding deals or approving
payments that are not above board).

Good checks and balances can prevent soloistic behaviour. These checks and balances
can be created by establishing agreements within the organisation (e.g. regarding the
maximum amount that employees are permitted to decide on themselves, the awarding
of contracts and the hiring of new employees). By determining decision-making and
budgetary powers in these kinds of ways, the organisation can enhance its integrity.

STAFF AND CULTURE

The HR or staff policy is ideally suited to influencing the culture within an organisation.
An organisation can take specific cultural measures as part of its personnel policy (e.g.
training, campaigns or awareness-raising initiatives). Other HR tools can also have a
positive influence on the culture, including screening, selection, personal development
and staff assessment.

This list contains three tips/guidelines for creating an integrity-based organisation,

followed by an explanation.:
e Focus on integrity in recruitment and selection;
e Focuson integrity in assessment and remuneration;
e Focus on integrity in the introductory course and mentoring;

13
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FOCUS ON INTEGRITY IN RECRUITMENT AND SELECTION.

The recruitment and selection process offers an excellent opportunity to build the
organisational culture. Provide applicants with a clear picture of the norms and values
that the organisation cherishes in the job advertisement and during the job interviews.
This allows applicants to determine in advance whether they are a good fit. It is also
important for the selection process to consider the attitude and character of applicants:
do they fit in with the desired organisational culture?

FOCUS ON INTEGRITY IN ASSESSMENT AND REMUNERATION

What criteria does an organisation use to assess employees, and what are they rewarded
for? The answers to these questions strongly determine the behaviour of those
employees. It is therefore advisable to align the assessment and remuneration policy
with the organisational values. The smart operationalisation of these values is important
in this regard. For example, appreciate behaviour that demonstrates the desired values.
Suppose that collaboration is an important value for the organisation. It would then be
preferable to work with team assessments rather than a reward cycle with individual
targets. If an organisation wishes to see integrity in both managers and teams, it would
be wise to assess managers on their integrity as leaders. This will likely lead them to focus
more on integrity within their teams.

FOCUS ON INTEGRITY IN THE INTRODUCTORY COURSE AND MENTORING.
Organisations promote a culture of integrity by communicating the desired values and
norms to new employees from their first day at work. Some organisations do this by
offering introductory courses, and others do so by assigning a mentor to each new
employee. Such mentors embody the norms and values that the organisation considers
important. Mentors and role models can teach new employees a great deal about the
informal customs within the organisation (i.e. about the culture). What usually works
best in this case is to assign a new employee to a mentor for an extended period. This
allows employees to learn from each other and share their experiences.

REPORTING AND ENFORCEMENT

In every organisation, things occasionally go wrong. In an organisational culture of
integrity, employees feel free to confront each other about undesirable behaviour. They
also do not feel any barrier to talk to the confidential adviser, and they are not afraid to
use the reporting procedure.

Fair, clear enforcement of rules and procedures contributes to openness and safety
within the organisation. Inconsistent response to violations (e.g. by imposing less severe
penalties on senior managers than on ‘ordinary’ employees) can actually be detrimental
to the culture.

This list contains three tips/guidelines for creating an integrity-based organisation,

followed by an explanation.:
e Ensure the presence of a reporting procedure.
e Conduct aftercare discussions.
e Appoint a confidential adviser.

ENSURE THE PRESENCE OF A REPORTING PROCEDURE.

Employees sometimes suspect that something is not right within the organisation.
These are usually loyal, concerned employees who are genuinely worried about
something. A report is essentially free advice to the organisation. It is beneficial for
employees to be able to quickly report these suspicions internally so that the

14
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organisation can take action. It also helps if reports or signals are followed by visible
improvements.

A good reporting system is essential in this regard. It is even mandatory for organisations
to have a procedure in place for reporting wrongdoing (or the suspicion thereof) in
accordance with the Whistleblower Protection Act. A sound reporting procedure
contributes to a culture of integrity. If an organisation’s procedure clearly states that it
will handle reports and reporting persons with care —and if it adheres to these
regulations — this demonstrates to employees that dissent, criticism and reporting are
possible, and that there is an organisational culture of integrity. This is likely to increase
the trust that employees have in the organisation. They will also feel less hesitant to
express their opinions. This makes a culture of fear less likely.

Additional information on the reporting procedure is available in the Dutch
Whistleblowers Authority’s brochure on the Reporting Procedure at
www.huisvoorklokkenluiders.nl/english.

CONDUCT AFTERCARE DISCUSSIONS

The way in which an organisation handles a report has a significant impact on its culture.
A story about an employee who, after reporting something, ended up in a heated conflict
with the supervisor or was assigned only unpleasant work could be detrimental to the
willingness to report issues, as well as to the culture within the organisation. On the other
hand, if the organisation demonstrates that it values and takes reports seriously, this will
promote a culture of integrity.

Aftercare is an essential part of addressing integrity incidents. Through aftercare
discussions, employees can learn exactly what happened and how to prevent it from
happening again. In addition to learning from the incident, this enhances their
understanding of the desired culture. It could be even more powerful if the employees
involved in the incident are willing to share their experiences as well. This allows all
aspects of the incident to be examined properly and enables employees to learn even
more from the incident.

APPOINT A CONFIDENTIAL ADVISER

Although organisations are not required by law to appoint confidential advisers for
integrity, those aiming to promote a good culture cannot do without these professionals.
Some organisations are already required to have a confidential harassment adviser.' In
that case, these roles could be combined. Employees can consult with the confidential
adviser for integrity about issues such as dilemmas at work and suspected wrongdoing.
These conversations are always confidential.

A confidential integrity adviser could strengthen a culture in which talking about
integrity is normal, and in which employees receive support with integrity issues. This
works best when the confidential adviser is visible and has a high profile within the
organisation.

Additional information is provided in the Dutch Whistleblowers Authority's brochure
Integrity in practice - The confidential integrity adviser at
www.huisvoorklokkenluiders.nl/english.

T At the time of writing, the Dutch Senate was considering a bill to require the appointment of a confidential

harassment adviser.

15
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COMMUNICATION AND ACCOUNTABILITY

An integrity-based organisation is accountable for its efforts to promote a culture of
integrity. This enables employees — as well as citizens, customers, and investors and other
stakeholders — to assess the development of its integrity policy and whether it meets
societal expectations. Forms of accountability include reports and the annual reports for
employee participation bodies, supervisory authorities or elected representatives. If an
organisation communicates transparently (both internally and externally) about its
efforts to promote integrity, this sends a strong signal that it deems integrity important.

This list contains three tips/guidelines for creating an integrity-based organisation,

followed by an explanation.:
e Prepare a management or social annual report.
¢ Communicate about reports.
e Organise professional employee participation.

PREPARE A MANAGEMENT OR SOCIAL ANNUAL REPORT

In many sectors, organisations are required to report on their efforts in the areas of
compliance, integrity and even specifically on culture. This obligation arises from various
codes (e.g. the Corporate Governance Code or the Healthcare Governance Code). A
management or social annual report is not just a compulsory exercise. It also provides an
excellent opportunity to put the culture of the organisation on the agenda, both
internally and externally.

The management or annual report makes the efforts that have been made in the areas
of integrity and culture visible to everyone, both inside and outside the organisation. At
the same time, the annual report can serve as a starting point for discussions within the
organisation about important values and norms.

COMMUNICATE ABOUT REPORTS
Communication plays a crucial role in reporting wrongdoing or other integrity issues. In
this regard, it is important to carefully determine what can and cannot be made public.

An organisation’s culture has a major influence on communication about reports,
wrongdoing and other integrity issues. In a closed culture, people tend not to share
sufficiently with the outside world. In most cases, however, the best strategy is usually to
address the issue openly and honestly as soon as possible. This is even more true if the
organisation is already commmunicating about it internally: there is then a high chance
that the issue will become public knowledge, without the organisation itself having any
control over the narrative.

In internal communication, it is important to share clearly what went wrong and how it
was addressed. This reinforces a culture of integrity. This approach should be part of a
sound communication strategy, drawn up according to the values desired in the
organisational culture. This strategy should already be in place in case issues arise.
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4.6.3

4.7

4.7.1
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Tip

Emphasise the importance of openness in both internal and external
communication, and act accordingly. This inspires confidence in the organisation
and reduces the risk of reputational damage. Additional information is provided in
the Dutch Whistleblowers Authority’s brochure on Tips and insights for integrity
communication at www.huisvoorklokkenluiders.nl/english.

ORGANISE PROFESSIONAL EMPLOYEE PARTICIPATION.

It pays to invest in the professionalism of employee participation. Organisations with 50
or more employees are required to have a Works Council. It would nevertheless be
worthwhile for all organisations to organise their employee participation professionally.

Good employee participation can play a critical role where necessary and provide a
counterbalance to management. As a constructive partner, it can also ensure that there
is support for changes and that new developments are in line with the organisation.
Professional employee participation can thus ensure openness and involvement. This
reinforces an open and ethical culture.

In addition, the Works Council plays a specific role of its own in relation to integrity. For
example, the Works Council must approve the legally required procedure for reporting
wrongdoing, and the director must regularly report to the Works Council on the
functioning of the reporting procedure. A Works Council that assigns importance to
integrity management has a dual role: to promote the importance of a good culture,
while also encouraging the organisation to build culture and integrity.

COHERENCE AND EMBEDDING

Building a culture of integrity requires a sustainable and targeted approach. Efforts to
promote a good culture are not effective unless they are interconnected. Moreover, they
should be embedded within a systematic policy cycle. Ideally, there should be an
integrity manager or compliance officer who monitors consistency, identifies risks, and
coordinates, monitors, evaluates and adjusts efforts. Particularly when cultural
improvements need to be implemented, it is important to monitor the coherence of all
activities.

This list contains three tips/guidelines for creating an integrity-based organisation,
followed by an explanation.:

e Appoint an integrity manager or compliance officer.

e Bring together the actors involved with integrity.

e Review the organisation’s integrity policy.

APPOINT AN INTEGRITY MANAGER OR COMPLIANCE OFFICER

Integrity managers and compliance officers play an important role in shaping and
coordinating the integrity policies of their organisations. They are thus also important to
the promotion of an organisational culture of integrity.

The appointment of an integrity manager makes it clear that the top management of
the organisation deems integrity important and is genuinely committed to
implementing its integrity policy. It also increases the likelihood that attention will
continue to be paid to the theme. In addition, the appointment of an integrity manager
or compliance officer contributes to the integrity policy and a better culture of integrity,
as this official has the time and expertise to develop and maintain sound policy and
initiatives in this area.
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4.7.2

4.7.3

4.8
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Additional information on integrity management and the integrity manager is provided
in the Dutch Whistleblowers Authority's Integrity Management and the Integrity
Manager - Current status and possibilities for development at
http://www.huisvoorklokkenluiders.nl//english.

BRING TOGETHER THE ACTORS INVOLVED WITH INTEGRITY.

Many different people are involved in the development and maintenance of an
organisational culture of integrity, including directors, HR professionals, confidential
advisers, occupational health physicians, auditors, commmunications officers and the
Works Council. They often do not realise that, together, they influence the culture and
integrity of the organisation. It is therefore good to coordinate all their efforts.

To this end, identify all ‘integrity actors'. In other words, it is important to identify the
professionals in the organisation who play a role in promoting an ethical and open
culture. Once it is clear what the ‘integrity team’ looks like, they will be able to work
together more effectively. This makes it easier to put the development and maintenance
of a culture of integrity on the agenda and to coordinate efforts in this area.

REVIEW THE ORGANISATION'’S INTEGRITY POLICY

The development and maintenance of the integrity policy begins with an assessment of
the completeness and maturity of the existing integrity policy. One helpful tool for this is
the Dutch Whistleblowers Authority's Integrity Guide at www.huisvoorklokkenluiders.nl.

The Integrity Guide is a free 35-item questionnaire developed by the Dutch
Whistleblowers Authority. After completing the questionnaire, the respondent receives a
report. Integrity managers and compliance officers could complete the questionnaire
themselves, but they could also use it as a joint exercise. In that case, they would invite
other integrity actors to join them in providing the answers. It is extremely valuable to
complete the questionnaire together, discuss the results (and their interpretation)
together, and determine the action points together. This can ensure the commitment
and support needed to strengthen the integrity policy and culture of integrity within the
organisation.

CONCLUDING REMARKS

As shown in the previous section, building an organisational culture of integrity is
important, but not easy. It requires a sustained effort on the part of the employer. In
addition, a culture of integrity requires continuity and a mix of various measures that
reinforce each other.
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A Culture of Integrity

This is a publication of the Dutch Whistleblowers Authority.

This brochure was drafted by the Dutch Whistleblowers Authority. The purpose of the
brochure is to support organisations in developing and maintaining an organisational
culture of integrity. No rights may be derived from this brochure. The applicable laws and
regulations remain the guiding framework for each organisation’s reporting procedure. If
YOU COme across any errors or inaccuracies in this brochure, please notify the Dutch
Whistleblowers Authority. For more information, please visit
www.huisvoorklokkenluiders.nl.

Contact details

Muzenstraat 89-91, 2511 WB The Hague
Telephone: +31(0)88 13 31 000

Email: contact@huisvoorklokkenluiders.nl

© Dutch Whistleblowers Authority, January 2026
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