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Background 
Greenpeace Nordic is committed to providing a pleasant and safe volunteering environment 
and experience. We work to ensure that any breaches of personal integrity or operational 
conduct that may arise are treated as high priorities.  

All volunteers and staff members have a responsibility to ensure that their behaviour does 
not offend others, whether intentionally or unintentionally, as well as a responsibility of 
creating a climate in which acts of discrimination and harassment are not accepted. All 
Greenpeace volunteers and staff members must be aware of the right to set boundaries for 
any behaviour that is perceived as unwelcome. 

The following procedures for reporting complaints and guidelines for what may constitute 
improper conduct can provide orientation for Greenpeace Nordic volunteers in moments of 
uncertainty. 

Types of complaints 
Any volunteer can make a complaint in regard to: 

● a volunteer; 
● a Greenpeace staff member; 
● an independent contractor for Greenpeace; 
● organisational procedures; and/or 
● Greenpeace operational conduct. 

 
Complaints about other volunteers, staff, independent contractors, organisational procedure 
or operational conduct are taken very seriously, are processed confidentially to the extent 
possible, and will be protected against unnecessary disclosure. 
 
Complaints about other volunteers, staff, independent contractors or operational conduct may 
include but are not limited to: 
 
Integrity violations such as 

● harassment; 
● sexual harassment;  
● bullying/victimization; and/or 
● discrimination. 

  



 
 

 
Improper conduct such as 

● poor work performance when working with volunteers; 
● misuse of volunteering capacities; 
● misconduct in regard to health and safety; and/or 
● misuse of organisational funds or other resources. 

Guidelines for reporting integrity violations or filing complaints 

Greenpeace Nordic has identified two persons of trust for volunteers who wish to report an integrity violation 
or file a complaint. 
 

Ida Wahlin 
Nordic Human Resources Business Partner 
ida.wahlin@greenpeace.org 
+46 730 630 531 

Markus Power 
Volunteer Unit Head 
markus.power@greenpeace.org 
+45 427 527 47 

 
You can also report the violation or file the complaint to any other member of Greenpeace Nordic’s Volunteer 
Unit or other person you trust, but one of these two persons of trust will become part of the process.  

Guidelines for volunteers who feel that they have been subject to a breach of their 
personal integrity 

● If possible, speak up and demand that the person stops the unwelcome behaviour immediately. Do 
not leave room for misunderstanding. 

● Document what happened so that you can process the event(s) more easily. Note times, dates, any 
witnesses, what the person said and/or did, how you felt and how you reacted. 

● Contact one of the persons of trust, preferably in writing. You can also report the violation to any 
other member of Greenpeace Nordic’s Volunteer Unit or another person you trust, but one of these 
persons of trust will become part of the process. 

 
 
All allegations of sexual or other kind of harassment or victimization will be quickly investigated. The 
investigation will start directly after a report was filed, and its purpose is to clarify the circumstances 
surrounding the alleged mistreatment. The investigation will be lead by one of the two persons of trust, and, 
when applicable, constitute the basis for a decision to take action to stop the unwelcome behaviour. 
 
If the alleged perpetrator was a member of staff of another Greenpeace entity (GPI or another NRO), the 
GPN HR Director will swiftly contact the HR department of the Greenpeace entity in question. The entity 
employing the accused person must handle the formal process and the investigation required for a decision 
on disciplinary action. The GPN HR Director will ensure that Greenpeace Nordic actively supports the GP 
entity in charge of the process. 
 
The investigation will be performed in a quick, objective manner that shows respect for the legal rights of the 
individual. To the extent possible, your confidentiality and that of any witnesses and the alleged harasser will 
be protected against unnecessary disclosure. When the investigation is completed, you will be informed of 
the outcome of that investigation and any measures that will be taken because of it. The investigation will be 
documented and followed up on. The investigator shall keep relevant parties informed of the investigation's 
progress. 



 
 

What is discrimination?  

Discrimination could be when a volunteer, employee or a job applicant is directly or indirectly discriminated 
on grounds of e.g.  gender, gender  identity  or  expression,  ethnicity,  religion  or  other belief, race, skin 
colour, political view, opinion, national, social or ethnic origin, language, disability or health, membership 
of a trade union, part-time workers, employees that work on a temporary basis, sexual orientation, family 
relations, age, or other personal characteristics, or any combination of the above  characteristics.  
However, what  is  considered  as  discrimination  at  any  given  time  is  always dependent  on  local  
law  in  each  jurisdiction. 
 
Direct discrimination means that an organisation may not place anyone protected by the discrimination 
legislation at a disadvantage by treating this individual less favourably than it treats, have treated or would 
treat another person in a comparable situation, if such unfavourable treatment is based on any of the 
grounds listed above.    
 
Indirect discrimination means that organisations may not place anyone at a disadvantage by applying a 
provision, criterion  or  practice  that  appears  to  be  neutral  but  which  puts  persons  with  any  of  the 
characteristics above at a disadvantage, unless the provision, criterion or practice can be justified by a 
legitimate  aim  and  the  organisation  is  able  to  demonstrate  that  the  means  of  achieving  the  aim  
are appropriate and necessary.     
 
An instruction  to  discriminate  may  also  constitute  discrimination  according  to  local  legislation. 
According to  local  law  it  could  be  classified  as  discrimination,  if  an  organisation  subjects  you  to 
harassment, or tell sells someone else to harass you.  
 
Another form of discrimination is inadequate accessibility. The term inadequate accessibility means that 
a person with a disability is disadvantaged through a failure to take reasonable accessibility measures to 
put people with disabilities in a situation comparable to that of people without such disabilities. 

What is harassment?    

Harassment is behaviour (whether physical, verbal or non-verbal) that violates or has the purpose to  
violate  a  person's  integrity  or  dignity  and  create  a  threating,  hostile,  degrading, humiliating or 
uncomfortable environment in a manner that is related to e.g. a person's gender identity or expression, 
ethnicity, religion or other belief, functionality variations, sexual orientation, or  age.  Harassment refers  
to  behaviour  that  is  unsolicited,  unwanted  and  fails  to  respect  the individual. It may be persistent or 
an isolated incident and may be directed towards one or more individuals. Examples of harassment 
include ridiculing, insulting or sweeping statements and/or the circulation of offensive illustrations or 
photos. Whatever its origin, harassment is inappropriate behaviour, which   can   result   in   the   individual   
feeling   threatened,   humiliated,   patronised   or disadvantaged.  
 
Harassment may also be of a sexual nature, and is in such event referred to as sexual harassment. Sexual 
harassment is defined as behaviour of a sexual nature that infringes upon someone's dignity. It can  be  
undesired  physical  contact  such  as  unnecessary  touching,  unwelcome  and  recurrent proposals or 
propositions, unwanted display of pornographic images and texts, whistles, glances, or gestures that are 
offensive. Sexual harassment can also be punishable according to the penal code's rules on sexual 
violations.   
  
Harassment, including sexual harassment, may be intentional or non-intentional by the perpetrator, but 
harassment is determined by the perceptions and feelings of the individual the behaviour is directed at. It 
does not matter if the person harassing another person excuses themselves by saying “I only meant it as 
a joke” if the harassed person is offended. It is important that you as the victim make clear to the person 
who is harassing you that their behaviour is unpleasant and unwelcome and that it must stop. You can do 
so verbally, in writing or with the help of someone you trust.  



 
 

What is victimization?  

Victimization means recurrent reprehensible or distinctly negative actions which are directed against 
individuals in an offensive manner and can result in those employees being placed outside the volunteer 
or workplace community. Often, behaviour that could per se have constituted harassment, but is not 
related to one of the grounds for discrimination (such as for example a person's sex or age), will instead 
constitute victimization. Examples of victimization include insults, overly critical or negative treatment 
(such as mockery, unkindness etc.), and exclusion of a person from the volunteer or workplace community 
(by for example refusing to say hello to someone). It could also be exclusion from information necessary 
to perform on given assignments. 

Temporary conflicts and clashes of opinion  

Discrimination, harassment and victimization are not to be confused with for example clashes of opinion, 
temporary conflicts, or lack of cooperation, all of which commonly occurs when people work together. 
Cooperation problems in a group can have many different causes. A continuing conflict that has lost  its  
sense  of  mutuality  and  respect  may,  however,  be  one  of  the  underlying  causes  for discrimination, 
harassment and victimization. 
 
 

Code of Conduct for Greenpeace Nordic’s 
Volunteering Programme 

Introduction 

This Code of Conduct clarifies what we can expect from each other and what Greenpeace expects of us in 
terms of acceptable behaviour. It sets out common basic principles and rules or standards that alleviate 
doubt and give precise instructions for the conduct expected of Greenpeace people. These expectations are 
also laid out in the related policies of the organisation, such as the volunteering policy. 
  
This Code of Conduct is designed to provide volunteers with guidelines about what is and is not 
permissible when volunteering with Greenpeace Nordic. 

Core values and key principles 

This code of conduct is based on the core values and key principles of Greenpeace. These values and 
principles should act as guide for the actions of all Greenpeace people both inside and outside the 
organisation. 
 
Core Values 
Commitment and professionalism 
Our commitment to our mission is our strength. It is combined with professionalism to reach our goals. 
Global mindset 
Greenpeace culture supports the global nature of our organisation, our objectives and honours our diversity 
in the way we work as a global network. 
Trust and respect 
Our culture aims to create mutual trust through transparency and accountability in our interactions. 
Value people 
Our culture attracts, inspires and empowers employees, activists, volunteers and supporters to jointly 
achieve our common goals. We value our people and maximise the potential of each individual within the 
global framework. Responsibilities are based on the skills and potentials of people. 



 
 

Knowledge-sharing 
We stimulate knowledge sharing, mutual learning and open access to information. 
Goal orientated 
We focus on outcome and work towards goals instead of on issues. 
Cutting edge/Innovation 
We encourage people to develop, empower them to take risks and learn from their mistakes. 
 
We believe in 
Confrontation 
We believe in creative confrontation. By challenging ideas and behaviour, we believe we can move people 
and organisations. 
None-violence 
Core to our roots is the principle of peaceful action. 
Independence 
Greenpeace is supported by individuals. By not accepting funds from political parties, governments, or 
corporations, we maintain our independence. 
The power of acting together 
We believe in the power of the many. The future of the environment rests with the millions of people around 
the world who share our beliefs. Together we can tackle environmental problems and promote solutions. 

Who is responsible for implementation, monitoring and evaluation of this Code of 
Conduct? 

All volunteers have a shared responsibility for encouraging, advocating and promoting the Code of Conduct. 
They also have a role in implementing, monitoring and enforcing its standards. Greenpeace Nordic Volunteer 
Unit staff members have a special responsibility to support and develop systems that maintain this 
environment. All volunteers are strongly encouraged to report any concerns or suspicions regarding any 
activities that are in conflict with this Code of Conduct and that may compromise the integrity of the 
organisation. 
 
Procedures for reporting improper conduct are described in the Grievances Procedures for Greenpeace 
Nordic Volunteers. 

1. General conduct 

● You must act with honesty and integrity and conduct yourself in a respectful manner. 
● You must strive to maintain the highest ethical standards and conduct yourself in a manner that will 

be a credit to the vision and values of Greenpeace. 
● You must act in the best interests of Greenpeace, separating personal opinions, activities and 

affiliations from the performance of responsibilities related to volunteering for Greenpeace.  

2. Financial responsibility 

● You will ensure that you use Greenpeace funds and resources entrusted to you in a responsible 
manner. 

● You will account for all money and property in your care. 
● You will strive to secure value for money in spending Greenpeace funds. 

3. Use of organisational property, services and other resources 

● Organisational property, services and other resources belonging to Greenpeace will be used 
responsibly.  

● Private use of the Internet while volunteering in Greenpeace offices is permitted as long as it is kept 
to an acceptable minimum. 

● Content that is pornographic or racist may not be uploaded, downloaded or disseminated. 



 
 

● Intellectual property laws must not be violated by uploading, downloading or disseminating any 
copyrighted material. 

● Software may only be installed on Greenpeace hardware with the approval of the IT unit. 

4. Environmental responsibility 

● You will actively support Greenpeace’s goal of minimising the environmental impact of our work, 
including minimising the use of carbon intensive transportation, such as air travel. 

● Preference will be given to safe public transport where possible.  

5. Working together 

● You will work co-operatively with your fellow volunteers and Greenpeace staff members to achieve 
the objectives, targets and goals of the organisation and commit to support each other in our work 
and to constructively resolve conflicts that may occur. 

● You will avoid to join conversations or actions with others who seek directly or indirectly to 
undermine or demean another volunteer, a Greenpeace staff member or their work. 

● You will listen and consider others’ opinions. While you may vocalize your own opinions with vigour 
and passion, you will be considerate of other opinions. 

● You will follow security instructions and procedures and avoid behaviour that may expose you or any 
of your colleagues to unnecessary risk. 

6. Preventing discrimination and (sexual) harassment 

● You will not engage in discrimination of any form. 
● You will not engage in any forms of harassment, including but not limited to sexual harassment. 

○ Harassment is defined as offensive, intimidating, demeaning, hurtful, malicious or 
threatening comments or behaviour towards another person. This includes bullying/ 
victimization 

○ Sexual harassment is defined as coercion of a sexual nature or the unwelcome or 
inappropriate promise of rewards in exchange for sexual behaviour. 

7. Use of Drugs and Alcohol 

● Buying, selling or using illicit drugs while on Greenpeace premises or ships, while in Greenpeace 
vehicles or while representing Greenpeace is strictly forbidden. 

● Drinking alcoholic beverages while in a Greenpeace vehicle, or operating a Greenpeace vehicle, 
boat or ship under the influence of alcohol and/or drugs is strictly forbidden. 

● Being under the influence of alcohol and or drugs is strictly forbidden while representing 
Greenpeace. 

  



 
 

8. Compliance with this Code of Conduct 

● The Volunteer Unit oversees compliance with the Code of Conduct.  
● If you doubt whether an action is a breach of the Code of Conduct, you are entitled to seek advice 

from your Volunteer Coordinator or a person of trust as identified in the Grievance Procedures for 
Greenpeace Nordic Volunteers. 

● If you believe that another volunteer or member of staff has violated a rule of the Code of Conduct, in 
the first instance, you will discuss the situation with the person in question to prevent the violation 
from happening and to allow the person the opportunity to report this himself/herself. 

● If the violation persists or is not dealt with, or if this is not possible, report this violation, preferably to 
your Volunteer Coordinator or a person of trust as identified in the Grievance Procedures for 
Greenpeace Nordic Volunteers. 

● If there is a concrete suspicion that the Code of Conduct has been breached, Greenpeace may order 
an investigation.   

● If it has been established that the Code of Conduct has been breached, Greenpeace may take 
disciplinary action. 

 
 
 


