
1. For Fenella, what exact training did the EDI champions receive and do they 
receive ongoing support? And around the co-creation of policies - was that an 
open invitation to anyone to be part of that or how did you go about that? 

 
2. To Fenella - what kind of information is in a "learning journey" at Oxfam? 

 
3. Fenella, can you give some examples of citizenship goals and how you introduced 

the concept of these to help staff understand their purpose and the types of goals 
to set? Do these form part of the formal appraisal process? 

 
4. For Fenella, are the citizenship goals in addition to any values related objectives 

in Oxfam? 
 

Answers:  

1) Training for D&I champions was delivered initially by BTEG – the Black Training and 
Enterprise Group. They had a long session with them, thinking about how bias creeps into 
our recruitment processes. They do receive ongoing support from a small group of people – 
particularly 2 people who were the original people to set up the programme. We are in the 
process of finding some new support (both for escalation and dealing with concerns, and for 
the admin burden) to take forward the work.  
 
Co-creating policies – no, not an open invitation. It is done via a working group approach, 
intentionally inviting into the process people who can help and challenge. And then also 
making sure there is space for meaningful engagement with staff networks, unions, etc.   
 

2) Learning journey – this is a term we use for when people engage with an issue over a 
number of weeks (or sometimes even months). Mainly we use this for a facilitated process, 
where the facilitator provides material, and participants are expected to engage with the 
material between sessions. The sessions can be weekly, or monthly, or (for eg.) a series of 3 
or 4, spread over a year. Other learning materials are self-directed, including the equalities 
learning pack which gives suggested reading, watching, and thinking, on anti-racism, trans-
inclusion, and feminism.  
 
Another organisation doing really interesting work in this space – and one from who we 
learn a lot, is Plan International. In their safeguarding work they initiated a series of 
workshops on power and privilege, and these have grown and become a really brilliant offer 
for staff from all over the world.  
 

3) Citizenship goals might be to undertake a learning journey and then find a way to share with 
your team, or it could be volunteering in a shop, or it could be being a D&I champion, or it 
could be undertaking to mentor (or reverse mentor) someone in the organisation, or it could 
be joining a staff network or union … there are lots of suggested activities. People can also 
bring something they are doing outside of work, but the main thing is that this is shared 
within the organisation (so you might have a goal to be a board member for a youth group, 
and your goal would be to foster links between Oxfam and this organisation, or to 
coordinate some listening spaces for supporter engagement colleagues, etc). The point is 
that the citizenship activity needs to be supporting us to move in a direction that isn’t only 



about the technical delivery of the work, but also recognises and celebrates all the different 
contributions of staff. So the other essential is that this is enabled and recognised by 
managers in the performance review.  
We introduced them via various internal comms mechanisms, and particularly working with 
leaders and managers to ensure they understand their importance.  
And yes, they are part of the formal process (or they are supposed to be) 
 

4) I think that’s a similar question to the one above? Yes, they are linked to our values – so 
whilst in a way they are ‘additional’ it should all tie together. So if someone is committed to 
working on their feminist leadership behaviours, their citizenship activity might be to attend 
the Gender Leadership programme (one of the learning journeys) and to commit to making 
one or two key shifts in how they go about their leadership.  


