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Terugblik
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• Financieel management

• AI en digitale transformatie

• Verandermanagement
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Het belang van personeel

Maar: 

• Ze staan als passiva op de balans, niet als activa…

• Bij digitalisering en verandering wordt HR lang niet altijd vanaf het 
begin betrokken…
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Krapte op de arbeidsmarkt
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Werkdruk



3 stadia van burnout
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Nick Petrie

We didn’t meet many selfish 

people who burned out. Instead, it 

was the most committed, most 

collaborative and hard-working 

people who sacrificed themselves. 

In other words, your best people. 

Don’t take advantage of them. 

Look after them. You'll want them 

going forward.

1st Degree burn – a heavy period of stress, feelings of 

overwhelm, but continuing to work effectively.

2nd Degree Burn – chronic stress, feelings of fatigue along with 

decreasing motivation and effectiveness. Moving into ‘survival’ 

mode.

3rd Degree Burn - the full experience of burnout. Mind and body 

start to shut down, simple tasks become unmanageable, 

emotions become unpredictable and hard to control.



3 stadia van burnout
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• High workload + belief ‘I must endure’ + can’t switch off

• High anxiety about work + perfectionism + unsupportive 
boss

• Lack of boundaries + gives 100% at all times + lack of 
resources

In our interviews, a single factor 

on its own (e.g. unrealistic 

workload) rarely led to burnout. 

Burnout happened when a cluster 

of factors all occurred at the same 

time.



Teamfactoren van 
burnout
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After 3 years of researching 

burnout, growth and performance 

I am worried about the state of 

our workplaces. They don’t feel 

designed for the world we now 

live in: smartphones, emails, 

WhatsApp, zoom, back-to-back 

meetings, constant interruptions, 

overflowing inboxes, no offline 

time, no permission to switch off 

at night.



Organisatiefactoren 
van burnout
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We shouldn’t continue to create 

organizational conditions that 

burn out good people. The 

organizations above didn’t start 

out like that. Their goal was high 

performance, but over time they 

neglected the health of the 

organism and became toxic. 



Wat werkt? Wat niet?
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The solution isn’t to become more 

efficient to accommodate more 

tasks, more decisions, and more 

distractions. The imperative is 

clear: simplify. Reduce the 

number of tasks you take on, 

replace decisions with principles, 

and put structure in place to 

eliminate distractions.

Dane Jensen

Fleming (2024); Jensen (2021); NAE (2024)
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Wat werkt



13

Reflectie
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Verzuim
Verzuim 

heeft niks te maken
 met ziek zijn.
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Verzuim
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Sociale veiligheid

Protection against aggressive and inappropriate behavior of others. In a socially safe environment, 
constant attention is being paid to the question of what behavior is or is not desirable.

Social safety incidents in The Netherlands:

Intimidation 827.200

Discrimination 733.200

Bullying 658.000

Unwanted sexual attention 206.800

Physical violence  47.000

Total number of incidents 2.472.200

Nationale Enquete Arbeidsomstandigheden (2021)
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Sociale veiligheid

Actor
Agressief en 

ongepast gedrag

Anderen
Accepteren

Context
Structurele en 

contextuele 
factoren

Opgeven

Gebaseerd op Koetsenruijter, C., & van der Loo, H. (2023)
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Actor

• Transgresses social norms

• Often stems from power abuse

• Often motivated by feeling good or getting ahead at the expense of others

• Not always intentional

• Can be learned or copied behavior

• Can stem from a misguided belief that it is the right or fun thing to do
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Anderen

• Enables inappropriate behavior to linger and fester

• Comes in many shapes and forms: Looking away, downplaying, adjusting, 

negating, explaining, ignoring, copying, condoning, justifying…

• Inappropriate behavior that is not called out, is tolerated, becomes seen as 

normal, and is copied

• Calling out inappropriate behavior is not just the task of the formal leader. 

It is everyone’s task.
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Context

• Absence of reporting processes and procedures

• Intimate and intoxicating contexts

• Hierarchical and power differences

• Precarious employment (especially in the context of scarcity)

• Individualistic nature of tasks, goals and rewards

• Complexity of the organization

• High work pressure and ambitions
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Sociale veiligheid creëren
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Sociale veiligheid creëren

“When the organizational structure neutralizes pressure on social safety, 

there is a culture in which behavior is discussed, 

and a system for timely correction of behavior… 

THIS ensures that everyone wins in a safe environment where talent and success are fostered”

Pointers

• Invest in cooperation

• Invest in responsible leadership

• Invest in discussing interpersonal behaviors

• Engage everyone

• Pay special attention to minority voices

• Make reporting as easy as possible

• Use tailored approaches in dealing with cases and complaints

• Adopt a systemic perspective

Ellemers et al. (2022); Koetsenruijter & van der Loo (2023)



Psychologische veiligheid
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the belief that one will not be 

punished or humiliated for 

speaking up with ideas, questions, 

concerns, or mistakes. 

And that the team is safe for 

interpersonal risk.

Amy Edmondson (1999)
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Psychologische veiligheid
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Psychologische veiligheid
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Psychologische veiligheid creëren

• Clarity on context: complex environment, uncertainty, interdependence within team to get great results

• Complex environment needs multiple perspectives: all voices needed

• Clear communication on how succes looks like: continuously manage expectations

• Embrace risk and failure: normalize failure, intelligent failures

• By being genuinely curious you stay away from atmosphere of blame, guilt, or judgement 

• Recognizing your own fallibility (“I don’t know..)

• Asking a lot of (different) questions

• Ask for feedback to get to know your ‘blindspots’

• Setting boundaries

• Holding people accountable
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Diversiteit

Kochan, T., Bezrukova, K., Ely, R., Jackson, S., Joshi, A., Jehn, K., ... & Thomas, D. (2003). The effects of diversity on business performance: Report of the diversity 

research network. Journal of Organizational Behavior, 42(1), 3-21.

Redenen voor diversiteit

1. Talent

2. Afspiegeling van de maatschappij

3. Prestaties

→1 & 2 zijn algemeen geaccepteerd. 

 3 daarentegen… 
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Effect diversiteit op prestaties

• Information/decision-making

• Subgroep vorming

• Stereotypes
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Diversiteit

van Dijk, H., van Engen, M. L., & van Knippenberg, D. (2012). Defying conventional wisdom: A meta-analytical examination of the differences between demographic and 

job related diversity relationships with performance. Organizational Behavior and Human Decision Processes, 119, 38-53. 

Vooroordeel tegen demografische diversiteit

Werving & selectie

Relaties tussen medewerkers en managers

Vooroordeel ten faveure van werkgerelateerde diversiteit

Neiging naar cross-functionele (project) teams

Algemene ideeën over werkgerelateerde eigenschappen

Diversity bias

Van diverse teams wordt verwacht dat ze meer relatieconflict hebben

Meer “afstandelijke” beoordelaars zijn eerder bevooroordeeld

Contact hypothese
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Diversiteit
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Bechdel test
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Bechdel test
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Cultuur…
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Generatieverschillen
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(Sociale) Ongelijkheid: 
1. Meritocratische ideologie
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(Sociale) Ongelijkheid: 
2. Segmentatie
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(Sociale) Ongelijkheid: 
3. Winner-take-all structuren
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(Sociale) Ongelijkheid: 
4. Similarity - attraction
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(Sociale) Ongelijkheid: 
5. Culturele kennis
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(Sociale) Ongelijkheid: 
6. Stereotypes en status
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(Sociale) Ongelijkheid: 
7. Motivatie
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Inclusie

Simon Maris (ca. 1906)
1920: East Indian type

1970: Little negress
2015: Young woman with hand fan

2020: Isabella
Rijksmuseum, Amsterdam

Inclusie zit in de kleine dingen:

- Begroeten

- Oogcontact

- Uitnodigen

- Interesse tonen

- Vragen

- Erbij betrekken

- Sponsoren

- Verdedigen

- Bevestigen

- Ondersteunen

- Aanbevelen

- Mentoren

- Verbinden

- …
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Talentmanagement

Meyers, M. C., & Van Woerkom, M. (2014). The influence of underlying philosophies on talent management: 

Theory, implications for practice, and research agenda. Journal of World Business, 49(2), 192-203.



Vooruitblik
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• Strategiemaken

• Dynamieken in de boardroom

• Marketing en innovatie



h.vandijk@tias.edu
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