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The Yorkshire Dales National Park Authority (the Authority) is committed to promoting equality, diversity and inclusion in all aspects of its work. In accordance with the Public Sector Equality Duty (Section 149 of the Equality Act 2010), this statement outlines how the Authority meets its legal obligations, advances equality of opportunity and works to ensure the National Park is accessible and welcoming to all. 


Executive Summary

This statement sets out the Authority’s approach to integrating equality, diversity and inclusion (EDI) into strategic planning, policy development and service delivery, and summarises progress since publication of the previous statement. Key achievements include:
· Improving accessibility through the provision of Trampers (all-terrain wheelchairs), new and enhanced Miles without Stiles routes, expanded Changing Places facilities and the development of a digital Access Hub.
· Working with under-served communities to co-design activities, support community champions and widen engagement with the National Park.
· Strengthening youth participation through the publication of the Statement on Youth Participation and the relaunch of the Young Rangers programme. 
· Reviewing policies and volunteering opportunities to identify and remove barriers to participation, including support for projects aimed at developing green skills among marginalised communities. 
· Publishing the updated Equality Statement and Workforce Data Report and continuing EDI training and awareness-raising for staff, volunteers and Members.

Despite this progress, challenges remain. Workforce diversity continues to reflect national recruitment challenges within the conservation and environmental sectors, particularly in relation to ethnicity and age profile. The Authority also recognises the need to continue strengthening youth participation, tackling barriers faced by under-served communities and promoting a culture where everyone feels welcome, valued and included. 

Priorities for 2026/27 include:
· Continuing to improve accessibility across National Park facilities, services and visitor experiences.
· Strengthening engagement with under-served communities through partnership working and co-design.
· Reviewing recruitment and volunteer practices to widen participation.
· Building on the Authority's commitment to youth participation and ensuring young people's voices are reflected in decision-making.
· Continuing to develop staff awareness, skills and confidence through EDI learning and lived-experience opportunities.


1. Strategic Documents and Policies

The Authority develops and implements a range of strategic documents and policies that are shaped through consultation with a broad spectrum of stakeholders, including local communities, people from other areas, visitors, partner organisations and interest groups.  

1.1 Yorkshire Dales National Park Management Plan (NPMP) 2025-2030
https://www.yorkshiredales.org.uk/Yorkshire-Dales-National-Park-Management-Plan-2025-2030 

The NPMP is the principal strategic document for the Yorkshire Dales National Park. It sets out a five-year work programme, developed and monitored by a partnership of local organisations. The Plan includes a set of shared objectives aimed at enhancing the National Park for the benefit of all who live in, work in, and visit the area.

The vision for 2040 is:
‘Through their passion for this special place, local people and businesses will keep the Yorkshire Dales National Park a thriving area. Its unique cultural landscape will be treasured for its stunning scenery, exceptional heritage and wonderful wildlife, and every year millions of people will be inspired to be a part of it.

The NPMP is structured around six long-term ambitions covering wildlife, climate mitigation, welcoming place, cultural landscape, flourishing economy and strong communities.

The NPMP 2025 - 2030 was formally adopted by the Authority on 23 October 2025. To ensure that equality considerations were fully integrated, the draft plan underwent a comprehensive Equality Impact Assessment (EqIA) prior to adoption. 

The current Management Plan includes several objectives that actively promote equality, diversity and inclusion. Notably:
3.1	Manage and maintain the standard of all public rights of way, so that, on average, 90% remain ‘easy to use’, and create five new ‘miles without stiles’ routes that are suitable for a diverse range of ages and abilities.
3.3	By 2030 work with 200 community groups to co-design activity days, support and training to help people from under-served communities to experience the special qualities of the Yorkshire Dales National Park more easily. 
3.4	Provide curriculum-based outdoor learning and skills-based activities to enable 5,000 young people from in and around the National Park to explore and take action to enhance their environment each year.
3.5	Give people from all backgrounds an opportunity to enjoy and contribute to looking after the National Park by providing at least 7,000 volunteer days per year, with at least 20% coming from underserved communities by 2029.
3.7	Help to tackle health inequalities and improve people’s health and well-being by enabling at least 1,500 people with health conditions to connect with and experience the special qualities of the National Park through ‘social prescribing’ activities by 2030.
5.3	By 2030 provide at least 30 apprenticeships or traineeships, and wider programmes of training in land management, heritage and green skills, including the new skills needed by businesses to support more nature-friendly farming and tackle climate change.
5.5	Make the National Park more accessible to a diverse range of ages and abilities, including by providing five locations that all have ‘Changing Places’ accessible toilet facilities, all terrain mobility scooters, and ‘miles without stiles’ routes.
5.6	Develop and promote events and attractions based on the special qualities of the National Park that will be attractive to a new, more diverse and younger audience, so that 15% of visitors each year are coming for the first time.
6.1	Support the completion of 250 new dwellings by 2030, of which at least half will be social housing, affordable or local occupancy homes to attract and retain younger working age households.
6.6	Produce local plans to improve connections for walking, cycling, wheeling and horse-riding, so it is easier for residents and visitors to travel for work, for school and to access key services and visitor destinations without needing a car, and create at least two new multi-use routes by 2030, including one linking Garsdale–Hawes. 

More generally, many other objectives within the NPMP are expected to deliver positive outcomes for individuals and groups with protected characteristics. 


1.2 National Park Authority Corporate Plan 2026-27
https://www.yorkshiredales.org.uk/park-authority/how-we-work/corporate-plan/ 

The ambitions set out in the National Park Management Plan are carried through into the Authority's Corporate Plan, which outlines the specific objectives we aim to achieve , along with the progress we intend to make in the year ahead. 

The Authority’s Core Values include improvement, accountability, commitment, integrity, open and approachable and valuing and empowering our people. These values underpin our approach to inclusive service delivery and organisational culture, ensuring that equality is not only a legal obligation but a lived principle in how we work.

1.3 Local Plan 
Local Plan 2025-40
 
As the Local Planning Authority, the Authority is responsible for preparing and implementing planning policies that guide development within the National Park.

The Yorkshire Dales Local Plan for 2025-2040 was formally adopted by the Authority on 30 June 2026, following a comprehensive programme of consultation, evidence gathering and independent examination. The Plan provides, for the first time, a single set of planning policies covering the whole National Park and is the principal framework used to guide decisions on planning applications and future development. 

The Local Plan seeks to support sustainable development by balancing the conservation and enhancement of the National Park's special qualities with the social and economic wellbeing of local communities. It includes policies that support affordable housing, sustainable communities, accessibility, active travel, community facilities, business development and opportunities for younger working-age households to live and work within the National Park.


The Plan was subject to equality impact assessments at key stages throughout its development. Equality, diversity and inclusion considerations helped inform both the consultation process and the development of planning policies, ensuring that the needs of residents, businesses, visitors and under-served groups were considered as part of the decision-making process.

The Local Plan also supports the ambitions of the Yorkshire Dales National Park Management Plan 2025-2030, including the creation of strong communities and ensuring the National Park remains a welcoming place for all.

1.4 Equality, Diversity & Inclusion Policy

The Authority is committed to promoting equality of opportunity, eliminating discrimination, harassment and intimidation, and addressing disadvantage wherever it exists. Our aim is to ensure everyone has the opportunity to succeed and that we uphold the highest standards in service delivery, decision-making and employment practices. 

We recognise that equity is essential to achieving these aims. In some areas of our work, this means providing different levels of support based on individual needs, so that everyone can access fair and meaningful opportunities.

Our Equality, Diversity and Inclusion Policy is integral to the delivery of these commitments and applies both to the Authority’s role as an employer and to the provision of public services.

The Policy was reviewed in early 2025 with input from a range of stakeholders, including:
· The Authority’s EDI training facilitator.
· The Authority’s EDI Working Group (including the Member Champion for Corporate Management).
· UNISON representatives.
· The Authority’s Senior Management Team.

The Policy continues to inform the Authority's approach to decision-making, service delivery, recruitment, volunteering and engagement activities, and remains a key reference point for the work of the Equality, Diversity and Inclusion Working Group.


2.  Employment Information

As the Authority employs more than 150 staff, we are required to publish information relating to the protected characteristics of our workforce. This is provided in the Workforce Data Report, based on data available as of 31 March 2026.

We are also required to demonstrate how we have considered the aims of the General Equality Duty across all employment functions.

2.1 Recruitment and Selection

Like many organisations operating within the conservation, countryside and environmental sectors, the Authority continues to face challenges in attracting applicants from some under-served groups. Recruitment monitoring data is used to identify trends, review recruitment practices and inform future actions to broaden the range of people applying to work with us.

The Authority has robust recruitment and selection processes in place that demonstrate our commitment to equal opportunities in employment. We ensure that no job applicant is treated less favourably on unjustifiable grounds.  

We are a Disability Confident employer. As part of this commitment, any candidate who declares a disability and meets the essential criteria for the vacancy is guaranteed an interview.

To support our aim of increasing workforce diversity, all recruitment advertisements include the following statement: ‘We are committed to building a diverse and inclusive workplace and welcome applications from people of all backgrounds’.

We monitor our recruitment performance in relation to equality and diversity. All applicants are invited to complete an equality monitoring form.  A summary of the data is reported annually to senior management and Members to inform future recruitment practices.

2.2 Employment Policies

The Authority has a range of employment policies which go beyond the statutory requirements, including special (compassionate and emergency) paid and unpaid leave, flexible working, maternity, paternity and adoption policies, parental leave and shared parental leave. 

The Authority also offers blended-working arrangements for those roles that can accommodate some working from home. The introduction of this working practice hasn’t involved any contractual changes and the Authority remains a predominantly office-based organisation.

Sickness absence is actively monitored, with return-to-work meetings completed after every absence. Where health concerns arise, particularly in case of long-term or frequent short-term absences, the Authority seeks advice from Occupational Health. This may include recommendations on phased returns, workstation adjustments, or other reasonable adjustments to support staff wellbeing.

Staff are encouraged to access the Government’s ‘Access to Work’ scheme which can provide financial support for equipment or workplace adaptations for staff with disabilities.  In addition, staff can access:
· Able Futures- a confidential programme offering up to 9-months of practical mental health support. 
· Employee Assistance Programme (EAP) - provided by Health Assured, offering confidential counselling and support for staff and their families on a wide range of personal and professional issues.

The Authority also has ten trained Mental Health First Aiders (MHFAs). While not clinical professionals, they are equipped to provide on-the-spot support and signposting for colleagues experiencing mental health challenges, whether short-term or ongoing. 





2.3 Investors in People (IIP)

The Authority has been continuously recognised as an “Investors in People” organisation since 2001. IIP is a nationally recognised standard that benchmarks high performance through people, assessing the effectiveness of leadership, management and staff development practices.

Following the most recent assessment, the Authority achieved the Silver Award level of the ‘We invest in people accreditation’ - a significant milestone, as it marks the first time we have been assessed at the Silver (Established) level, having previously held the Standard (Developed) level.

This achievement reflects the Authority’s ongoing commitment to supporting and developing its workforce and to embedding inclusive, people-focused practices across the organisation.

2.4 Training

The Authority has a comprehensive training and development programme available to all staff. This includes a bespoke Equality, Diversity and Inclusion Awareness Workshop, which Members are also invited to attend, alongside a wide range of sessions designed to support wellbeing, inclusion and personal development. 

Training topics include: 
· Neurodiversity in the workplace 
· Preventing sexual harassment at work
· Managing mental health
· Mental health awareness
· Mental health first aid
· Nutrition and balancing your diet
· Grief and bereavement
· Introduction to chair pilates 
· Menopause awareness

This programme reflects the Authority’s commitment to creating an inclusive and supportive working environment, where staff and Members are equipped with the knowledge and tools to contribute positively to the organisation and to each other.


3.  Engagement and Evidence

The Authority aims to work both with, and through, communities to maintain and enhance the National Park’s natural and cultural qualities, and to promote and expand opportunities for wider understanding and enjoyment.

A robust system of prioritising the different strands of the Authority’s work is an integral and important part of our business planning process. This approach helps Members reach consensus on the areas of work that are most important to the Authority so that:
· Staff, partners and stakeholders are clear about where we will be directing our efforts (and where we won’t); and
· Resources are allocated effectively and transparently. 

Outreach remains a ‘priority’ sub-programme for 2026/27. 

3.1 Engagement 

The National Park Visitor Centres are among the most visible and accessible ways the Authority demonstrates to visitors that this area is a National Park. Maintaining a face-to-face service is also important from an inclusivity perspective, recognising that everyone is able, or chooses, to access information digitally or through printed material. This is particularly relevant for people with sensory, mobility or learning disabilities.

Aysgarth Falls National Park Visitor Centre and Malham National Park Visitor Centre both offer free use of all-terrain wheelchairs, enabling people with mobility difficulties to access the water’s edge at the upper falls, the woodland viewing platform and the area above the middle falls or Malham Cove. Plans are in place to introduce similar all-terrain wheelchairs at the Dales Countryside Museum and Grassington National Park Visitor Centre. 

Three fully accessible Changing Place facilities are now available, next to Grassington National Park Visitor Centre, within the Dales Countryside Museum and at Malham National Park Visitor Centre. These facilities are designed for people who need additional space and equipment, such as hoists, to use the toilet safely and comfortably. 

The Authority has also produced a dedicated Equality, Diversity and Inclusion section of its website to highlight activity, share learning and improve awareness of EDI issues across the organisation and the National Park.

A digital Access Hub has been developed to help visitors with a wide range of access needs plan visits to the National Park.

The Authority has reviewed volunteering arrangements to help identify and remove potential barriers to participation and continues to explore ways of broadening access to volunteering opportunities, particularly for people from under-served groups.

The Authority supports people from under-served communities to access the National Park independently; these include children and young people, people with disabilities and long-term health conditions, people from ethnically and culturally diverse backgrounds and people experiencing social and economic disadvantage. Visits are tailored to the interests, needs and abilities of group members and the organisation they are visiting with.

The Authority also delivers programmes that offer regular skills-based outdoor activities and training for community group staff and volunteers who want to bring people into the Yorkshire Dales. The NLHF funded Championing National Parks for Everyone project works alongside volunteers from ethnically and culturally diverse communities, supporting them to act as Community Champions and helping shape future engagement activity within the National Park. 

The Authority also works with partners to deliver programmes that improve the health and well-being of referred participants called Green social prescribing. A current example of this work is our Nature Prescriptions Programme – delivering nature prescription training to over 190 healthcare professionals to enable them to support people to benefit from a nature prescription. 

In addition, the Authority is committed to engaging and involving other relevant stakeholders to show how our approach to equality, diversity and inclusion is inclusive, informed and responsive to the needs of all communities. For example, organisations such as Wheels for All and Experience Community play a vital role on our Active Travel Steering Group, helping to ensure that the development of our Active Travel Network is inclusive and accessible to everyone.

3.2 Equality, Diversity & Inclusion Working Group (EDIWG)

The EDIWG is a cross-Authority group that meets regularly to monitor, discuss and progress action on equality-related issues. 

The EDIWG is responsible for:
· Monitoring and reviewing this Equality, Diversity and Inclusion Statement annually.
· Establishing systems that enable the Authority and its officers to meet legal responsibilities and adopt best practice in equality and inclusion.

The Member Champion for Corporate Management is an active member of the EDIWG and has shared communications, both internally and externally, explaining the group’s purpose and focus. 

In addition to monitoring compliance and reviewing this Statement, the EDIWG acts as a forum for sharing learning, discussing lived experiences and promoting practical improvements across the Authority. Examples include supporting development of the Authority's EDI webpages, awareness raising activity and engagement with external speakers and organisations.


3.3 Equality Impact Assessment (EqIA)

An EqIA is an analytical tool used to ensure that policies, practices, events and decision-making processes are fair and do not create barriers to participation or disadvantage any protected groups.

While EqIAs are not a legal requirement, the Authority considers them an essential part of inclusive policymaking and service delivery. They remain the most effective way to ensure that equality considerations are embedded into decision-making from the outset, helping to identify and mitigate potential negative impacts on protected groups. 

To promote equality, diversity and inclusion a 5-minute video has been created which includes the benefits of completing and using an EqIA. The video can be accessed here https://youtu.be/YEpwEpJaAQc 

The EqIA form and guidance have been designed to provide a structured, user-friendly process that supports staff in completing assessments confidently and consistently. 





3.4 National Park Management Plan 

The 2025-2030 Plan was developed through a comprehensive consultation process designed to engage a wide and diverse range of people, supported by an Equality Impact Assessment (EqIA). This included targeted social media activity, youth participation initiatives and accessible consultation materials such as signed videos, audio-described content, large-print documents and easy-read guides.

3.5 National EDI Working Group

During 2024 and 2025, English National Park Authorities collaborated on work exploring belonging, inclusion and participation. This led to the establishment of a national EDI working group, with representation from the ten National Park Authorities. The Authority is an active member and uses learning from this work to inform local action planning, policy development and service delivery.

3.6 Youth Participation

The Authority is a signatory to the Europarc Youth Manifesto, which serves as a source of ideas and inspiration for decision-makers in protected areas and rural communities. Its aim is to ensure the involvement and empowerment of young people, helping to create a vibrant future for youth, nature and rural areas. 

During 2025, the Authority approved a Statement of Youth Participation and continued efforts to embed youth voice within decision-making. This has included appointing young people to the Authority’s Finance and Resources Committees, using more inclusive recruitment approaches for youth engagement trainee roles and relaunching the Young Rangers programme with a greater focus on widening participation.

3.7. Customer Service 

The Authority maintained the Customer Service Excellence (CSE) standard from 2010 until 2024. Following a review of available accreditation arrangements, Members agreed to discontinue external assessment and replace it with an internal audit-based approach to reviewing customer service and customer feedback arrangements. 

The first review under the new arrangements was completed in 2026, examining the Authority’s management of complaints, compliments and customer feedback. The audit concluded that the Authority had a sound system of governance, risk management and control in place and awarded an overall opinion of Substantial Assurance.  

The Authority will continue to monitor customer feedback, complaints and compliments through its established reporting arrangements to help ensure services remain accessible, responsive and focused on continuous improvement.


4. Examples of what we currently do to promote equality, diversity and inclusion

The Authority’s Corporate Plan 2026/27 includes the following objectives and targets which support equality, diversity and inclusion:
· Manage and maintain the standard of all public rights of way so that, on average, 90% remain ‘easy to use’.
· Create 5 new ‘miles without stiles’ routes that are suitable for a diverse range of ages and abilities. 
· By 2030 work with 150 community groups to co-design activity days, support and training to help people from under-served communities to experience the special qualities of the Yorkshire Dales National Park more easily. 
· Provide curriculum-based outdoor learning and skills-based activities to enable 3,000 young people from in and around the National Park to explore and take action to enhance their environment each year and embed youth participation in the work of the Authority and the National Park Management Plan Partnership.
· Help to tackle health inequalities and improve people’s health and well-being by enabling at least 1,500 people with health conditions to connect with and experience the special qualities of the National Park through ‘social prescribing’ activities by 2030. 
· Give people from all backgrounds an opportunity to enjoy and contribute to looking after the National Park by providing at least 5,000 volunteer days per year, with at least 20% coming from under-served communities by 2029. 
· Make the National Park more accessible to a diverse range of ages and abilities, including by providing 4 locations that all have ‘Changing Places’ accessible toilet facilities, all terrain mobility scooters, and ‘miles without stiles’ routes. 
· Encourage and support farms and estates to provide more opportunities for visitors and schools groups to experience the special qualities of the National Park, including establishing a ‘peer mentoring’ network to help build capacity by 2029. 
· Develop and promote events and attractions based on the National Park’s special qualities that will be attractive to a new, more diverse and younger audience, so that 15% of visitors each year are coming for the first time. 
· Grant sufficient planning permissions (around 75) each year to support the completion of 250 new dwellings by 2030, of which at least half will be social housing, affordable or local occupancy homes to attract and retain younger working age households.
· Develop and contribute to relevant local plans and projects to improve connections for walking, cycling, wheeling and horse-riding and create at least two new multi-use routes by 2030, including one linking Garsdale–Hawes. 

These examples illustrate the Authority’s commitment to delivering its equality objectives. For more information please visit: www.yorkshiredales.org.uk 


5. What's Next?

The Authority will continue to set ambitious Corporate Plan targets that incorporate equality, diversity and inclusion considerations, and will monitor and publish performance against these targets.

The Equality, Diversity and Inclusion Working Group (EDIWG) will continue to meet twice a year to ensure the Authority remains compliant with equality legislation and continues to pursue best practice.

This EDI Statement will be reviewed and updated annually and published on the Authority’s website.

Key targets drawn from the Corporate Plan objectives include:
· Improve accessibility across National Park facilities, services and visitor experiences.
· Strengthen engagement with under-served communities.
· Continue embedding youth participation across the Authority and its decision-making processes. 
· Broaden participation in volunteering and skills development opportunities.
· Review recruitment data and recruitment practices to support a wider and more diverse applicant pool.
· Continue equality, diversity and inclusion awareness and learning opportunities for staff, Members and volunteers. 


For any queries, please contact:
Vikki Thomas, Head of HR 
01969 652331 
vikki.thomas@yorkshiredales.org.uk
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