
 

 

Whistleblower policy 
 

Article 1: Definitions 
 

Vreugdenhil Dairy Foods B.V. 

 

Including its affiliated private limited 

companies and/or locations (hereinafter 

referred to as “Vreugdenhil”). 

Management The statutory management of the company 

HR Director 

 

The person with final responsibility for HR 

within Vreugdenhil. 

Employee 

 

Any person employed by, or otherwise 

working for, Vreugdenhil. 

Whistleblower (Reporter) 

 

A natural person who reports or discloses a 

suspected wrongdoing or breach of EU law 

under this regulation (Directive (EU) 

2019/1937 of the European Parliament and 

of the Council of 23 October 2019 (OJ EU 

2019, L305)), and who does so in the context 

of work-related activities. 

Contact Person The person appointed by Management, in 

consultation with the reporter, after receiving 

the report, with the aim of preventing 

retaliation. 

Supervisor The person who directly supervises the 

employee. 

Involved Persons 

 

Individuals who provide direct support to the 

reporter. 

Confidential Advisor The person designated to act as such for the 

organization of Vreugdenhil. 

Wrongdoing (Misconduct) 

 

A breach or a risk of breach of Union law or 

an act or omission that endangers the public 

interest, including: 

 

1. A breach or risk of breach of a legal 

provision or internal rule that entails a 

concrete obligation and that has been 

established for Vreugdenhil under statutory 

law; or 

2. A danger to public health, the safety of 

individuals, environmental degradation, or 

disruption of the proper functioning of public 

services or the company due to improper 

conduct or omissions. 

 



 

 

The public interest is deemed to be at stake if 

the act or omission does not solely affect 

personal interests and involves either a 

pattern or structural issue, or if the act or 

omission is serious or extensive. 

Suspicion of Wrongdoing 

 

A suspicion held by the reporter that a 

wrongdoing is occurring or has occurred 

within the company where they work(ed) or 

within another organization they have come 

into contact with through their work—

provided that the suspicion is based on 

reasonable grounds derived from knowledge 

acquired through their work for the employer 

or another company/organization. 

Union Law (EU Law) A reference to breaches of regulations and 

directives established by the European 

Union. This includes areas such as public 

procurement, financial services, products and 

markets, prevention of money laundering and 

terrorist financing, product safety and 

compliance, transport safety, environmental 

protection, etc. 

 

This includes any act or omission that: 

a. is unlawful and relates to specific EU 

acts and policy areas; or 

b. undermines the objective or 

implementation of EU acts and policy 

areas. 
 

 

 

Article 2: Information, Advice and Support for the Employee 

 

1. The employee may confidentially request information, advice and support regarding 

suspected misconduct or an EU law violation from the (internal) confidential advisor (Ellen 

van Beem, 06-10008000). 

 

2. An employee may consult an advisor bound to confidentiality about a suspected 

misconduct or EU law violation. 

 

3. The employee may also request information, advice and support from the advisory 

department of the Dutch Whistleblowers Authority regarding suspected misconduct or an 

EU law violation. 



 

 

 

 

Article 3: Internal Reporting by an Employee of the Employer 

 

1. An employee suspecting misconduct or an EU law violation within Vreugdenhil’s 

organization may report this to any supervisor who holds a higher hierarchical position. If 

the employee reasonably suspects that the supervisor is involved in the suspected issue, 

the report can be made to the HR Director instead. In that case, “supervisor” should be 

read as “HR Director” in this regulation 

 

2. The employee may also report the suspicion via the confidential advisor, who will forward 

the report to a relevant supervisor in consultation with the employee. 

 

3. Reports may be made in writing, orally, by phone, voice messaging, or upon request, in a 

face-to-face meeting. Reports can also be made anomymously. 

 

 

Article 4: Internal Reporting by an Employee of Another Organization 

1. An employee of another organization who, through work, encounters a suspected 

misconduct or EU law violation within Vreugdenhil may report this to any Vreugdenhil 

supervisor or equal or higher rank. 

 

2. If the employee reasonably suspects the supervisor is involved, the report may also be 

made to the HR Director.  

 

3. Reports can also be made via the confidential advisor, who will forward the report 

accordingly, with the employee's consent.  

 

4. Reports may be made in writing, orally, by phone, or in a face-to-face meeting upon 

request. Audio recordings require the reporter’s consent. Anonymous reporting is also 

allowed. 

 

Artikel 5: Melden bij een bevoegde autoriteit 

 

1. A reporter may also directly report to a competent authority. 

2. Competent authorities include:  

a. Authority for Consumers and Markets (ACM)  

b. Netherlands Authority for the Financial Markets (AFM)  

c. Dutch Data Protection Authority (AP)  

d. Dutch Central Bank (DNB)  

e. Dutch Whistleblowers Authority  



 

 

f. Health and Youth Care Inspectorate (IGJ)  

g. Dutch Healthcare Authority (NZa)  

h. Authority for Nuclear Safety and Radiation Protection (ANVS)  

i. Other designated bodies or authorities  

 

3. Reports can be submitted in writing, orally, or in person. Anonymous reporting is 

allowed. 

 

Article 6: Protection Against Retaliation 

 

1. Vreugdenhil protects whistleblowers against retaliation. 

2. No adverse consequences may be imposed on whistleblowers who:  

a. Had reasonable grounds to believe the information was true at the time;  

b. Reported internally and/or to competent authorities;  

c. Had reason to believe no effective resolution would occur.  

3. Retaliation includes but is not limited to:  

a. Dismissal or suspension  

b. Fines  

c. Demotion or denial of promotion  

d. Negative performance reviews  

e. Transfer, exclusion, intimidation, slander, contract termination, etc., unless 

demonstrably justified and unrelated to the report  

4. If a disciplinary action is taken disproportionately, it may still count as retaliation.  

 

5. Retaliation is presumed unless Vreugdenhil can prove otherwise.  

 

6. Supervisors and colleagues must avoid any actions that harm the reporter.  

 

7. Employees who retaliate may face disciplinary action. 

 

Article 7: Preventing Retaliation 

 

1. Management appoints a contact person to discuss and mitigate risks of retaliation with the 

reporter. This is documented and signed by the reporter. 

 

2. If the reporter feels retaliated against, they may consult the contact person to assess and 

document further measures. 

 

3. The HR Director ensures that such measures are implemented. 

 

 



 

 

Article 8: Protection of Others 

 

1. Al Confidential advisors, contact persons, advisors, and investigators must not 

be retaliated against.  

 

2. Employees heard by investigators must not face retaliation.  

 

3. Employees may submit documents to investigators without fear of retaliation.  

 

4. Article 7 applies similarly to others involved. 

 

 

 

Article 9: Confidentiality  

 

1. All involved must maintain confidentiality of the reporter’s identity unless written 

consent is given. 

 

2. If no consent is given, correspondence is routed through the confidential advisor.  

 

3. The same applies to third parties and advisors. 

 

Article 10: Documentation and Acknowledgment 

 

1. Verbal or supplemented written reports are documented, approved, and signed by the 

reporter.  

 

2. This applies to reports via the confidential advisor as well.  

 

3. Reports are forwarded to Management and the HR Director.  
 

4. If Management is suspected, the HR Director receives the report directly.  
 

5. Acknowledgment of receipt is given within 7 days. Follow-up information is provided 

within months.  
 

6. Reports are recorded and later deleted when no longer legally required.  

 

Article 11: Handling Reports  

 

1. Management or HR Director investigates unless:  

a. The suspicion is unreasonable; or  

b. The matter clearly falls outside the scope.  



 

 

 

2. If no investigation is conducted, the reporter is informed with reasons within 2 weeks.  

 

3. Management assesses if the competent authority must be informed (only with reporter’s 

consent).  

 

4. Independent, impartial investigators are appointed (internal or external).  

 

5. The reporter is informed of the investigation and investigators, unless objections apply.  

 

6. Subjects of the report are informed unless it compromises the investigation.  

 

Article 12: Investigation Execution  

 

1. The reporter is heard; their statement is documented and signed.  

 

2. Other parties may be heard similarly.  

 

3. Investigators may access necessary internal documents.  

 

4. Employees may voluntarily submit documents.  

 

5. A draft report is shared with the reporter for feedback.  

 

6. A final report is issued and shared unless serious objections apply.  

 

7. Trade secrets are used solely for follow-up.  

 

Article 13: Vreugdenhil’s Position  

 

1. Within 8 weeks, the reporter is informed in writing of the findings and steps taken.  

 

2. If delayed, the reporter is notified with an explanation and new timeline (max 12 weeks 

unless justified).  

 

3. Management may inform external authorities (with a copy to the reporter, unless strong 

objections exist).  

 

4. Subjects of the report are also informed, unless this harms the investigation.  

 

Article 14: Right to Respond  

 

1. The reporter may respond to the report and findings.  



 

 

 

2. If objections are substantiated, Vreugdenhil will reply and may initiate further 

investigation.  

 

3. Responses are also shared with external authorities if informed previously.  

 

Article 15: Investigation into Retaliation  

 

1. Reporters or involved parties suspecting retaliation may request an internal 

investigation.  

 

2. Alternatively, they may request an investigation by the Dutch Whistleblowers Authority.  

 

Article 16: Publication and Evaluation  

 

1. The HR Director ensures publication on the intranet and website.  

 

2. The HR Director prepares an annual report on the number, nature, outcome, and 

response to reports.  

  

Article 17: Entry into Force  

 

1. This regulation enters into force on October 1, 2024.  

 

2. The title of this regulation is: Regulation on Reporting Suspected Misconduct or EU Law 

Violations. 

 

 


